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Summary

The New Careers Development Project trained 18 inmates
for work as Program Development Assistants. Intensi§e
training was done for a four-month period a£ the California
Medical Facility, a state priéon; and was carried out in
three phases:

Phase 1 (8 men): January 1965 -~ May 1965

Phase 2 (6 men): October 1965 - February 1966

Phase 3 (4 men): February 1966 - June 1966
Since parole, the men have worked.in a variety of program
development positions: training nonprofessional aides, doing
surveys of new career job possibilities, and helping set ﬁp
new career positions within sccial agencies.

One of the 18 trainees has been returned to prison on
a new robbery conviction. A second disappeared two months
after release from prison but has since come back and been
reinstated on parole. A third was returned to prison on a
technical parole violation, but rejoined the project after
seven months and is presently working in the program develop-
ment field. Two others have had minor law involvements.

0f a control group of nine men, two have been returned
to prison, one has disappeared, and one is serving a six-
month county jail sentence. A fifth has had a minor law

involvement.
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Fifteen of the New Careers trainees are presently workingz
in thé program development field. Salaries started at $6,000
a year and now range up to $13,070. Employers include private
social agencies, non-profit researcn organizations, universi-
ties, state government agencies,; and county Economic
Opportunity Councils,

The history of the project follows.



Background of Project

The New Careers Development Project grew out of interest
in the use of offenders and ex-offenders for work on crime
and delinquency problems., Several sets of ideas contributed

to its development.

The use of problem Deople

Most self-~help organl.ations begin with the premise that
persons who. have lived through specific kinds of problems can
help others cope with those same probiems. Alcoholics
Anonymous and Synanon are two well-known examples relevant to
the correctional field, There are two aspects to this idea.
One is that persons with problems are more likely to be helped
when approached by someone like themselves, either becauée
trust is given more readily or communication is more easily
established. The other is that the helper receives as muéh,
if not more, benefit than the person helped. As Cressey éuts
it, "A group in which criminal A joiﬁs with some non-criminals
to change criminal B is probably most effective in changing
1

criminal A, not B."

The use of offenders to help other offenders has thus

1Cressey, D.R., Changing Criminals: The Applicetion of
the Theory of Differential Associacion, Amer. J. Sociol.,
1955, 61, 1l6-129).




been seen as a way of developing new and more effective
approaches to rehabilitation in a field In which success
percentages are notoriously low; and as a way of bringing
about change in offenders themselves,

In June of 1963 the project director organized a
symposium, with National Institute of Mental Health funding,

on The Use of the Products of A Social Problem in Coping

With the Problem (Crime and Delinquency).l The symposium

brought some 49 offenders, ex-offenders, correctional

treaters, and correctional administrators togetﬁer to consider
vhat had already been done in using offenders in correctional
work and what the implications of this were for future develop-
ments in the field, This symposium was a direct precursor to
the present project and played an essential role in its

development.

The nonprofessional revolution -

The use of nonprofessional aides has a long history,
notably in the armed services and in the health fields. 1In
the last few years, the use of ﬁonprofessionals has increased
rapidly, in both scope and number, suggesting radical snifts

in the vending of professional services and the deployment of

' 1Experiment in Culture Expsnsion. Proceedings of an WIMH
conference on "The Use of the Products of A Social Provolem in
Coping Vith the Problem (Crime and Delinquency).’ Noxco,
California, July, 1563.

& ——— st e



professional skills., This revolution' 1s seen as an answer
to two problems: the decreasing need for workers in material
production jobs; and the inadequate number of professionally
trained persons.

Though there are still arguments on the capabilities of
private industry to absorb the unskilled unemployed, there is
no question that the fields of education and medicine are
already badly understaffed, that population growth alone
vastly increases the needs for these services, and that in
addition people are expecting broader and increased levels
of perlcapita service. Both Medicare and Head Stért have
shifted people's expectations of the services they are
entltled to expect as a matter of fight. The situation is
similar, though less dramatic, in other professional service
flelds. ©Note, for example, the growing demand that “something
be done” about crime and delinquency.

People are expecting more service, and they are expecting
better or more appropriate service. Professional workers
are facing increasing criticisﬁ, particularly from the poor
and.their spokesmen, for ignoring the needs of some groups
within the client population, or for being ineffective in
meeting those needs. Nonprofessionals are often used in
linker roles, filling the gap between professional and client.
They are thus seen not only as a supplement to professional

manpoweyr, but as providers of new and unique manpower resources
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hitherto unavailable. This 1is, in effect, an extension of

‘the argument on the use of problem people to the use of

the "outs™ generally.

The growing importance of program development

TheAprofesaional service fields are finding it increas-
ingly hard to defend continuing their existing programs as is.
Aside from the need for expansion of ser&ices, both the public
and clients themselves are becoming more vocal about what are
seen as inadequacies of service. The Federal government is
making substantial amounts of money available for research
and demostration, in the hope that more effective ways of
providing service can be found, |

The development of new programs is often left fo staff
who are occupied with the operation of existing service
programs and wno have neither time nor inclination for the
task. A growing number of agencies, however, are establishing
special program development staffs whose sole function is
the creation and implementatién of new program ideas, It
seems reasonable to expect that this trend will continue in
the future and that there will be growing attention to program
development and growing demands for persons with relevant

skills.

The self-study model

Systematic self-study is seen as an effective approach




to bringing about chanpe within individuals, groups, institu- |

tions; or organlzations, gelf-study is simply the application

of the scientific method to the achievement of goals. It

P L

involves the stating of goals and of methods expected to be
effective in reaching them, observing the extent to which the

methods are effective, then revising the methods as necessary.

Py CEWTINC . AT TR e

One of the important things about the self-study approach is

that it involves the active participation of the targets of
change in thelr own development, including all levels of staff !
within an institution or organization. The project director
has used this approach in working botin with small groups of

confined men end with correctional communities. f

ey

The New Careers project was intended to develop one

acini s

kind of problem person (the offender) for a new type of

nonprofessional role in the program development field., Self-

&;

study was seen both as a way of developing the individual
offender and as aﬁ approach to program development itself,
The original conception of the study saw offenders in program
development roles specifically in the crime and delinquency
field. As the project developed, this concept was broadened

to include program development in other areas of human service.




The Original Plan

As originally conceived, the Project was to bring
together an experimental group of 25 inmates in a ‘'social
development center” for a period of six monthé. The center
was to be 2 living-working unit within one of the California
state prisons (San Quentin was seen a3 the most likely
possibility.), this unit to be physically distinct from the
remainder of the institution, with separete feeding and
recreation facilities., Graduate students in the social
sciences were £o participate in the training progrem as part
of the "change and development tzams’ with the inmates. (For
a2 description of these teams and of the role of the social
chenge agent, as the trainees were then called, see Appendix
A.)‘

.Following tne six-month centey program, the subjects

were to be paroled to community placements, if necessary

partially subsidized by the project, for en additional six
months of comdined work 2nd training. It was expected tnsi

at the end of this time they would have demonstratad sufficis

capeabilitizs so &

%

at they could move into fully paid program
development positions with sociel agencies. They were o oe
followed for an additional yeawx.

A control group of 50, chosen at random from the pool

from which thz experimental group was selected, were to bda

nt
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aroled at tne same time, but witih neither institution nor
P ’

commurniity training nor with community placcment assistance,

.

The Plan and Reality

The projesct underwent 2 series of modifications over
its three years. Some were necessary to accomodate to
Department of Corrections administrative procedures, and

somz came adout because of shifts in the larger social-politi-

cezl scene,
The social development center

The concept of a sociél development center in waich 21l
inmates would de trained together was tne first to go. On
the basis of preliminary discussions with Department staff
it had bean expacted that the center could be noused in a
minimum sescurity satellite barracks at San Quentin which also
housed other special programs. San Queﬁtin is in the Saa .
Francisco Bay Area and provided ready access to potential
employers and to the educational institutions from wanict
graduate students‘were to be drzwn. However, the staffing
and secﬁrity egpects of the centef were seen z2s a prbblem
by institution staff, as well as the presence of women in
the program. It was also felt thet project réqui;ements for

a full schedule of both day and evening activities would put

undue strain on regular institution procedures.

- . -




The project was set up finzally at the California Madical
'Facility,la research and treatment oriented institution 55
miles from San Fraacisco, A separate housing unit was found
within the institution, but spzce limitations restricted thne
number of tfainees at any one time. To accomodate to this
change, we plznned three non-overlzpping groups of eight
trainees each end shortened the institution phase of training

to four montns.

The control =zroup

The next problem was that of finding a large enough pool

of eligible men for random selection into experimental and

contrel groups. The project design called for releasing

trainees at a fixed time to go on to additional training and
jobs in the commuﬁity. This meznt finding men with parole
dates coinciding with the end of thz institution training
period or aaving the Adult Authority (the paroling board)

set pearole dates chat would fit the program schedule. Ve
overestimated the flexioility-availeable for Board action,
particularly since many of the men selected as potential
candidates were seen as nigh risk cases (e;g., those convicted
of armed robbery). As a resul:, the idea of random szlection
from a pool of eligible inmates was given up for Phase 1 an
we selected eizht men with no assurance that they coulﬂ all

be paroled at the end of four montas. As it turned oui, only

10
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five of them were; ona of the eignt rcmained in the institu-

tion for 1& months.

For the szcond phase we tried to avoid this problem oy
selecting only men with assured parole dates, but this
.drastically restricted the numbar available,. The.pool shrunk

to eleven men, of whom four were szlectad as experimentals

nd five as controls, with two added to the program outside

™

of the rendom sslection procedure.
For Pnase 3 the idea of a control group was agein aban-~

k

doned and the four most promising men out of tho

w
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were selected.

Teem traininzg

In Pnase 1, graduate students made up part of the change
and development teams into which the traineess were
mucn of the progrem. They worked hélf-time, paid by project
funds, but beczuse of the long commute from San Francisco to
the Medical Fecility were at tne institution only two daye a
week, Both trainzes and studoqu felt this creested morale
problems znd interfered with team efficiency. It was
recommended oy them that students work full-time during
Phases 2 and 3, or not at all.

By Pnase 2, nowever, the war nad escalzated. Students

were concernad zoout draft status, and we could not find any

ive up full-time schuiool attendance to participzte

L

willing to



in the program. Pnase 2 and 3 teams therefore consisted

only of ‘the inmate trainees.

Job placements

The project proposal was first submitted in September

of 1963. 1t nad in fact been planned for a full yecL before

D]

that date. 1Its methods were developed after considerable
informal liaison work with Department of Corrections staff
and with staff of related agencies in the San Francisco, Los
Angeles, and Szn Diego areas. They were based on an assess~
ment of Department and agency interest in this apéroach to
developing inmetes; of the direction of program development
in these agencies; of the direction of social change in the
country in generzl; and of the probable speed with which 211
tnis was likely to occur.

The Economic Opportunity Act of 1554 was passed shortly

before the project got underway. The money and attention %

ot

)

focused on working with the poor in other than client roles
was an affirmation of the direction the project was taking,
The expansion both of human services and of opportunities for
the poor to participate in meaninzful new kinds of jobs and
careers made the outlook for finding work placements for the
project trainesas even better than nad first oeen an?icipqted.
Not only did we expect that placements would be available,

out that therz would be a real demend in the corrections

12




field for perzons treined in resezrch and program development.
We were, however, overly naive in assuming that our
own view of the need for progrem development was shared by
agency staff, or that there was a direct relationship between
2 recognized nzed and organizational readiness to change.
Federal funding for research and demonstration progrems has
provided the greatest impetus to new program development,
alation of the war in Vietnam hes sharply curtailed
the availability of such funds, Moreover, with or without

outside funding, agency staff as a group tend to be resistant

to innovation. This resistance nas been most apparent in
correctional agencies, on whom we counted for placement

opportunities, Pleacements in the crime and delinquency field

Y

~

nave peen aveiladle only outside of Czliforania. 1In general,
there wes little trouble in plecing the trainees on jobs
as long as tihz project was paying their salaries in full
but it wes far more difficult than enticipated to place

them on jobs with other funding.

Field training

It was oxiginally intended to parole men to one geographic

area in order to facilitate continuing training for the first

six months after parole, Negotiation

H

n

were underway wit: the

¥ g

Service Committee for use of a nal_way ouse

[P
0

American Frien

for released prisoners they plen n;d to open in San Francisco.

13
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Use of the nhouse as a living vase would facilitate the field

portion of training, and would azslp meintain group cohesive-
ness,
The rezlity was that jobs were hard to come by, even

with project willingness to subsidize part of the men's

v

salaries. Tne jobs obtained werzs scattered throughout the
J 024

that the treinees were

State end they weare temporary, 30

+

(‘_)

required to move every few months or oftener. This precluded

1

use of the halfway house and sharply limitad what could be

[N
0]

done in the way of a systematic field training program,

Selection Mztnods

The projzct intended to demonstrate that there exists
an untapped potential within the offender groun. It was not

intended to szy (1) whether this potential exis
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We are not crying to assess offenders as a wnole, and the
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8roup worksd with 1s not intencad =25 representative of the

U

total prison populaticn,

Initial scrzen

1t

ngz

The conditions that helped define the study population

14




Y

were dictated by the interests of the project, on the one

ﬁand, and of tne Department of Corrections and the Adult

Authority on the other.

Project concerns. The first decision was to draw men

only from the Department’s living group (therapeutic
cormunity~-type) prozrams, A variety of such programs wés
available within the prisons and prison camps, some as special
experimental units and some as part of the regular institution
programming. They veried in the degree to wiilca therany was
subordinated to otner considerations. (such as work schedules),
and in the sophistication and dedication of their staffs, but

they all had in common the use of several large group meetings

a week including staff and all members of a housing unit

~h

(anywhere from 40 to £J men) for the‘purpose of discussing
current problems of living and working tozether, plus
additional small group meetings of 19 to 15 residents with
one or more staff members.

Tre choice of the living group progrzms as a basis for
selection did not come from some notion tinat we were in any
sense selecting men who were “cured' or better adjusted thnan
those not in such prograﬁs. Rather, because the role of

Social chenge agent as we conceived it involved working with

groups of people with differing interests and points of view,




and because tiae project training aéproach ittt f i, .
work in groups, we hoped to exploit the livin. nYCs,
ience by finding men whose exposure nzd:
(1) taught them how to listen to other proplet
of view, how to become sensitiva to athor .
of reference, and how Lo avoid prematura ni
jﬁdgments;
(2) helped them develop soma techniques for cems
these differences;

.

(3) given them experience in exemining their cus

oehavior, particularly ite impact on otiacy ju«sig:

W

and
(4) ‘'helped them to become comfortadble in workinw =:9.
grouns: expressing faelings and ideas wichin =
group, and listening to those of others.
We sét four montis as the minimum emount of exposure Lo %

living group sxperience. The figure was chosen arbitr-vi.¥.

A mininum of an £th grade reading level (2s meosuzvs
oy the reading section of the California Achievenment Tcs«.
was reqﬁired. Tais condition was not determined by sooe
skills were relested to ultin

belief that present reading

3

success in a change agent role but rather by the nead ¥
cover a large amount of material in a relatively short

training period,

£y

Another condition was phrosed as “familisrity wit

16
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world of the socially and economically underprivileged.”

Since we hoped to generalize the trainingz experience to non-

‘ - » L3 *
offenders who lacked opportunities in the social system, we

wanted men who represented tne larger group of the poor. As

che selection pool dwindled, this qondition aétually got
little attention. We can say only that the trainees, as
offenders, all had experience with being outside of the
establishment,

A final condition set by the project was interest in
project participation and willingness to meet its conditions
(ircluding project decisions on geographic placement after

parole and an initial salary tnen estimated as $200 a month).

17




Deparimental concerns. There were two types of concerns.

Tne first had to do with the restrictions laid on the
paroling authority in setting parole dates. The most import-
ant condition governing selection was the amount of time the
men had served in relation to their offense and past history
and the date they would normally appear before the Adult .
Authority for parole consideration.1

The other had to do with the public relations impact of
the project. If the men were to fail, failure should not be
too prominent nor embarrassing to the Department., (This was
a realistic concern; as it developed, the project’s outstand-

ing failure was made an issue in the 1966 gubernatorial

election.) Thus men wnhose offenses involved sexual behavior

lDepartment of Corrections and Adult Authority procedures
make It possible for immates to request a brief esxtension of
their time in prison tfo complete training or treatment
programs. It is also possible for men to be released up to
toree months before their parole date in order to take a job
trat will not be availablzs at the time of their regularly
scneduled release. Thus the project could ceonsider men who
had parole dates set somewhat bperore the training period was
Lo terminate or up to three months after.

\ Most project candidates, however, did not yet have parole
Cates set at the time of selection. Those who would appear
for a parole hearing before the training progrem was to begin
could be considered as tencarively eligible, pendinz the out-
ccoa of the nearing. For those scheduled to appear before

t12 Board within the next four montias, an advancement of
Parole hearing was requested so that a determination of
ullgibility could be made.

18
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sith force or with children, heroin use, or assaultive
bchaviof woere eliminated from consideration, as were men with
n history of hospitalization for mental illness or of severe

and chronic alcoholism.

Interviow

Man who passed the initial screening were interviewed
in small groups of four to seven by two or three members of
project staff, For Phase 1 role-play situations were used

s an assessment procedure. The role~play simulated the work

3

of a change agent working within a correctional institution.
The problem set was participation in a meeting to consider
the effective utilization of manpower within an institution.
The men were asked to take one of several roles: the assign—
ment lieutenant, the supervisor of education, the supervisor
of institution maintenance, a member of the inmate advisory
councii, the associate warden of care and treatment, and a
social change agent. The role-play took about ten to fifteen
cinutes and was followed by a discussion in which the men
were’ asked where the meeting was going, what kind of gemes
were being played, what conflicts of interest were expressed,
how might it have been done differently, and how it would
have then turned out., The situation was then re-played, with
the men now taking different roles, At the end, the men

ranked each other on the following:

18
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{1) 1Is good at role-playing. Expresses a role well and

helps determine the direction taken in role-playing.

(2) Sees the different points of view expressed,

(3) Understands the different games being played.

(4) Copes well with the games being played.

(5) 1Is good at stating sensible approaches to problems.

The purpose of role-play as a selection device was to
see, first of all, who was able to take on new roles and how
well; how sensitive each man was to the different frames of
reference expressed; what kind of coping skills he demonstrat-
ed for dealing with these differences; and what rational
epproach abilities he showed (that is, his ability to state
relevant information, define a problem, clarify discrepancies,
and make explicit expectations for outcomes of actions taken).

Tne value of the role-play for getting at the potential
for taking on a change agent role is open to question, but
the method aroused immediate involvement and a great deal
of interaction among the men in each group; As a procedure,
however, it was very time consuming. It was therefore
dropped for Phase 2 and 3 selection in favor of a more direct
interview in which each man'’s expectations of the project
were discussed and each was asked to talk to the group about

01s areas of strength and-weakness.

20




Pecr ratings

The men interviewed were also ranked by their peers and
5£aff in the living unit. Ranking was done anonymously on
the following three variables:

(1) Offers the better ideas. 1Ideas are most often

followed., _

(2) Able to produce -~ not just a talker. Sees a job
through, can be counted on;

(3) Effective in group discussions -~ able to listen
as well as talk. Tolerant of different points of
view, Understands what is going on.

Rankings of the three tended to be similar, that is, men
ranked among the top three or four on one varlable were
likely to be found there on the others. It is probable that
some overall judgment of beilng a "'good guy'" in the sense of

fitting into the living group geme was involved.

Final selection pool

Decisions on inclusion in the tentative selection pool
vere made by project staff on the basis of the interview:
end a review of the man's records., Peer ratings were used
primarily to resolve doubts about men about whom there was
S00e question of suitability. 1In only one case was sélection
zade directly contrary to peer judgment. This man warned us

In advance that he would be rated low, which he was, since he
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hed recently been the focus of unfavorable discussion in the
group for his irresponsible behavior. He was, however,
Qilling to give up his parole date in order to enter the
program, and this so impressed project staff that he was
included in the pool.

For those men in the tentative pool who did not yet have
a parole date and were not scheduled to appear for a parole
hearing prior to the training program, a request was made to
the Adult Authority for advancement of hearing. The final
sclection pool was determlned after Board action had been

taken,

Phase 1 selection

Phase 1 was scheduled to run from January 1 to May 1,
1965, In May of 1964 two of the project staff visited living
sToup programs in Southern California, then the most active
units in the Depertment. They talked with inmates and staff
about the proposed project, what it was attempting to do,
and what problems it might face., 1Ideas were solicited about
the program and the selection proceéure (the idea of using
Pter ratings came £rom these meetings). In October, a staff
“zember again visited the units to talk about the program and
ésk for volunteers and to screen men who were interested in
terms of their offense history and probable parole date. Out

¢l five living units, 47 men asked to be considered. Nine
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of these subsequently wilthdrew, and nine more were found

{neligible on further screening. Tais left 29 men to con-

s ider, Followiﬁg interviews and peer ratings in late
vovember, the 29 were reduced to 13. Two of these had
parole dates, Two more were scheduled.for Board appearances
{n December; one receilved a parole date in August and the

other was denied for a year. Advancement of Board appearance

to December was requested for the other nine, iIn order to

determine whether or not they might be granted parole by the

"end of the institution training peridd on May 1. The Board

granted the request for only two of these men; both were
given May 1 dates. |

0f the pool of 13, there were four men who could
definitely be paroled by May 1 and a f£ifth whose parole
=ight reasonably be advanced to that time. Random selection
of experimentals and controls was out of the question. We
took the five men with parole dates'plus three others that
ve felt showed exceptional promiée with the idea that if they
¥ere not granted parole in the spring, they could remain with

the project and help with training in later phases.

W :
thase 2 selection

Phase 2 was scheduled to run from October 1965 to
fedruary 1966, Selection was expanded to include two special
living group programs in Northern California and an institu-

tien which ran living group prégrams for the majority of its
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{nmates. In July of 1965 visits were made to each unit by
aroject staff, staff in this case being trainee graduates
of Phase 1 (for two of the units the graduates were former
vnit residents). Thelr task was to discuss the program,
ansvWer questions about it, and get some preliminary show
of interest,

These visits resulted in a list of 159 names which was
reduced to 83 after further screening of records. The 83
vere reduced to a tentative ellgible pool of 26 following the
interviews and peer ratings. This number too quickly dwindled.
Three men withdrew., Of the remaining 23, five men had parole
dates and Ffive were scheduled for parole hearings prior to
the beginning of Phase 2. Advancement of parole hearing
was requested for the remailning 13.

Of the five who went to regularly scheduled Board
hearings, threé were denied parole and two were'given parole
dates but refused admittance to the program, on grounds that
¥tre not made clear to project staff, Of the 13 for whom
advanced hearings were requested, seven were refused, The
remaining six were given advanced hearings and parole détes
.o February 1,

| The eligible pool from which we planned to select both
¢xperimentals and controls was now reduced to 11. Selection
¥as further limited by the choice of two of these men outside

tie random selection procedure, One, a Mexican-American,
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vas taken both because ne was Mexican-American (there were
iew such candidates) and pecause he showed unusual 1éadership
sotential., The second, who was due td be parcled shortly,
talked staff into making his selection prematurely because

of his need to make a decision about a job if he were not

to enter the program, For random selection, the pool was now
nine, of which four were to be experimentals (space-at the
Medical Facility limited new trainees to a total of six) and
five were to be controls,

It was apparent from experience with Phase 1 that
opportunities for well-trained minority group members were
opening and that there would be some advantagé in placement
1n having minority status. To ensure adeguate representation,
ve set two of the four experimentals as minority group
:embe;s. The four minority group members in the pool were
paired, based on staff judgment of potential.étrength, and

the five Caucasians were placed in two groups of two and three

-each. One of each sub-group was then selected randomly as a

Phaée 2 trainee,

To the obviously inadequate c&ntrol group of five, we
added four men who were in the tentative eligible pool and
%20 were paroled about the same time as the Phase 2 trainees

Ut wno had been refused consideration for the project by the

Zoard,
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and subsequent tension with the Board, it was agreed that only

phase 3 selection
Phase 3 was scheduled to run from Februdry to June 1855.

pecause of difficulties around scheduling advanced hearings,

men with parole dates between April 1 and Sepfember 1 would

be considered. Selection was to be limited to the four units
tnat had shown the largest number of promising candidates in
the earlier phases. Again, a trainee graduate visited each

of tne units, followed by staff visits for interviews. Thirty
men expressed interest in the project, but six later withdrew
and 13 were found not eligible., This left 11 men to cénsider.
Because job placement for trainees in the first two phases

nad been so difficult, only four men were to be selected for

Phase 3, but it was planned to select them from an eligible
pool. Perhaps staff was by this time too tired or dis-
enciianted by the difficulties of training; or perhaps the
pending termination by the Depaftment of most living group
programs had lowered unit mordle. For whatever reason, rthis
group of 11 as a whole appeared to show less promise than had
ceen true of candidates in earlier phases and did not show. ,
sufficient strength to support a control group. As in Phase |
1, the four men judged to show the greatest potential for the

Program were selected,

& . .
selection overview

Table 1 summarizes the selection experience for the
three phases of the project.
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:hrcé phases of the project.
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Table 1

Selection Experience by Training Phase

Phase 1 Phase 2 Phase 3

No. interested . 47 159 30 -
No. found not eligiblel S 67 13
No. withdrew i 9 9 6
No. available to consider 29 83 11

No. chosen for tentative 13 23 4
eligible pool ' -

Parole date already set 2 5 4

Regular Bd. hearing: parole 1 2 -

Regular Bd. hearing: denied 1 3 -

Advanced Bd. nhearing: parole 2 6 -

Refused advanced Bd. hearing 7 7 -
No., final eligible pool 5 11 4
No. selected 82‘ 6

1

Reasons for ineligibility include: next scheduled Board
hearing too far off to reguest advancement; legal minimum
parole date precluded parole by end of training; scheduled
date of parole too early to request extension of time in
institution; nature of offense; limited reading skills; in-
sufficient time in living group.

2Three men without parole dates were added to those
selected. '
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The Trainees

This is the way the 1€ trainees looked to Department of

vt

10

rrections staff on their admission to prison.

1

24 on his admission to prison for two counts of
robbery. He was implicated with three partners in
robberies of a pawn shop, jewelry store, and super-
market for a total of some $14,000. The four had a
pact to commit robbery to release any among them
who were arrested, and to shoot it out if necessary.
He was seen by the District Attorney as less hardened
and confirmed in crime than the other men. His prior
known delinquency was minor. He had served 90 days
in jail on a burglary charge when he was 19, complet~
ing three years of probation without incident,

Not quite 20 when sentenced to prison on a burglary
charge for bresking into a department store and
stealing money, zuns, and ammunition. He had a long
delinquent history, beginning with petty theft at 15
and a burglary charge for which he was sent to a
forestry camp from which he esceped, A car theft

at 16 gave him a term in the Youth Authority (Calif-
ornia's state detention system for juveniles). He
completed hign scihool in a Youth Authority institu-

. tion.

Sentenced to prison at 24 for grand theft. The
theft was a calculated risl to recover business

losses. At 21 he served a jail sentence for burglary.

The only other known delinquencies were trafiic
offenses and misdemeanor charges whicih were later
dismissed. He was a poor student in school and left
in the 11lth grade when he was 1€ to go into business
for himself.

) SR . . .
The information is taken from the Cumulative Case

c

SU:%ary prepared at the Department's Reception-Guidance
tncers on admission to thne prison system,
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The Trainees

This is the way the 1€ trainees looked to Department of

corrections staff on their admission to prison.

lv

1

24 on his admission to prison for two counts of
robbery. He was implicated witnh three partners in
robberies of a pawn shop, jewelry store, and super-
market for a total of some $14,000. The four had a
pact to commit robbery to release any among them
who were arrested, and to shoot 1t out if necessary.
He was seen by the District Attorney as less hardened
and confirmed in crime than the other men. His prior
known delinguency was minor. He had served 990 days
in jail on a burglary charge when he was 19, complet-
ing three years of probation without incident.

Not quite 20 when sentenced to prison on a burglary
charge for breszking into a department store and
stealing money, zuns, and ammunition. He had a long
delinquent history, beginning wich petty theft at 15
and a burglary charge for which he was sent to a
forestry camp from which he esceped. A car theft

at 15 gave him a term in the Youch Authority (Calif-
ornia's state detentionm system for juveniles). He
completed hignh scnhool in a Youth Authority institu-

. tion,

Sentenced to prison at 24 for grand theft. The

theft was a calculated risk to recover business
losses. At 21 he served a jail sentence for burglary.
The only other known delinquencies were traffic
offenses and misdemeanor charges whicih were later
dismissed. He was a poor student in school and left
in the 1lth grade when he was 18 to go into business
for himself.

1 . . . ' .
The information is taken from the Cumulative Case

C

Surmary prepared at the Department's Reception-Guidance
toters on admission to tne prison system,
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5.

Sent to prison at 26 for auto theft. He planned to
strip the car and sell the parts to buy narcotics.
His first arrest was at 16, and he had becn a court
ward several times for burglary and traffic charges,
At 19 he was placed on probation for smuggling
mariljuana, and he had five subsequent arrests for
petty theft, burglary, and possession of narcotics,
He had used marijuana, heroin, and benzedrine, but
did not consider himself an addict though he depended
on drugs for excitement, He left school in the 10th
grade at 16 and worked as a truck diiver, His work
record was unstable and he had been fired for
absences and narcotics use. '

27 when sentenced to prison for grand theft, the
charges stemming from a $2£00 theft from his employer.
He was drinking at the time, panicked after the

theft and ran away, assuming an alias and living
without incident for 1€ months until he was picked
up on a drunk driving charge. He had been in
trouble since he was 14, with arrests for truancy,
malicious mischief, petty theft, car theft, reckless
driving, and drunk driving., He served a jall term
for forgery. He left school in the 10th grade at 18.
He had worked as a bartender and cook.

Sentenced to prison at 23 for a charge of second

degree robbery of a gas station in which he used a §
simulated gun. He was implicated in several other [
robberies and the investigating Probation Officer
described him as ‘‘potentially dangerous and not
afraid of anythingz.?® He served a term in the Youth
Authority for robbery when he was 21. H1s only other
arrests were on traffic charges. .He completed high
school at 19 but had been working part-time since

he was 13,

At 24 he was on probation for passing bad checks,

for which he had served 60 days in jall, when he was
charged with attempted grand theft and sent to prison.
He was first placed on probation at 21 after giving

& party involving liquor and juveniles. He completed
high school at 18, where he had been a good student
and outstanding athlete. He had irregular work
experience as a machine operator and in other blue
collar jobs,
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Sent to prison at 22 for first degree robbery of a
grocery with thrze younger companions. A forgery
charge was pending when he received the sentence.
There had been no prior known delinquency. He quit
school in the 1lletn grade at 17 to enter the Air
Force where he served three years and received a
high school diplcma. Aiter leaving the service he
worked at unskilled laboring jobs.

At 23 he stole and forged some blank payroll checks
from his employer, which gavn him his first prison
sentence, He was sent to a boys' camp for car theft
when he was 14, He had subsequent charges for
drunkeness and car theft, served 30 days in jail on
a petty theft charge when he was 20, then shortly
thereafter was sentenced to the Youth Authority for
robbery, He had considerable difficulty in school
and was finally expelled in the 10th grade for being
truant and rebellious. He completed high school

in the Youth Authority. His work experience was

in blue collar jobs.

Sent to prison at 22 for forging $900 worth of chacks,
He had been involvad in antisocial activity since ha
was eight, when he served as lookout for am older
geng that ceoummitted burgleries, He had adolescent
charges of burglary, assault, receiving stolen
property, ans varrying ccncealed weapens, and he
served terms batth in a juvenile forestry camp and

dn the Youth Authority. He was described by the

" Probation Officer as a '‘real wise operator.” He

began using marijusna at 14, experimented with heroin
at 18, and used pills rrequently. He completed high
school at 18 and had trken a semester’s work at a
clty college.. #He had worked sporadically as a clerk
or laborer,

Sent to prison at 23 for a series of first degree
robberies of supermarkots, amounting to about
$18,000; two femily mimhers were partners., His first
arrest was at 13 ror attempted petty theft and being
a runavay, end he was pniven informal probation. e
was put om probaticnh Aaain at 15 for burglary, He
was in no further difflculty until he was arrested
at 21 for drunkcenuess, then at 23 for battery. He
left school at 15 in the 10th grads, He held a
variety of levorin; Jobs and was known as a good but
unstable worker. :
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12.

13.

14,

15.

16,

Sentenced to his second prison term at 26 for an
attempted robvery of a jewelry store during which
he was shot several times and severely injured.

He began his first prison sentence at 22, again for
first degree robbery, and served almost three years.
His known delinquency began at 14 with a robbery
conviction for which he was sent to a juvenile
reformatory from which he escapead, fcllowed by a
Youth Authority term at 16 for robbery and a five
month jail sentence at 21 for assault., He completed
high school at 1& while in a Youth Authority insti-
tution. He had had no steady work since he was 20.

27 when sentenced to prison on a second degree robbery
charge. He had earlier helped another man plan and
execute a robbery znd was gilven propatlon. A year
Jater he violated probation by leaving the state;

he was charged with bad checks and car theft, then
sent to prison on the original robbery charge. This
was his only known delinguency. He had worked as a
salesman since ccmpleting high school and had become
manager of a chain store,

Sent to prison at 28 for his involvement with five
other men in a theft of paintings valued at $70,000.
He had served a yzar in jail on a burglary and car
theft charge wnen he was 22 and had had numerous
traffic misdemzanors. At 26 he was placed cn
probation for forging bad checks. His work record,

b4

as a wareshousemzn and truck driver, was stable, He

.had completed nigh school and attended a year of

junior college.

Sentenced to prison at 21 for first degree robbery.
He was implicated with a gang in a series of 55
business robberies, His record began at 9, when he
was cited as a runaway. At 186 he spent a term in
the Youth Authority for car theft, and at 20 he
served a two month jail sentence ifor battery. He
quit high schcol in the 10th grade at 15. He had
worked at unskilled jobs. ‘

Sentenced to prison at 24 for grand theft of $4690
worth of guns frem a sporting goods store., He had
an extensive record of burglary, going back to age
17. One series of 10 burglaries was reported, and
another of 32, He spent 16 montns in the Youth
Authority for burglary when he was 18, was paroled,
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then returned for an additional seven months when he
became involved in more burglaries two months later.
At 21 he spent a year in jail on another burglary
charge. The Youth Authority described him as "a ‘
young man who would rather steal than work.'" He

quit school in the 10th grade at 17 and worked
sporadically as a laborer and truck driver.

17. Sent to prison for the first time at 25 for first
degree robbery involving holdups of several markets;
he served three years. Ten months after his parole he
was returned to prison on a technical violation for
possession of heroin and served an additional three
years. Six months later he was returned to prison
for his second term, charged with possession of
firearms by a2n ex-felon. He was then 32. His known
delinquency begen when he was 13, with charges of
burglary and malicious mischief. 1le served jail
terms for car theft and for possession of narcotics
and had many arrests for traffic violations, drunk
driving, burglary, and narcotics possession. His
formal education stopped at 16 in the 9th grade,

. but he continued schooling during his confinement.
When not confined, he held unskilled jobs.

18. Sentenced to prison at 29 for a series of second
degree robberies involving eight banks and a finance
company for.a total of some $20,000. He was given
Federal probation, but sentenced to state prison.
His first recorded offense was at 25 for bad checks,
but there were similar unrecorded cffenses for which
his family had made restitution. There were also
charges of probation violation, petty theft, and
traffic misdemeanors. He was a high school graduate
and had attended a2 state college sporadically. His
last work was as a salesman.

At the time of entry in the project, the median age of the
“? m¢n was 26, with a range from 22 to 35. Two of them had

*«7ved prior prison terms, and seven had served terms in the

r

#th Authority., Half of them were presently in prison on

2 )

Zery charges (including the man charged with possession of

Y
-

7

‘ " fun}, the others on charges of burglary, forgery, and grand
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cheft. Their average base expectancy score (a group predic-

tion measure of parole success) placed them in the 55th

sercentile of the prison population with an average expected
success rate for the total group of 58 per cent.

Eight of the 18 men were minbrity group members. On
ﬁcsting in the Recéption=Guidance Center, the average I;Q.l
vis 110, with a range from 98 to 123. Seven had not completed
high school, and four reported taking some college level
courses. Three-fourths of the group had worked only at
unskilled or semi-skilled laboring jobs.

The following table summarizes the characteristics of
thae group and compares them with the nine men in the control
=roup, It will be seen that, compared with the project
trrinees, the control men were slightly older, had more prior
confinement history but fewer aggressive offenses, a slightly
lvwer expected favorable success rate, contained fewer
minority group members, but were approximetely the same in

‘vsted intelligence and reasonably similar in educational

*nd occupational background.

—‘N"‘M

1
Based on the Army General Classification Test (AGCT)
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Table 2

Chqrqctaristics of Experimental and Control Groups

Age
Experimental Control
36 - 37 1
34 - 35 1 1
32 - 33 2
30 - 31 1 2
28 - 29 4
25 - 27 5 2
24 - 25 5 1
22 - 23 2
Median 26 .31 -
Table 2b
Prior Prison Terms
Experimentel Control
Yone . 16 4
| Cne 2 ‘5
Table 2c ;
Prior Youth Authority Terms ?
Experimantal Control :
Yione 11 4
One ‘ 7 5
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Table 2d
Admission Offense

Experimental

Robbery lst degree
Robbery 2nd degree
possession of firearms
Grend theft

Burglary 2nd degree
Forgery

Statutory réape
Marijuana sales

Table 2e

Base Expectancy

NG

Experimental
Average raw score 48
Percentile ronk for
average score 55
gxpected failure rete
for averege score 42
Table 2£

Minority Group Status

Experimental
:x'::g);o 7
Mexican - American 1
Caucasian 10

36

Control

3

= L et

Control

43
40
48

Control




Table 2g

AGCT Score
Experimental
120 - 129: superior 2
110 -~ 119: brightwaverage g
170 - 109: high-averega 6
60 - 99: low-average 2
Mean score 110
Teble 2h

Years of Schooling~Comp1eted

Experimental
Some college 4
12 7
11 1
10 5
9 1
8
Table 21
Past Occupatiocnel Level
Experimental
Sales, business 4
Skilled

Scmi-skiiled and unskilled 14

37

Contrql

Control
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The Graduate Students

Selecﬁion of students to participate im the Phase 1
training progrem was bdegun by staff contacts of social
scicnce departments at the University of California at
Borkeley and San Francisco State College. Interested
students were seen and the nature of the project and
ccrmitments to it were discussed., Those who continued to be
interested were asked to come to the Medical Facility and
mect with the group of eight trainees.

Response to this initial inquiry was limited, perhaps
in part because of the travel and modest pay involved ($200
n month for helf-time work), and in part because of the
recquirement that students commit theﬁselves to field place-
wents with the treinees after the four-month institution
training program. Only eleven, most of them from San
francisco State College, followed up with a visit to the
Hodical Facility (eight on a Saturday three days after the
trainees' arrivel and three on individuel visits during
the following week). The meetings were intendad as an
opportunity to get acquainted, but the first of these, with
?ight of the students in one group, was stiff and effortful,
vith each person trying to explain who he was and what he
5tood for and with effotts to impress on both sides.’

Following the meeting, the trainees ranked the students in
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crder of preference. These rankings were the basis of
szlection.

The four students chosen were all from San Franclsco
State College, two majoring in psychology, one in séciology,
and one ~=- the only woman -~ in counseling. Each student
was assigﬁed to a trainee team, this assignment also deter-
mined by the trainees' preferences. One of the men was
forced to drop out during the first month for personal
reasons and was not replaced, leaving one team without a
student member for the remainder of the program.

Although it was originelly planned to have each student
stay with his training team for a year in the field, the
proolem of finding jobs for the trainees made this impossible.

Two of the students worked with one team during a summer

[
o

(%3
Hc

ecducztion pro

[N

ect in southern California following the end

o
Ih
g
-
o

se 1 training, but both returned to San Francisco for

the fall semester. The third student was vnable to lezve

Sen Francisco because of femily responsibilitiesé the training
pPlacement expected for her and her team in that area did

not materialize, and she did no fﬁrther work with the traineces,
All three students, however, returned to the institution for
the three-day sensitivity training meéting that began Pﬁése

2 and ealso participated in three two-day institution-field
staff meetings held during this phase. One of the three has

since worked with some of the trainees: in two separate job

e . e i ——.
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settings ‘and has maintained personal contact with scveral

of them,
The Staff

The project began with threé full~time staff members,
all former employees of the Department of Corrections.
~Although they knew eaci other well and had worked together
for many years, they represented different sets of interests
and as such made for both what was probebly desirable diver-
sity end undesirable conflict and ambiguity.

The tone of the project and the training program was
set by the project director. He stood for maximum partici-
pation of the trainees in their own development, for freedom
to make and learn by mistakes, and for a self-study approach
to social change. His concerns were long~range and his
interests and time during the three phases were increasingly
devoted to the development of new programs outside of the
institution treining program itself. He represented inspira-
tional'guidance, commitment, and a sense of limitless
possibkbility,

The co-project director continually strugzled between

an intellectual commitment to the training principles and

an inclination for setting structure and limits. Her specific

concerns were with the development of research skills (during

.Phase 2 she served as consultant to the team handling tha
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research study group), and she took over much of the project's

rdministrative detail. During Phase.2, shie was the only full-
rime stefif member and was at the institution on most days
from 8:00 A.M., until 9:00 P.M.. |

The training supervisor (a title holdover from the
original plan for a social develobment center), Dennie Briggs,

nad the most extensive experience working with inmates. He

nad set up the Department of Corrections' therapeutic community

progrems and had run such programs in one of the southern
California prisons for several years. . His concerns were
largely with the development of skills in working with groups
and with maximizing the unique potentialities of the trainees.
Next to the project director, he was the most important staff
Influence in Phase 1. Because of commltments to pfojects in
the field, he was not present during the last two phases of
institution training except for a two—weeklvisit duringvthe
toixd month of Phase 2.

Virtually no professional staff was present during Phase
3. The project director met with the trainees several times

2 week and the co-project director met with them occasionally

for the first two months.

A fourth staff position was created by the trainees,
tnat of writing consultant, Its development is discussed
below (see Training Components). Two men neld this position,

first as inmates, then as parolees. Their functions were
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much more clearly definsd than were those of the other three

staff members, and as inmztes they established different,

~and probably easier relationships with the trainees. The

first men to hold the position -- he worked with the men in
Phase 1, Phase 2, and part of Phase 3 -- informelly assumed
other functions during Phase 2 when he lived in the project

dormitory, teking on a kind of counselor or advisor role,

The Training Setting

The California Medical Facility is a treatment oriented
state prison to which men are assigned for intensive group
psychotherapy programs., At the time the project began, the
institution housed one of the Department's Division of
Research units plus two outside research units and extensive
medical research programs,

The institution population is divided into patients and

b3

workers, the latter assigned to the

.

on for mainten-

}—h

nstitut
ance purposes and not as treetment cendidates. The project
trainees were clessified zs workers and as such were paid

the maximum wage allowed, $7.00 a month, out of project funds.
They ware h&used in a separate cdormitory unit (a2 former
kitchen of 2 housing wing) which conéisted of one large room
and a store room which the Frainees turned into a typing area.

A television set was provided. The trainees each had a key
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[TV,

to the living quarters so they could go in and out as they
pleased during the time thney were free to move within the
institution. They ate in the main dining room and had access
to the workers‘.canteen and to institution recreatlon programs.
They were subject to all institution custody regulations,
counts, and lockups,

Project offices were located in a wing contalning the
education classrooms, occupational therapy and art sﬁudios,
and group therapy rooms., The project was given one large
and three small offices, which allowed each team to have its
own quarters. The men had to check in a2nd out with an officer
at the wing entrance. They had access to their offices five
days a week, from 8:00 in the morning until 9:00 at night,
except for a lunch break from 11:30 to 12:30 and an afternoon
count and dinmner breék from 4:00 to 6:00, during which times
the wing was locked, On Saturdays, the trainees met in the
Administratlion Bullding, outside the main cbntfol gate, using
the Superintendent's conference room for meetings and some
adjoining research offices for éeam work. On Sundays and
holidays they worked in their living unit.

As a group the trainees had little to do with other

-inmates in the institution, though individually some renewed

acquaintance with men they had known elsewhere. Close ties
were established, however, with the Researcn Service Center,

an inmate~staffed unit that had developed out of the

43




-——

WY S gt bty ¢ ors sia B A e v e e e

rtment's institution research unit and later become
iliated with the Inccitute for the Study of Crime and
Delinguency. The Center conducted research projects and
provided data processing and clerical scervices for the staff
of other projects. It was directed by two free persons, a
research psychologist and a statistician; except for a
secretery, all other employezs were inmates or parolees.

Yelley Ballard, the Center’s statistician and later its

director, worked with the Lralnpeo on researcin methods in
Phnase 1 and became a regsearch consultent during Phases 2

end 3. The Center provided clerical and accounting services
for the projéct, and all.of the written work done by the
trainees was sent there foir duplication. Feedback from
Center personnel to project trainees and staff was frequent

t served an important function

N

-

often critical, and

v
[l

T

-

nroughout the project as a measure of &

r

. 4 ) R -

tnat might be expected of the trainees waen they went to work

Within the institution the projesct trainces were seen
as a very special group, naving privileges well beyond those
accorcded most inmates. They were viewed initially with e
mixture of apprchension, scepticism, and sometimes hostility
oy custody staff, feclings undoubtedly intensifizd when the

head of the Corrections Agency and the cheirman of the parole

boerd met with the trainees during the first week of Phasc 1.

44

he level of competence



-t

U FVRJCRICE SPLIC I, DG SVCTR S IR PRI T T TR Y B

There vere occasional shakedowns of their living quarters,

and considerable rumor mongering among both inmates and staff,

<

but on the whole the trainees were treated with great fairness

by steff and eventually accorded a grudging respect on the

part of several who were closely associated with them. There

were no disciplinary infractions during the duration of the

project,

The Training Curriculum: An Ovexview

The training progrem was developed from several

assumptions about the process of learning and development.

They were formelized as a set of seven "learning principles':

1,

2,

There is an 1uugyacc ion between kinds of learning

metnods and kinds of learners.

P
wn

Learning, including value and attitude change,
most rapid, permapnent, and usable when it is a vital
function or some purposcful activity, geme, or system

perceived by the learner as importent to himself,

Learning is more effesctive when it results frem the

effort to find aunswers to self-initiated questions.

Artistic and geme activities are ways to explore and

1earn without naving to face the c01mlum°nts of
“"real life.®

“"Know Thyself” is still a fundamental principle.

Self-study is more effective and less resisted when
it is part of an achievement rather than a self-

curing system,

Group sharing of self-study in achievement tasks
generates powerful forces for enbancing learning
as well as providing social content for study.
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which can be summarized by saying that there should be freedom
for different approacnes to learning, that learniﬁg should be
meaningful to the trainee and he should be an active partici-
pant in his own learning, tnat study of oneself is important
but should be done around a task rather than therapeutic
crientatior, and thet involvement with and commitments made to
one's peers may be more helpful in learning than involvement
in an authority-learner relationship.

To this end, we wanted maximum participation of the
trainees both in planning and carrying out the training
curriculum; content centered around specific tasks or projects
initiated by the trainees; self~study focused on the trainee's
achievement of tacks; and maximum involvement of peers in
providing feedback, counsel, and structure and in doing theas

training themselves,

Phase 1 program

The first ten days at the Medical Facility constituted
an orientation period for both staff and trainees. Each
evening was devoted to a program planning meeting, the goals

of which were to develop training content, metnods, and

_schedule, The givens were the nature of the social change

agent role as conceived by the project director; the resources
available in project staff and within the institution; the

use of teams and team projects; the limits set by the

45
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institution; and the time available. To these should be added
a self-study approach which, though never clearly understood
by the trainees and ncver very well implemented was seen as
the heart of the development approach,

The meetings were effortful, The issue of trust was
rampant in those early days, and the trainees alternated
betwzen 'We don't know, you're the experts, tell us what to
do,” and ''You wouldn'i pay any attention to us anyﬁay.”

Staff were not overly successful at communication and it is

(4]

afe to say that both words and concepts often went over the

rainees’ heads., They in turn were reluctant to question or

rt

to admit lack of understanding. Yet a program was developed,
and in retrospect the trainees saw.themselves as having had
a major hand in developing it =-- which in fact they did.

The progrem was built around team ectivity, with feam
projects taking up the majority of the time. Each team
consisted of two trainees, a graduate student, and a staff
member ccnsultent., The teams were formed on the basis of
treinee preferemce,,with some nécessary compromises when these
preferences conflicted. Though staff were intended to play

an advisory role to thne teams, in actuality the role was not

~clearly defined and it varied among the three staff members

in the approach taken to the team and in the amount of time

end kind of directlon ziven,

&7
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The traln zes and staff came Lonetnef as a total group
for a series of other activities: reports on the progress of
team projects, discussions of ressarch methods and of
principles of organization change, and seminars on current
community programs. Living groups (analagous to therapeutic
community meetings) were held three times a.week, There was
also a weekly meeting called Total Group Evaluation ﬁhich,was
used to look at the progress of the trainees and of the
program as a whole, fter two months, a seminar on proposal
and report writing was added,

The content, progress, and problems of this first phase
vere the subject of a report prepared by the three trainees
wno were not paroled at the end of the first train ing perlod
The report is reproduced here as Appendix B (Retrospective

3

Analysis of the Pilot Study).

Phase 2 planning

The three men remaining in the institution were given

M
l.h
'3‘
K‘J

two tagks following the terminat se
of a report on the first {raining phase, and development of
program for Phase 2. The men continued to live in the
institution Naw Careers housing unit and worked daily in the
project offices. The project director met with them twice a

week, with his time divided between planning discussions

ving group. Tensions emong the three were high, in

U
3
Qa
3
ot
o
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part because of the pressure for self-directed work, in part

because of different working styles, and in part because of

disagreements over the way to proceead,

Other staff members and trainees working in the field met

[

with the group sevaral times during the summer, and early in
September a three~-day meeting of all project staff and trainces

was held to settle finally on the proposed training program

developed by the three men,

The program, as outlined and adopted, contained consid-

erably more structure thaan did Phase 1, but also put more
responsibility in the hands of the trainees. The basic notion

that underlay it -- content trezining in study groups led by

he treinees themselves -- was developed by one of the trainces.
The other changes and imnovations -~ a three-day sensitivity
group to initiate training, en expansion of living groups, and

conducting surveys as part of initial orientetion -- were also

developned by the trainees. Staff contributed emphasis on

:pected-to~observed strategy and the importance

systematically of what went on in the progrem,

but the methods for doing so came from the group.

During this period the name social change agent was
dropped and replacad by progrem development assistant. "Change
PP P y PTOg 1% S

agent' made the trainezss' role sound as though they were to

act as independent instruments of change, and this concept had

aroused some concern and hostility in both employers and others
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with whom the trainees came in contact, as well as gilving

the trainces themselves some difficulty in understandiné just
what their role was to be, Assistant was felt to more nearly
express the level at which the trainees worked, and program
development to reflect more accurately the activities with

wnich they were concerned.

Pnas2 2 prozram

The Phase 2 program offered the trainees fewer choices !
about how they would occupy their time. There were more

activities and more checks on whether or not they had been

done, The program also of Ffered consideranly more respongsi-

bility to the trainees for the conduct of the program.

The organwzatlon was again based on self~selected teams
of two trainees each, but this time with each of the three

teams agsignad an "older,? one of the trainee~holdovers from
1

Phase 1, The olders in effect took on the role formerly

occupied by staff, with staff now serving more truly in a
consultant capacity. The four specific content areas of
organization changé, research, interviewing, and group dynamics
were handled by the trainees themselves. Each team was

respon31ble for preparing, presenting, and evaluating material

in one of these areas to the other trainees (because thare

1Oﬂe of these men was paroled midway in Phase 2; a second :
shortly after the end of Phase 2; and the third toward the end ;
of Phase 3. !

50
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were four areas and three teams, one team took on responsi-
bility for two study groups). The trainees also took on a

large part of the administrative responsibilities of the

program, rotating these monthly among the teems, A f£ifth

content area, writing skills, was handled by the inmate (not
a trainee) who had worked with the group during Phase 1, To
facilitate his work, he moved into the housing unit with the

men during Phase 2, The other activities from Phase 1

U3

continued, though in somewhat modified form, as discussed
below,
As in Phese 1, slightly more than half of the formal
training time (57 hours a week: ten;hours on weekdays, plus
seven on Saturday), that is, the time spent in the project
offices, was given to “team work and study.” This meant time
free to work either as a team or individuelly, or to take care
of necessary personal business in the institution (haircuts, o
clothing draw, etc.). The time for a typical week is outlined

in Teble 3. The schedule was kept flexiblza enough to

'-l-

accomodate outside visitors, changes in institution schedules,

and the special demands of individual team projects.
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Table 3

Scheduled Hours per Week:

Phase 2 Program

Activity ; Hours per Week
Team work and study . « o ¢« o « « + '« +» . « 30%

Stu&y groups {(four, @ 2 hours each) ., . . . 8
Living~-learning Z¥oUuPsS + ¢« v 5 o o o o o o 7
Writing seminars and consultation . . . . . 3
Social trends and iSSUES . 4 4 4 4 4 . . 3
Group shering of self~study . . . . « + + . 2

£

review et e e e s e s s 1%

w

Project progres
Program plenning znd evaluation . . . . . & 1%

Total scheduled hours for week . . . . . . 57

Phzse 3 program

]

The Pnase 3 progren was approximately the seme as that
in Pnase 2, although the living - learning groups were cut
to four nights a week (six hours total) and the writing
consultation was increased from three to f£ive hours weekly.
There were two teams, and one older who worked with both of
them. By this time none of the staff was working regularly
at the Medicel Facility end the older, wno nad been through
both Phases 1 and 2, became the mainstay of the training

progrem, taking on most of the responsibility for its operationm,
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He was helped by some of the Phase 1 and 2 trainees who were
working in Sacremento (some 30 miles away) who came to the
institution onefor more tim2s a week to consult on gpecific

study groups. The older was paroled during the last month

of the program and his place was taken by one of the trainees

in the field. The writing consultant, who had been paroled
during Phase 2, came to the institution twice a week. After
he abscondad, the trezinees selected another inmate, a

PResearch Service Center employee, to take hisz place.
The Training Components

he following sections describe the training program
ctivities and their development over the three phases of

the project.

The projects wers intznded as a vehicle around which

much of the training content could be put to use., Prior to

[

-~

the beginning of Phasa 1, steff had done some preliminary

~

work with institution staff in developing possible areas cf

(0

project activity, but of these were used by the traineces

3

1010
and, with some exceptions noted below, the projects were self-
selected. The projects zava the trainees experience in
planning, carvying out, and completing a complex task, and

~

doing this within the coatext of a team operation. It was
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jintended originally that the projects also give the tralnees
experience in working with professionals (the graduate
students), give the latter experience‘in working with non-
professionals, énd provide both with a chance to try out new
kinds of work relationships.

During Phase 1, two of the teams combined and proposed
the development of a course in group counseling, to be takén
for university credit and to be open to both institution
staff and inmates, the goal being the development of staff-
inmate team group leaders., This proposal led to one of the
first project crises, and a major coﬁfrontation with custody
staff, It put an end to action programs on the part of the
trainees. Team projects from then on consisted of attitude
surveys.

The surveys used‘inmate and sometimes staff informants
with tgpe-recorded interviews and small study groups as the

method of collecting information.l

n the study groups, selected interviewees were brought
together for further discussion of the interview material,
Most such groups used what ceme to be known in the project
as the "5 x 8" method. This method, introduced in Phase 1
by Dr, E. H., Porter, a project consultant, invoives having
the members of a group write on 5x8 cards their ideas abour the

- topic of group discussion. The method is suitable for a wide
variety of topics; for example, why do men fail on parole,-
what's the first thing to do when you go into a social agency
as a program development assistant, what went wrong with our
group tonight.) Each card is to contain only one idea, but
the group members are cncouraged to write as many cards as
they can. As they are written, they are taped to the wall by
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They gave specific practice in developinz interview schedules,
interviewiﬁg, conducting study groups, and coding data, as
well as in writing proposals (which had to be approved by
institution staff) and reports, Once a week the total group
met together for Project Progress Review, the teams rotating
each week to report on the progress of their projects.
Another team was assigned to take notes on this presentation,

the notes then being duplicated and passed out to all trainees.t

Irhis method was also followed for the Social Trends and
Issues and the Program Planning and Evaluaticn me etirg and
provided, in addition to its feedback function, practice in
observation, note-taking, and writing.

(#1, previous page)

the group eypediter When the group has finished writing,
they turn to the task of grouping the cards into those that
express similar ideas and giving the groups °DDLopr1ate
lebels, 1In this way, the discussion is made visiple as it
occurs and tha end result is an Of”ﬂﬂl”@d sucmary of the
group's thlhulﬂq.

The method has the

the 'noise’ in group mee S
the repetiticn of ideas, since once express d they are
there for 21l to see. It also avoids the prok Plems created
by hav1dc verbally dominant people overwhelm the quiet
members in a group. nd :in 11y, the card grouping process
makes it ngcessaLy for group members Lo ba clear about the
positions they have takan and quickly reveals wqun thes
positions arz SS;ﬂtlally the same or are really expre531no
different idee

advantage of cutting out a lot of
t There is les tendency to

The method was used extensively throughout the program
(it has 2lsc been introduced to several social agencies by
trainees working in the field), and the group zreauuntly
turncd to it when they becae bogged down in repetitive and
emotionally cherged discussions.,
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The Phase 1 projects arce discussed in the report on that
part of Eraining in Appendix B, One team undertook an ongoing
study of the training program itself, a project suggested by
staff., Another surveyed patient attitudes toward the insti-
tution group therapy program., A third studied reasons for
dropouts in the institution's academic program, The fourth
did not complete a project because of the early parole of one
of its members.

With Phase 2, the projects became more related to the
actual work of progrem development assistants, probably
because of the now accumulated experience of the first phase,
trainees in the field. One team took on the development of
8 New Carcers Project brochure, a task suggested by the field
trainees who were frequently asked for information on their
work by agency staff with whom they came in contact. This
team also worked toward the development of a field training
program, another task suggested by intra~project needs,.

A second team took on the problem of the development of a
nonprofessional career, using inmate interviews and study
groups to help develop a job description and broposed careser
ladder for nonprofessicnal parole aldes. The team brought
'in several members of the Department’s Parole Division es
consultents -diring the cocurse of the project. Their report
served as the basis for the development of a parole aide

position in a specizl program in one of the Sacramento

56
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istrict Parole Offices sevs. . ' .
District ° "7 =anths later. (This report
is included here i endin ' .
18 in App - =2 an example of the project
work that was done i has=zs - . . .
" ne in Pha *nd 3.) The third team did a

similar study on the use o Nsw~csfessionals as aides in

-

an alcoholism treatment pr~: .
ST . using a staff member of the

1«
Y

State Department of Vocatize. . , :
“ep . Nohabilitation as a consultant.

-

They also prepared a tentzzy . - -
- datline of a Craining program

for such aides,

-

Phase 3 projects foll .- R . : .
o] XN s sipilar format, one team

developing job descriptio—z - . .
ping J = P -3 manprofessionals in medical

“nNtea

services and the other fo- - . .
_ ' * S isvofessionals in the field
of mental retardation.

Each of these four oz . . .
Y P N-ls Zezlt with the issue of

137]
s
1

rogram development in a o~ . . .
program de P =% agecncy. They began by defining

"
!

what were unmet needs on z.:. .
Nsvt of clients, then the kinds

~

"of fuuctions nonprofessic=-.. .
P N *~v“;,wg perform, then the problem

of building such staffinz '~ . _ ency's operation
~ = - y

including relations to p-—_ _ - .
2 < Rl ongl staff, plus some attentlon

'''''

to problems of training c- - . oo
P e g ~olum end specific proposals
for career ladders withi=~ : -~ ) _
= “ spomsoring agency. All four

teams made use of relevacz ] .
> Yo lcssionals in developing their

¥

/
3

7

ideas, hese projects rz=. ' .
* I proj >~ 2 substantial improvement

over those carried out iz . L
- e rst phase of the program, both

in terms of their relevaz.- |
>~ project concerns and their

l'}

specificity,
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An additional project activity took up the time of one
of the Phase 2 and Both of the Phase 3 teams, This, a

National Institute of Mental Health sponsored study of

patterns of violence,” required as one of its parts interviews

with inmates who had been involved in several incidents of

violent behavior. The teams Interviewed a group of such

inmates at the Medical Facility, then coded the interview

material. This project provided field plecements for

several of the trainees and 1s discussed further below,

Study groups
The greatest innovation in Phase 2 was the introduction

of study groups planned and led by the trainees themselves.
Two of the content areas had been covered in Phase l: research
methods by a consultant statistician, end organization change

by the project director, These two areas were retained

and two others - interviewing and group dynamics - were
added. Each team chose a study group area to handle for the

training program, It was expecfed that the teem older would

have some content knowledge to help the teams plan their

presentations and some experience in how to use resource

material and consultants,

1A Typolony of Violence According to Purpose, National
Institute of Mantal Health Research Grant ¥H5270-02. The
project is sponsored by the Institute for the Study of Crime

and Delinquency. The project directors ara J. Douglas Grant
and Hams Toch,
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Each study group met once a week for a two-hour period,
the team.planning its presentation to the other project
members and staff, Evaluations of pfogress in grasping
the material were made midwey in the training program and
again at its end, and some attempts were made to introduce
quality control measures., Each team summarized lts activities

weekly, &and a final report -~ including study group activities

week by week, what the group meeting was intended to accomplish

and what it actually accomplished, evaluation results, and
resource material used -~ was prepared., These reports were

to serv

®

as the starting point for Phase 3 study group

o]

vitie

HI

act

UJ

In practice, the teams varied in how systematic they were
in plenning and record~keeping, At least early in the program,
all four tended to prepare for study groups the night before

they were to be held, Goals were often not accomplished. The

Gl

treinee listeners were sometimes bored and often critical of

their colleagues’ efforts. One team introduced weekly reaction
check lists to find out how the group members felt about the
study group's content and manner of presentation in order to
improve theilr handling of the study group.

Despite criticism, the study groups were taken s2riously,
ac s2ve the evealuations, The atmosphere during the ‘utter
was indistin gﬁishable, to stéff, from that of college students

taking a2 Yinal examination. (The final evaluations used in

wn
v
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Phase 2 are given in Appendix D;j A great deal of effort
was expended on the final reports. Each team surveyed its
work critically and madé extensive recommendations for change
in the next training phasce, The research study group report
was never completed, bui the team members responsible for it
worked as consultents during Phase 3 and presented much of
their material at thils time,

In Phase 3, each of the four trainees took on responsi~-
bility for a study group., Their methods were similar to
those of Phase 2, but there was considerable improvement in
preplenning and quality control, and better designed outcome

measures, Although all four trainees spent much of their

last weeks in preparing final reports, two of them (organiza-

tion chenge end research) were not completed by the time the

men were paroled.

Organizztion change study group

In planning the Phase 1 training program, a weekly
total group meeting called Principles of Organization Change
was scheduled. The meetihgs were intended as informal
discussions among trainees and staff of how change is intro-
duced and implemented in a soclal agency. The trainees of
course had no experience background to draw on, end the
discussions tended to be abstract, with limited trainee
partiéipation or interest, To make the issues more real to

the trainees, and more relevant to the change agent role,
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role-play situations were introduced, and the activity was
renamed Organizational Role Play. The trainees and staff
simulated persons engaged in various types of group meetings
vith one or two of the trainees taking the part of change
agents, The situation most often played was 2 meeting of

a group of nonprofessional aides, with the change agent having
the task of discussing the aldes' experiences with them for
the purpose of feeding this back to agency staff, Situations
were also tried involving agency staff with conflicting needs
and varying interests in a move to implement new nonpro-
fessional positions within the agency.

In Phase 2 thils activity became the Organization Change
Study Group, and it reverted to a more formal consideration of
the problems of change. By now, the program development
assistant role had beccme more real. The Phase 1 trainees
who had been paroled had fed back theilr experiences to those
still in the institution., The project itself had aroused
interest among members of severzl agencies, and visitors
who were trying to develop new programs uglng nonprof058101els
became more frequent.

The study group was concerned specifically with one kind

of change, the introduction of nonprofessionels into a humen

service agency. It made use of outside consultants (agency

staff with experience in implementing new programs),

61
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“I' discussions of written material on change™ (which were read

aloud by the trainees in turn, then each section discussed
§ unitil everyone felt he had understood it), and attempts by
the .group to outline specific change strategies. The

followingz are reports of two of these study groups, taken from

aw Samasines

the final report of study group activities., The first is the

group held during Phase 2, and as indicated, it

PO

second study

did not go well. The second is study group #14, one of the

most successful organization change groups held during this

training period.

November 11, 1965

2nd Study-Group

: PURPOSE
The purpose of this study-group was three fold. One i
was to acqueint the trainees of the nature of the :
Organizational Study-Group, end to the methods which |
were to be used for learning about changa. Another i
wae to increase cwareness of different put related
aspects wnich should be considered in plaﬁnlAJ

; strategies for chznge. The third was to increase

: abilities in determining which interrelated aspacts
of a change strategy should be given consideration
in order of ir importance over others, '

BT g s

? Ithe material used was The Dynamics of Planned Change i
by R, Lippitt, J. Vatson, and b. Tilestloy (oW tork: =arcourt- g

Brace, 1958); and YA strategy for new carears dev elcpment” :

by J. D. Grant (in New Careers for the Pcor by F. Riessman |

1565). !

and A. Pearl, New York: rree Press,
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WHAT INTENDED TO COVER AND HOW IWWEUDED TO DO IT

The expediting team intended to give group-members a
brief orientation to how the ctudy-group would be

conducted, and what methods would be used throughout
the training phase. This was not done in the first
session because it was conducted during the training

hase orientation period, and had an outside visitor
p ) ; >

as a guest,

ach member of the expediting team would take turns
of explaining how the vLudy—ﬂroup sessions would
operate. Following the explanations would be
examples of content and methods. After this brief
introduction to the study-group, thzs group members
were expected to individuaglly outline on five by
eight cards the first seven steps of a change
strategy which would lead to the implementetion of
a nonp”ore5810nul program into the Department of
Social Welfare.

each group-member had determined what aspect
0 be considered first in his change sbfatocv,
ot~ ;ould be placed on the Dlaﬂbooard and
igy=proup eupediter would genserate d+scua310n
iSCLG““’”.°S among initial steps. This
ould i repeated for steps one through

WHAT ACTUALLY COVERED AMD HCW ACTUALLY TONE

Orientation to tb purposes and methods of the
Organizational-Change study-group was given by the
expediting team, Taen, the group was given the
task of individually listing from one to seven
steps to take in an effort of implementing & non-
professional program in the Department of Social
Welfare. Nonprorpnsionals in this program were

to be those people who had been, or were currently
receiving welfare stipends. On a five by eight
card, each Orouo—member wrote the step he would
take first, for example, "Research the Department,’
these cards were placed on the board. The study-
group expediter asked the group-members to determine
which of the individual first steps placed cn the
board, should actually pe con31dered first., Then
all hell broke loose.
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This study group progressed rather haphazardly for a
number of reasons. One being the expeditin team
did not have a well rounded plan with which to begin.
They had.a genercl Ldea of what they would do, but
for the most part they planned to play it by ear.
Consequently, when tha group members began to
determine what step should be considere ¥:| first,

they were all working from different frames of
reference, that is, some trainees automatically
assumed that preliminary plans had already been
made, others did not make this assumption. Once
all of the initial steps were plucbd on the toard
and the group was asked to single out ong first
step, the group bscamz bogged- down in aeLenawng
their individuel commitments. With e maximum
amount of defdndln? by the group-mambers and a
minimum amount of cla ifying by the expediting
team, this group ne eL progressed beycnd the first
step in the change strategy. 1t is believed,
however, that somexnlng about organizational-dynamics
was learnzd througn the debates that arose in this
study-group. -

i)
-L._

3 h\<: l""(D (D

February 3, 1966
14eh Study-Group
PURPOSE
The purpose of this study-group was to increase
nowledze of VA Strategy for New Careers D°VOlonmbnt

as illustrated in the cook, New Careesrs for the Poor,
Arthur Pearl end Frank Plessmad.

WHAT INTEXDED TC COVER AND HOW INTEMDED TO DO IT

roup would finish this
n. After it had been
team expected to phase

T 1 discussion and review the
contents or the enti chapter. During this dis-
cussion, the team intended to encourage group
meﬂbers to recall basic principles of change which
were illustrated in the chapter.

It was expected that
chapter during this
completed, the expe

d 2

Moo
oo o
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These principles would be written on the blackboard
as group members recalled them., It was believed
that this process would re-enforce the learning
that was obtained from the chapter. ”

WIHIAT ACTUALLY COVERED AND HOW ACTUALLY DOHNE

The same process of reading aloud, feeding-back to
the group, and discussicns for clarification purposes
was used. During thils session the chapter was
completed, and the group phased into a general dis-
cussion concerning change concepts illustrated in the
chapter, Group-membars were asked to cite some of
the change principles which the chapter conveyed.

As these principlas were cited, one team member wrote
them on the blackboard. They were as follows: -

NEED FCR CHANGE

A. People becoming unemployed as a result

o

of automated machines.

B, More people entering the labor market as
a result of the population explosion.

POSSIBLE INTERVENTICONS

A. Lelsure Dole: This could lead to meaningless
existence, or could free people to be more

creative.,

B. Training: Train the unskilled to perform
nonprofessional functions in the puclic
sector, and retrain proiessionals for
supervisory and consultant roles,

'C. Budgets: Portions of money used for defense
spending could be converted to domestic
concerns,

Money spent to hire personnel could be used
to hire two nonprofessionals for every one
professional at no extra cost.

Additionzal monies made available to support
and create caresr expansions for the dis- -
advantaged.
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Change and Developmant: Plan for continued
innovation, evaluation, feedback, and re-
innovations,

SOME OBSTACLES

A.

F,

Continued technical advancements, 1if not used
to further the goals of all mankind.

Lack of systematic study of programs designed
to cope with social problems.

£ the disadvantaged people,

Indifference o
fidence, fear and hopelessness,

lack of con

Parkinson's Law; Monies used for additional
professional staff which does not increase
the opportunities of the disadvantaged,

Traditional status quo operational procedures
of agencies and organizations which resist
change,

Resistance to change by grass roct people
in the community due to lack of involvement,

At the end of this session, group members commented,

12

5 ’
it had been a learning experience.’

The study group was handled similarly in Phase 3, but

more use was made of written material (including project

field reports on a survey of the possible use of nonprofession-

als within state agencies and a tape recording of a planning

meeting involving state agency staff). The trainees also

covered the area of conference planning, and spent some time

in analyzing the organizational structure of the Medical

Facility and how one would go about setting up new career

positions within the institution.
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Research study group

When the project was first conceived, the traineé’s role
in the field was seen primarily as one 6f collecting and
feeding back data for the use of program administrators
rather than the training and job develqpment roles most of
them subsequertly undertook. Some basic understanding of
research methods was thus seen as essential to the trainees'
development. The services of a consultant statistician1
were obtained and he met with the Phase 1 trainees for two

hours twice a week, Though his approach was informal and

~ he got along extremely well with the men (he had had extensive

experience in training inmates on the job and had once been
a nonprofessional himself, having come to his present level
of competence through on-the-job training rather than through
graduate‘school), he held very high standards for trainee
performaﬁce. His talk was frequently over their heads and
the trainees could not bring themselves to ask questions

or in cther ways reveal their ignorance before their peers.
Moreover, they had difficulty in seeing the relevance of
vhat he was trying to get across -- how one approaches a
problem systematically, the nature of evidence, hypothesis
testing -~ to being social change agents. Staff efforts to

interpret were of little help and staff themselves were

lKelley B. Ballard, Jr., then co-director of the
Research Service Center,
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divided on the value of this part of the training progrem,
which further confused the trainees. Traince attendance,
attention, and éooperation with the research skills scminars
dwindled and the sessions were finally absndoned in favor
of using the consultant for informal consultation on team
projects. ' |

In Phase 2 an effort was made to bring the content of
research closer to the actual work of program development
assistants by discussing it in the context of program evalu-
ation and relating it explicitly to the expected~to-observed
strategy. The central question was: how can a program be
evaluated, This meant attention to‘issues of measuvrement,

objectivity, and quality control, the importance of making

goals end rationazles for a program intervention explicit,

how one develops an hypothesis for testing, and how one
states an hypothesis in terms that allow it to be tested,
Efforts were made to use ongoing team projects as examples.
The study group did not go smoothly. Unlike the other
three, which had a high degree of traince partilcipation,

this tended to turn into a lecture by the two study group

- leaders, the other trainees lining up in 2 row as in a

classroom. This response may have been aided by the stance
and attitude of one of the two study group leaders, but it
was probably also a reflection of the traineses' feelings that

research was something technical, difficult, and not really
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related to anything they themselves would be dolng. The
study group leaders worked persistently to overcome this
bias but were not toc clear on the issue themselves, and
they tended to get sidetracked inté explenations of statis-
tical terms and methods, The co-project director worked
closely with the presenting team, but she was hampered by
an academic orientation and also had to struggle with ways
of making the study group content relevant. It was only
toward the end of the training program that it became clear
that the presenting team had attempted too much, and too
much detail, that the term '"research" was proviﬁg an
unnecessary barrier to both study groupvparticipants and
leaders, and that the real purpose of the study group could
be served by working through the expected-to-observed
strategy in relation to examples of concrete programs similar
to those in which the trainees would be involved in the
field., The post-evaluation measure reflected this developF
ment (see Appendix D).

This team was the first to introduce reaction sheets
at the end of each'study group, a practice later adopted by
the other study groups and also used in Phase 3. It asked
the trainces to evaluate both content and presentation of
the material, Responses were used to help plan the approach

to the next study group meeting,

(€)Y
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The two Phase 2 study group leaders were the field
backup men for the research study group in Phasc 3. Kelley
Ballard had served as consultant to them during Phase 2 and
had spent considerable time reviewing and commenting on the
trainee responses to the evaluation measurcs, These comments
were fape~recorded and served as material for discussion

in the Phase 3 group.

Interview study groun

During Phase 1, interviecwing was done by some of the
trainees in connection with their team projects, and the
training coordinator spent considerable time with his team
in this area, but it was not handled as a total group
activity., It was created as a study group activity by the
trainees who did the Phase 2 planning.

This study group had the most clearly defined and limited
conteﬁt. It included types of interviews, defining interview
goals, creating rapport, formulating questions, and the

’
im;ortance of question wording, Most of the study groups
were taken up with actual interviews by the trainees of each
other, followed by feedback by the other trainees on tﬂe
strong and weak points of the intervicw; and with interviews
of inmates in the institution which were tape-recorded and
then rated by the group (these ratings were usad as the-

evaluation measure -~ sce Appendix D). Tapes made by an

70
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experlenced interviewar in an cearlier project were also

available and were used as 1llustrative material during

some of the study groups,

The Phase 3 study group also made extensive use of
role-played interviews by the trainees and practice interviews
with lnmate respondents, In addition they utilized written
material which was read aloud and then discussed by the
study group participants, and they gave practice in formula-

ting questions to achieve specific interview objectives,

Group dynamics study group

The group dynamics study group also developed out of
Phase 2 planning, though it actually had somz= similarity to
what was done in Phase 1 as organizational role~play. The
rationale for including it as part of the training curriculum
was that the trainees, as program development assistants, could
be expécted to participate in groups, to expedite groups,
and,to observe and feedback information to groups., The
experience of some of the Phase 1 trainees in the field had
indicated that these were areas in which much more skill
needed to be obtained,

The content of the Phase 2 study group included types
of groups (especially the contrasts betwsen therapy, sensi-
tivity, and task groups), ways of observing groups, note-

[

taking, how to feedback information, how to state problems,
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how to help a group conceptualize issues of group discussion,
and how to expedite a group. The methods included discussions
of material presented by the study group leaders and role-
plays of group meetings. In one type of role-play, half

of the trainees would role-play a group meeting (a living-
learning, task, or discussion grouﬁ) while the others obseryed,
took notes, and wrote out what feedback they would give to

the group. (This method was used for the evaluation measures;
see 4ppendix D.) 1In anothner type, part of the group role-
played a discussion or task group, one of its members acting
as group expediter. Tie other trainees observed and took
notes on the expediter’s techniques, then fed back to him

nhow he was seen and gave examples of incidents in the role-
pleved meeting that could have been handled differently.

The Phase 3 study group also made use of discussions of

written material and of role~play to give practice in observ-
ing and in expediting groups. In addition, the trainees took

turns in making short przsentations to the othwer group members.
The prescntations were recorded and later discussed and eval~

uated,

jute
O]

Social trends and suas

By trainee account, this was one of the most successful
and best liked project activities. Originally called Current

Community Programs, the new name was given it during the
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Parase 2 planning. Eazi: week one team was responsible for

prenaring and malking e presentation on a topic of current

jnterest to tne rest of the group., Reference materials were

D

r
vailasle in the project licrary and staff end graduate

[

students were sometimezs asked to bring in needad material

Trie discussions wera neld Saturday morning, in the
Suparintandent's conference room. Staff were not

prasent. . This and the sztting (a well furnishad room with

this activity, The treinses themselves

it their ectivity, one plennad and carried

4 wide renge of topics was covered during the three

phzs2g., The Economie Ooportunity Act and various aspects
of the wer on povarty ware discussad in szveral meetings in

all th: nases. Otzar topics included z2utomation, the
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upr:olstered chairs, in zn area relatively £ree of the custody

21l znd living quarters) may ?ave con-

es pointed to the impor-

the a2ffzcts of incarceratioa, naw techniques

pro>lcms of teenage moihers, alcoholism,
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read directly what they haed written end som2tim2s gave the
mzterial in a more informal manncr, The prasentation was
followzd by a general discuscion. Another team took critical
notes on the prescentaiion znd discussion; toese were dupli-

catad d passed out to 2ll trainees a few days later, During
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Phnege 2, the writing conas

to commant on the trainees' style and delivery.

Pnase 1, for exemple, o Bearkeley faculty member active in

the Iree speasch movement comz to the Medical Facility to

in the f£ield scheduled twice a2 month, There ware also several
meatings with the staffs of =mgencies involvad in poverty

effort that went into tneir preparation. Cne of the evalua-
tors (sce bzlow) who raviewad the written raports of this
activity commentad on the superficial quality of somz of the
panars which, he said, sounded like 'typical book reports

ecgipgned in school whzrz thue writer regurgitates what he has

raad and attcmpts to reflact the contont accurately.,’™
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nformation critically, pr nt 1t objectively, and evaluate

AP’

t in relation to problems wi:

bt

activities wllch they could be expected to undertake as

program development assistants. In this area more learning

needed to be done.

Vriting seminars

Though learning how to write was onz of the wost impor-

s, this skill

tant nzeds for almoest all of the 18 trainee

area was not considered in planning the original Phase 1

program. The trainees did not raise it and staff, to the

extent that they thougnt about it at all, had some vague

notion of learning by doing., Writing was, however, immed-

iately involved in the trainees' daily activities, first in

preparing notes of what went on, then in writing meterial for

the weekly Current Community Programs presentations, and
finally in preparing tne tesem project reports,

'All of the traineces' written material was typed by

them on ditto masters and dunlicated in the Research Service

An inmate employez of the Center, a man who had

ht high school English for a number of years, was quite

vocal in his criticism of thn=ir efforts. He was familiar

ith the program znd had also become acqusinted with a
q

number of the trainees througn informal coatacts in the

It is not clear now who first proposed the
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notion of his working with the men on their writing, but it
was discussed among them and the decision to have him work
with the trainees was theirs. Since he was a worker in the
Center, he met with them evenings a1 weekends.

As discussed in the report of Phase 1 training, the
approach taken was first normal, academic, and classroom
oriented., It did not work well, and the trainees opted for
less formal individual and team consultation, a decision
probably helped by the pressure of turning out team project
reports. At the end of Phase 1, the writing consultant
continued to work informally with the three men remaining
in the institution. He and they then decided that he would :
be much more helpful in Phase 2 if he worked as a full~time
staff member. 1In September he moved into the trainees'
housing unit and was placed on the project institution
payroll. On his parole in January he was immediately hired
by the project as an editorial consultant. He found living
quarters near the institution and continued to work daily
with the Phase 2 trainees. His time during Phase 3 was div-
ided between work with trainees on parole in the Sacramento
area and work with those in training in the institution, where
he came two days a week. He also assumed a role as follow-up
interviewer for the projéct. This activity was interrupted
in mid-March by his absconding with a rented car, a project
tape fecordcr and project credit cards ~- a disruption in

training discussed (continued on next page)
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n some detail below (see Parole Perforwmance). The Phase 3
trainees took this in stride, interviewed two other inmates
and chose one of them, also a worker in the Research Servica

Center, as their writing consultant.

v

Phase 2 teaching was done around the trainees' written
work, beginning with a peper called "Who Am I?" which the
consultant requested during their week of orientation. The
trainees varied widely in their initial ievel of writing
skill: some could barely construct a sentence and were
reluctant to try at all, others had difficulty with such
tnings as style and organization. The troinees were grouped
into those with roughly e‘same level of writing ability
and kinds of writing problems, and the consultent workad with
these emall groups. The groups were fluid in membership, the

troinees moving from one to enother as the nature of their

writing problems changed. In addition, individual consulta-

b

tions were held. Thes consultant was always available for
informal help and one or more tfainees were usually to be
found in his office., 1In addition, total grcup meetings were
held waekly to diséuss issues relevant for all tas group:

outlining

g, use of the library and other referencea sources,

fosctnoting, etc.
Phase 3 consultation also focussad con the traineest
written work as it was baing done. Both weskly tstal group

seminars and individusl consultotions wera used,
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in Pzasa 1 it was called Individual
2nd Tean Expected;tc~Obse“Va } was never clearly understood
and mot too successful In its impact, thougnh for staff it
comstituted the heart of what we hoped weas ha ppenlnp with
the trainees., The expected-to-observed strategy 1is the

essence of the scientific nethod: a problem exlsts, one

proposes a course of action for dealing with it and a

rationale for taking this particular action, a predicticn

is made about what will hsppen, and what does happen is then
observed; if the predicticn is not met, revisions are made
in thz rationale and a nzw course of action (and new predic-
tions) eare made., Thoush not explicit, this strategy under-
lies all of our daily behavicor and the learning of young

children, To the extent that cobservations are not made or

feati,

are ngnéled, the learning is ineffective.

The notion for training here was to mzke this strategy
explicit in relation to the trainees' role develcpment,
thelr acquisition of kncwledge, and their relationships
with other pecple. It wzs expected that tinis would help the

-trainzes to use such a strotepy, consciously, in their work

ram developrment esgsigtants. It wes the ecore of what

as prog,
we were trying tec get at through the research methods study

group although, as stated above, this was not successfully

done,
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-The Phase 1 e\pé ance is discugsed in the report on
this parL of the study. From both trainee and staff point
2f view, it was unsuccessful. In Phase 2 rore structure
was given, inclﬁding an outline the trainees were to follow
in makinz "expecteds,” The outline includad a statement
of a problem the trainsze was having in work or personal
relationships, a proposed action to handle the problem, a
rationale for why the ection should be of help, and a predic-
tion of what would happen as a result of this action. Both -
the action taken and the prediction of change had to be

e

tated in ways that made then observable to otihers. The

1

otner trainees were to check thoat the action had been taken
in the wey proposed and to observe what the outcome of the
action was, These expecteds were written and posted in tﬁe
nmain project office. Each week the members of one team were

w

responsible for presenting their expecteds to- the group. uQCh

back on what nhad been observed

h

trainee member would cbtain feed
rom the expected he wade at his prior ére entation three
weeks earlier; the group would then discuss his current
expacted in terms of its relevance to his develcpment, the
logic o% its rationale, and the adequacy of the predictions
nade,

This structure was instituted by the older trainees‘

and was accepted with some prumbling by the new ones. It

was not a favored activity, The prcblem continued to lis




ostenzibly in the naturz of the éxpecteds made, These
sometimas had a moralisiic quality (I will try to talk less
ead listen to others more) or were vague in tone and intent
(I will work harder on writing), despite efforts to state
obsarvable ways in which the expecteds were to be brought
epout, More important, however, was that it never seemed
really clear to the trainees as a whole just why they were

~engaged in this activity, that is, what relationship it had

©

to pe2ing program development assistants. Some resented
putting themselves on displey to the group and being made
responsible to the group, The discussions that followed
eacn presentation werzs sometimes indistimguish&ble from
living group sessions, How much impact they had on the
trzinees' total developmeant is hard to assess. Staff was
never really satisfied that rhe two hours devoted to this

activity each week was being effectively used.

0)

In Phase 3 the trzinces made a decision to clearly
separate task from personal dﬁvulopm nt expecteds, the
latter to be reserved for thz living-learning groups. The
activity was carried out more suécessfully in tnls phase
thon in the others (probaply largely because of the cxample
and direction given by the older), though it was more limited
in scone., The expecteds usunlly concernad amounts of werk to

pe completed in a giv

L

n tine, with attention to periods of
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the tr
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nee was to be observed engaged
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in this particuler werk sozment, Feedbaclk was given on‘

the expezcted . .that had been met. The
trainees still had difficulty in making realistic expecteds,
but in evaluating this activity the end of the program

t
they felt that it hed been of real benefit ir

o

with some push toward occcomplishment and self-organization.
Tous, though attention was not focussed on thzs problems that
caused difficulty in getting work done con time, the result

was some chnange in actuzl behavior,

The 1ivin9-learn1nq roupsl were anothar activity that
catie under constant criticisc, mostly on the order of: why
are we nere? what's the purpose of these meetings? we

for working., Tne living groups
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begen in Phass 1 with the treinees end tha treining coordina~

tor neating in the men's living quarters thrsee timas a week.
Tnz location emphasized the isolation of this part of the

program from that dealing with less perscnal ccontent, and

in the first pnase, cne of the three nmeetinzs was moved to
the project offices, on the day the graduate students were

at the institution.

1. -

The nowe comes from Maxwell Jeones, end 1s intended
t3 zothosize thot the jurpocz of the greoup is tos learn from
current expericnce,
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espite the dissatisfaction with the living groups, the
time devoted to them was increased in Phase 2 from three to
Five tines a week, and fron oné to cne=and-a~nalf hours per
session., The groups were moved from noon until 7:30 in
the evening, the idea being that by closing the training
day tae groups could serve to bring to a focus issues that

nad arisen in the training program during the day., The

=

neetinzs were held in the main project office, with staff
ettending most meetings., One menber of tha group (both
staff and trainees) was assigned the responsibility each
nignt of observing the group and feeding back his observa-
ticas Curing the last half-hour, then of recording the

evening's ‘themea"” in a log bock, No systemctic direction

was gziven on how much or what type of information to record

i
of the progress

ant tnea oock is quite iaadequate as a recoxrd
of the group through the training program, It does, however,
siicw a wide rengze of themes: irmediate concerns (such as

2
the progzram (econcern about inability to communicate to others,
fear of being unable to lesarn, feelings thot one's ideas were
uscd); the functioning of the group itself (why

t information fed back into the group, why aren't .
proolems being shared); aad general concerns about one's

1

rcle and the future (hcw do we handle the “'convict code,’
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.,.d their own groups in the housing unit after the end
£ the training dey. These merethon groups ran several hours
2 sometimes all night, There was generally no feedback to

=aff, other than that the groups had occurred, and no overt

:arry-over of content into the regular staff-attended sessions.

rogram planning and evzluation

This ectivity was set up as a time for the total group

> take a look at the training program itself and to bhange

direction if necessary. Its purpose was not clearly stated
n Phase 1, The meetings (they were then called Total Group

Evaluation) were led by the team that took the study of the
raining progrem as their team project. They were used for

discussions of the expecteds made by the trainees, of prob-

‘s faced by the group in task ectivities, and of interperson-

11 problems within the group. They were also used to collect
znd feedback information to the trainees on how they ranked
2ach other as change agents, an activity thst caused so much
nard feeling it was dropped in the later phases. This mix-
ture of progrem end trzinee evaluation confused the purpose
of the group. There were complaints about the attempts at
evaluation of trainee development and about the way the teem
was conducting the meetings.

In Phase 2 the activity was given a new title, Program
Planning and Evaluation, reflecting the more specific intent -
of the meetings. Discussion of individual expecteds was

iven its own time (Group Sharing of Sclf-Study), and
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i'pesponsibility for the meetings was turnaed over to the

cutire group, the teams teking turns in this assignment. One

member of a team served as expeditér of the méeting, placing
tne agenda on the blackboard and trying to see that all items
cre covered. The other obscrved and recorded notes,

The meetings served several functions: communication among
the teams (we're behind on our project); administrative problem
gsolving (how do we schedule access to the tape recorder); and
program problems (the expecteds aren't tied down as well as
tney should be; the study group is mot going well, what can
we do; how cen we best use the outside consultant who is visit-
ing next week; how can we meke the living groups function -
better). They were also used for feedback from the quality
control chartl kept for tha program by one of the teams and for

feed-in by staff of what was going on in the field. 1In the last

nonti: of the- program, seversl specizl groups were called to ' :
discuss .. "what is a progrem development assistant."

This activity was nendled similarly in Phase 3

‘orts were made througnout the project to link what

lThis cnert, kept on the wall of the main prOJeCL office,
showed each oroarﬂm activicy for the waek, each team’ SpOﬂ-
sibility for presenting znd/or recording it, end whcthcr or not
thase rE"ponulDlthl° wzra ceing mbt on schedula. Thz chart
was developed by onz of tne older traoinees. It was a limited
cuzlity control davice, snowing wanqﬂr or not expected activ-
ities nad taken place otui not whather they hed taken place in
& way to meet thelr stetcd purpose.



uwas going on in the training program to what was going on in

other parts of the county, and to give the trainees some sense

of their connectedness with what might loosely be called a soc-

ial movement, Most of this was done through feedback by the
project director and, in later phases, by trainees working
in the field, '

In addition, the project haa a number of visitors during
its three phases, Some were specifically invited to come and
talk with the trainees about new careers programs or new dem-
onstrations in delinquency and corrections work with which
they were involved., Others came at their own request because
of their interest in what was being done in the project.

The latter group included staff members from several O0Office
of Economic Opportunity-funded projects which were training
indigenous poor as community workers or human service aides,
A staff member from ‘the State Department -of Vocationil
Rehabilitation met with the group several times to discuss
the development of new career positions for an alcohol treat-
ment program., Staff from Correction's Parole and Community
Services Division were frequent Visitoré, usually at the pro-
ject's invitation., An entire class of State College students
who were in tfaining for career work in corrections spent

a day with the trainees, as part of a iarger orientation
Program conducted by the men ?n the field. The project was

visited by a staff member from the National Committee on
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zmnloyment of Yout!: who was doing a survey on new careers in

corxections for the President's Committee on Delinquency and

ifornia

Youih Development. A group from the University of Calif

zZxtension Media Center also goment a day to discuss the |

Hh

ipilities of malking a treining f£ilm on ncew careers,

‘ There were several persons who played an important

pO3S~-

role

in the project who snould be specifically mentioned because

~

of their impact upon the trainees,

2., H, Porter, a psychologist then wifix Systems Development

Corporation, was brougnht in as a consultant during Phase 1

at & time the group was naving trouble in dealing with the

concepts of organization structure and change. He spent two

days on his first visit, then returned several times du

~
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& totel system and to become aware that change directed

ng the group to look at an organization a

ring

three training pheses. His main effort was

o]

at

eny portion of the system involved change in =2 process aifect-

inz the system as a wiola. He also introduced the group to

tae 5 X 3 card techaicue deceribed sarlicr and to the use of

£ Eame.t in

Porter had the group spend an afternoon in a
wiilch each man was assigned a role in an organizetion Faced
Vith a oroduction task (the construction oi & tinker-toy
truck). Roles were assioned for centrel office staff,
ers, field supervigors end workers, and change agants.
of communication and clzins of command were rigidly fix

co
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Porter became an importznt person for many of the trainees.

was asked to lead tune cihtree-day sensitivity session that

“an
-

e
ochcned Phase 2 and to heli»s with the development of the field
treining program, Tae trainees who worked in Los Angeles,

waere ke lived, used nim Zor both formal and informal consul-

. . . . - 3 [N} !
:etion on their work end tae problems they were naving with

1a

taelr new role, and he helped them work inrough several person-

el crises.

Maxwell Jonesl spent an afternoon witn the project late :

n Paase 1. The group was inen facing serious problems around

[N

tae issues of trust, feedbacl, and staff-iraineec splits, and

from the recomm-

n]

there was also an- immediate crisis ste

=
B
l.h
o

G2

b3

ation of a staff memcer that one troainee be dropped from

[a

e

the project. The afternoon vecame a prolonged living group.

1Superintendent of Dizegleton Hospitzl in Melrose, Scot-
land, and author of The Tuerzoeutic Cozmunity. The trainees
cad zome familierity wit.. nis wors and cevarel had read his )
osook,

(:#1 previous paga)

aad communication was allowed only by written mzmo (this oro-
vided a record of what weat on in the game), Tae game proc-
eeded for zbout an houx, 4&n enormous emeount of paper work

was producad, The crucl wac not built, chouga once fizld team
nenased to create a .ot vod., Central office stz2ff were

Swampad wica memos and jnsisied that they nceded additional
a2lp,  Field steff complained that no oaz told thzm what was
goine on, The change accatz were ineffective in linking the two
grouns,

Tzais experience was a vivid one for tie trainees (and an
mnerving one for che siafsl who had worl.ed in burcaucratic
Organiczations), and orovidaed extensive materiesl for discucsion
0L organizational rolos and change in tac wecks that followed.

w
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1t served to resolve or at least abate mLCﬁ of the tension
at vas then current in soth staff and trainees., Trainee

and all exvressed a desire

w

recction was uniformly pozitiv
to nzve more time with Dr. Jones. Some even telked of going
to Scotland to work with him,

Tne third person who had a strong personzl impect on

, . . N S
the trainees was Albert Zlias™ who came twice, not as a con-

sultent but as a visitor. Althougih he spent some time discuss-
inz nis work at Highfields, the most important thing from the

standpoint of the trailnees was the feelinz of trust, under-

standing, and mutual respeci he immediately created in his

fe

contzact with them., He became for several e model of what a

r

gooc¢ orofessional could

ield~institution linlkace

%%

Pnase 2 copened in mid-~Cctober Qitﬁ a three~-day sens-
itivity training meeting. 2Planned by the thres ?hase 1 train-
ees, its intent was to ease the transition of the Phase 2 men
into the program. 1In eddition to the treinees in the instit-
ution, it was attended vy all the paroled Pnase 1 men (except
tae one then baclk in pricon), the graducte students, and two
of the staff, and was led by Df. Porter. Tne meeting allowed

somz time for the new trezinees to talk about themselves, their

feelings about the project and each other, but it was actually

1, - P -
Superintendent of tre New Jersey Reformatory at
Bordentown,




dominated by the pearoled Paase 1 trainees wio used it in
nart to vent negsztive feelings nbout conditions in the
£i{cld. At leacst taree of tne.new trainees exprassed some
discomfort at this opan expression of feelings and the lack
of gtructure in the meeting a2s a whole.
The m=2eting, however, was recognized ne important
caougr £o set up tnree additionel institution-field two-day

ee

X3

13}

ings during the course of Phase 2, These were not intend-

P

ecd 25 sensitivity sessions per se but rather as vehicles for

Tne first of these meetings was held early in December,
It cegen witn feedback on oroblems created by the behavior of
some treinees in thne £ield: work performsnca, problems witn

parols staff, and money monagement. Considerasle time was

soeni on questions of the accuracy of the fecdoack and its
relevence to project wor¥., There were generzl cemplaints
noout breckdowns in communication vetween fisld trainces and

staff and between ths institution and tha Fiz2ld. Concerns

were 2lso expressed about tne bureaucratizetion developing in

[y

3

€20 project and the lack of staff suppori; some trainees saild
toey were losing theilr commitment.
Tne second mecting, a month later, coantinued with many

.

ol thzse problems. The trainees decided to creaste the role

)

oL oroject coordinator and elected one o:i tae Phase 2 men

1}

o £ill it efter nis parole. His function was to keep in
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s,

ﬁouch with all the trainees, both in and.out of the institu-
tion, and to.serve as a link pbetween them and staff.

The final meeting, he sh&rtly befofe the end of Phase
2, was usad to help plan & Field training program for the

2 men after th

(D
H

0]

Piuas celease from prison and for the
Pnhase 1 men alrcady woxkiag in the field,

In Phase 3, linkege witn the field was maintained
primarily by the field tvainees who served eas consultanté to
cre scudy groups and by tia Social Trends and Issues Present-

etions made by the men workinag in the field,

Three factors hindered carrying out an adequate field

training program: (1) &tre location of the traineses' work -
placements, wnich were spread throughout California and

‘positions for exemple), wiicn left little time for any formal
training; and (3) the lzck of available staf:
rigat be added the recisiance of some of the trainees to work
cogetner as a grouo once ey left the imscitution or to submit
€C zmy groun-directed acoivity,

G the first five men va2roled from Frase 1, three moved
£o Sacrzmento end two fo & zwall town neer Riverside, .The_
Sacramento group lived togecier and worked on a state-wide

Survay under the supewvisicn of the projost director. The

'
-t




tvo who moved south worlied on a summer education project
with the training coordinator. Training in both cases was

ob~centered, that is, there was more concern for developing

.

“

ltills that would get the job done and for dealing with person-

!

1 problems that interfered with the job than with providing
opportunities for more long-~range and genecral development of
the trainzes,

Concern about lack of training for the future was éxpress-
ed by tne Phase 1 trainees during the field-institution
meetings that took place during Phase 2. It was. also, of
course, of concern to staff, One of the Phase 2 teams under-
took as a project the development of a training program that

would teke account of the geographic separation of the

ot
]

=
!

he lack of training

cr

rainees, the limitatione of time, and
staff, as well as the differing carcer goals and needs for
training .expressed by the trainees, .

The program was to leave initiative primerily in the hands
of the trainees themselves. Each projeét member was asked to
make an assessment of his goals, his level of skills in a
number of areas, and the importance of each skill for his
present job and his future carcer development. The skill

areas included: report writing, reading, speaking, interviewing,

group skills, listening and observing, utilizing consultants,
research and evaluction, work relationships (interpersonal

o

ffactiveness), office procedures, knowledge of social tren

0

e

nd igsuas, consultation, typing and shorthond, training
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otzers, and task assessment. A set of potential rasources
availﬁ“le was outlined:; tne developwent of siudy groups

around specific skill aress, seminars conducted by .

al congultaLwon, working with olders,
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formal and informal prescentations to other trainees, and site
visits to other organizetions and agencies, The avallapility
of college courses was ealso investigated. From these

resources, and from any others the trainee could devise, he

or imoroving his

e}

was acked to develop his own training plen
1ls in the areas re felt were important to nim. This
development was to be reviewed monthly for 2t least the first
four months after parole. |
The implementation end Follow-through on this plan was

lefz in the hands of the project coordinetor. He had con-

siderable difficulty wita it. There was no general agreement

tuat this was a useful way to proceed and several of the

H
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nees expressed reseniment at being asked to tie tnemselves
dovn to a specific plan in tiis.way. Thougn the initial

nd-
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assessments were made, there was no systematic review

plans. Some trainees on thelr own initiative
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rept daily logs of their activities and continued tao make

There was, nowever, sona effort to make training resources
avzilasla, At the close of Phase 2, the traineas were
concentrated in two cities, Sacramento and Los Anageles.

Vriting consultants were mada available to the trainees in

S4




the two cities., 1In Sacramento, the project'’s editorial con-
sultant filled this role (fbr the few weeks until he dis-

n Los Angeles tae services of
ware oostained, Dr. Porter was also made available to the Los
Angeles trainees, to be called upon as needed for help in
their work., The project director met as regularly with these
sub-groups as his schadule would permit.

Othner efforts to work with the trainees were 1e££ in the
hends of the oroject coordinator. As indicated above, this
position was created on the sugzestion of the treinees them-
selves and was filled oy a Phase 2 trainez who was elected to

ne role by the group, He remained in the job for close to

cr

‘ive months, wihen the project ran out of wonesy to pay him and

!

¥
.,.

nad to teke other cmployment. His role was never clearly

M

greed cn by the trezinees. He himself, in lociting back on his

0
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rience, described it as a mixture of —opecifier; snitch,
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ngar, go-between, flunky, orgeznizer, office boy, and

e}

othcr hen.”” To maintzin cosmunication among the group, he
d

pus cut a monthly newsletter and collectad and

3

onitnly reports on thz zctivities of the trainzes., He was

o

aced in Sacramento, and set up weekly staff mectings with the
rmen vorking there which were efforts to namdle a mixture of
adninistrative, job fuactioning, and personal problems. He
visited trainezes working in other parts of the state, partly
ind out what they wcre dolng so it‘could be fedback to

toe vest of the group, partly to be of waztever assistance

~
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a professional writer



PSR 1

~he could with the job or with persongl d

;
A
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ficulties., He
served es a link b;tw an the project and parole staff. He
also f£illed in occesionzlly for the trainees on work assign-

ments and helped an ovarburdened office szcretary with

-

4

administrative detail. Nosi importantly, he spent considerable
time with individual trainees trying to nelp them deal with

personal crises--financizsl difficulties, feelings about their

~

treatment by the pro and s0 on.
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He was frequently depnres his job., There were

trainee complaints thet they did not know what was going on
and tinzt he wasn't doing &his job. He wes seen sometimes as
authoritarizn and sometimes 2s trying too hard to bz friends
wilin everyone. He himself was concerned zbout the multiple
Samands on his time and aow to set priorities for its use.

By the time the Phese 3 trainees were paroled, his job
nad terminated and put 2n end to organized eiforts to work
with the total group, Troere was also con ranle job

shifiing sbout this time, with the treinees ncw located in
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ngeles.
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nformal contacts amoag those liwv:

ne
:D

sexe area and job-centered meetings of theose working on the

Teae two evaluators (se2 balow) were understandably
eritical of the field troining. - They pointed to the absence

©f leadership znd the nced for some struccure to keep the

graining moving., Thoy found e lack of clority with regard

2



to program goals and tae functioning of tie program develop-
. £

ment assistants. They saw several different things being

ssional level skills

o

ettempted-~upgrading and providing prof
to the trainees, providing skills necessary to advance and
gservice the expanded utilizetion of nonprofessionals in other
settings, trying to assure tanat the'trainees would perform
satisfactorily on the job-~less as a result of conscious
decision than of a general confusion about goals. It was
suggested that the primary task for the »roject should be
training, thaf staff should be made available for this

purpose, end that trazining time should be stipulated and given

Wnat was actually given oriority in the program was keep-
ing toe trainees on jobs., Tizls meant that finding or dev-
eloping jobs and immedicte iob performance took precedence
over any training activity, Even so, it is possible that

and time available a more coharent

-

The Training Zvaluation
The evalusztion rethod cuvosen was the use of outside

consultants who woula visit the project segularly and comment

«)

orogram and tie progress of the

cricically on the trazinin
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a =

trainees in it, It wes originally planned to have three

evaluators, but only two of the three selected proved
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zvailable, The two were Artihmr Pearl, professor of cducation

at tne Unilversity of G ~egon, and Aaron Scamais, then with the

0ffice of Economic Oppcriunily. Pearl, co-author of New
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for treaining young exz-offendzrs and ghetto youth as non-
professional aides in thie hunen services, both with the Hew
York State Division for Youth and the Center for Youth and

k]

ned specifi

Yy

Coermmunity Studies at Howard University. Scirmals
responsinility within CEO for'programs involving the training
and placement of nonprofesszionals under Title Z of the
Economié Opportunity Act and was familiasr with sucn prograoms
ugnout the country.

The evaluators visited the training program near the end
of each training phase., They talked informally with staff,

met witn each of the training tesms, then pet with the total

group for a feedpack session on their impressions of the

novamant generally. In Paass 1

1,

n Phesza 2 they ceme on tae same days. Oaly
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one evaluator was available =t the terminetioa of Phase 3.
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summed up tae progrenm as follows:

®perience in developing programs

It is clear that 211 the participants are enthusirstic;
eager to learn, =znd =1l the teams hove nigh nornle

Tiiere is an aurn of nom-defencivenass ond wituout
exception, the entire sroup tonds €o d2 fask-oriented.
Tonere are, howevzs, some difficuliies; in tne first plzace,
tae concept of ‘caong2 agant’ is amcroocus and the natura
of the tasks to ot powiormed are vague. 1t is not too




clear what skills 2ve nzeded, what talents az2re required,
znd what knowledze is 1cccso@1y to successfully do this
job There is a tendency to stress communication skills
and it makes tae —erznge agent appesr to bea the therapist
now recast in new clothes.

He ©

"y

ised several points about the program and the. trainees’

response to it. First of all, does such =2
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hing as a ‘‘change
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vianle entity that can be defined and that

people will be willing to hire. If it does, then he saw

notniing that had prepered tne trainees to play such a role:
wnen ne asked thbm what they could do, they seid they could
talk to people; he doubted this was a marketable skill. What
he saw lacking in the program wes a portfolio of ékills that
were specific, comcrete, and job—related. He felt that some

trassed as. core skills (e.g.,
interviewing, getting along with each other) were of not ver?
nizh priority when compared with such skills as anelyzing
systens, developing job descriptions and eveluation models, ' ;
and worlking on on expected-to-~observed strztegy. He felt

furtner thzt there should be a specific educationz2l component

Lo the training, especially in the languege area. Finally,
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pointed to what nmight oe an unreali

1, H b

ne trainees about their own capepilities and the
reception they would get. He suggested they wmignt be headed
for a big f£all once they lefi the sympathetic and supportive
etmosphere of the project. ' :
Schmais' first cooment was that he was unable to grasp
ywnat the treinees perceivad o caange agenc to be. They
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poYe Cime with them it seemed to become wore a quality of a
parson and the feeling seencd to be that the specifics of
training were less importeat then tne total four month's
erzperience., He thought employers would have trouble witn
tuis definition., The trainees, he said, saw tncmselves
functioning in widely different ways; though all saw themselves
es change agents, they tended to define change agent in terms
of the way they wanted to function rather than in terms of the
specific job they mignt bold. He pointed out that although
tne way of looking at 2 problem can pe more important than
specific skills, the first job the trainees would face would
demend a lot of skills on the spot; he felt they could not
compete cn this level., His other major point had to do with
wiat ne saw as the ungueglified confidence of the trainces,

gh spirit, thelr ability to see Lubﬁselveu as
nnovators and leaders of z movement., This he said had a very
healthy side, but it should ve coupled wiih some humility,
The trainees tendad to - define both problems and solutions as
very simple; they hadn't become analytical enough in their
ajpproachr to the'issue of change; and they would need a climate

oL tolerance to be able to davelop within the job.
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trainees were asked; What aave you got tolo?fer? they

can talk to people, When asked to describe their
post valuable attribucte, they said: 1I'm an ex~con. The

s: what can you ¢o that people nced.
you need a product orientation and a salable commodity. The

first progrem he felt had a lot of Madiscn Avenue gimmickry

and slogans, but few meaninzful projects., The tralunces in
Phase 2 had turned out some real products and ecquired some
pretty good skills--better, ne felt, than tho3e possessed by

graduate students. He found the group more open and less
defensive than the firat one, with less emphasis on motivation

end more on tesks and how to do a job. They had had some
rezlity fed back to them end this had heloed, He said,
however, that they wara still too vegue, not clear about where

tney were going or what strategies were needed to get there,

+

eneralities. Thera was now some

recognition of the need for systems and for self-evaluatisn

put they could make ruech oetiter use of the available consult-
ants and staff,

He felt the trainzes’ thinking needed to be both broader
and nore specific. Thoy couldn't adequatly define the game
they were in. Their iﬁtercsf wéﬁld flag, he said, and they

would losc their cocmitmeant to the extent they did not have

2 oroad vicw or thougnt they were alone.
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Finzlly, he pointed oui that they hadn't thought out the
next level of skills that were needed. %Waen asked, they

tended to talk about becoring better in wiat

able to do. 1It's for more important, he said,
terms O0f what you can-do
do nov,

tne same points. - He

progrem as follows:

they were already

to think in

four months from now thait you can't

described the

Cverall, my imprescions of the NCDP progrem are very
favorable, 1 concinue to be impressed with tnhe ability
of these trainees to nandle a veriety of materials and
problems in a mzmner that is uswally assoc isted wita pro-
fessionals. Equeslly icpressive is their interest and
ability in staying tu :ed in on waat is going on in the
world at large and especially when.tne subject matter
is relevant to whsat they are d01ng.
The training princioles undergirding th2 program are
being adhered tn 2nd ave producing sigaificant resulis
walch attest to ihelr efficacy and justify their
continued use,
I would rank thesea trainzes on a par with, or indeed
2oove, the kind of young “intern’™ taken into government
irmediately upon "Lde"Llun from college. 9nile their
2bility to nandle writizn =ad verbal lzngusge is not
equal to the intsxn, Cqur ability o use ‘scientific’
tools and analyze problems is far greater.

Se trainees cormunicate thelr cormitment to hard work

walcn is evidenced by what they have prod
eacross as = grou of moture individuals w

T2 use of intern £or comparison ic prom
they too are nondroiescionals, are asout
aenerally are eaquzlly usard working and de
Decple.
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developed sensitivicy tcward tnemselves znd others that
should prove to be an asset in lignt of the problems

they - aLv bound to confront., There is no question that,
as a group, they sr¥e prepared to assume a number of

po3i 'Li ons on the cutside at a much nigher level than that
now associated witi being a nonprofessional,

There are considerable differences between this group and
tne previous omnz. How rucn of this =accounted for by the

organizational and perscnnecl chpnﬂvs was not always ob-
servavle. c is only reasonsble to assume tnat the
speciflc changes are at least partielly responsible.
On the other nhand other changes have nad o direct re spon=-
sibility for these dififcrences. Perhaps the oSt
striking differeance ig that LHc trainees are less con-
cerned with group process and ‘tharanutic community’
irplications as they are with develcping a set of viable
competencies. This ig similarly true of the entirc pro-
gram. Much of tnig, however, remains in the area of
‘styl since I don't believe there has been that much
ein in oversll cc r:ecence over lasi years group. It
manifests itself not so much in what they can do, but
in the knowladgc that there is much that they con't do,
are fearful of, or racognize that it ic and will continue
to be diifficult., T:ia2re is less brevado in tihis group,
less stated optimism tzat they can do 211 things and be
all things to 2ll people., There exists a nice and :
healthy portion of insszcurity which, slthough not
stulcifying, does recormend nore Drnclocness, more con-
petence and more umility. It reflecis itself in e
grester cc:mixment o s=ttling down and task orientation.
Tt is menifested in cne recognition and comncern over
the need for coatinuing training.
One obvious reason for this is the feed-back received
from those out in comrunitics whicn of course was aoseat
last time. Anotaer, is due to tne role of tihe 'Olders’
w10 have servad to instill a greater degree of reality
with more emphasis on acquiring tecunical rather than
interpersonal skiils, |
There is less surencss about who and what they are as
contrasted with tne fo:xmar group's 2asy acceptance of
taemselves in tia arsiguous role of Clange Agents. And
wxile they hove accedted theilr new dccignation as
Prograrm Development Asscistants,  they do not corrunicate
any facile or cormonly accepted definition of what this
means., Yor are taey at all sure tihat whgtcvar they agree
upon will be accepted in the comrunity.

Cy to express doudt was disturbing.

r.
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Last years inabili
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This years ability to cxpress doubts, although pleasantly

disarming _mzy also refiesct some gﬁr:u'.n'S confusion on
tha part of the treinees a2as a group and with the NCDP
as a whole, As individun als, the trzinses show less of
the doubting gnd more of the older pattarn, characterized
by optimism and a scase that they will make it., Tnhis
leads me to believe that it is in tne group context that
tnece cnanges are menifest, Last time thore v1rLuclly
wvas a group shared mistigue which fzd som2 of tha graand-
losity and contritutad to the trainces sezing thomselves
as unlike any other group. My ovrn reaction is that this
is not necessarily negetive and in feact may be necessary
end desirable, Thcy are unlike any otner group and any
denial of tkis ic maive, TLast time I f£elt that this sense
of being a new breed” group was almost as important
as was the knowledge they were gaining. This years group
nas less of it, although it is for from being ebsent
and yetf the group scems to be menaging just as well.
Wevertheless, I believe thot meny of the concerns the
trainess express with regerd to how they will be related
once they are outside, as well as tiic need for such re-
latedness, is an attempt at coming to grips with and
forgmng, some sori af ov uLa11 group idantity. Althougn
recognizing thelr curvent elite status tiney ere presently
determined to deny it, Once on the outszide I believe
tnis will change and stetus problems, as they become more
real, will become more important.
As it was true for the other group, therc was the
dramatic realizztion of lezrning potentiel that the
trainecsc either £elt they had, but ned never utilized, .
or wera unavarce thnat thazy even possassed. Lezrning still
proceeds explosively -~ with the oldesrs snowing more
sopiiictication and less surprise - wallo some of the new
trainees virtually admitcting their being dumbioundead at
learning that thzy ware indesd brignt., This will be
troublesome es they go out cnd leern now really bright
they arc, and yet how little they know,

Pearl weoe the only evaluntor aveilable for the third

pnose, He was very critical of this program for its afflno

.

(or lack of staffing) pattern. The oldecr-younger concept is

» -~ . .

only mezoningful, he said, if supervision and accountcbility

arc built in., Responsibility for supe sors and




strators should have been increased in this phase
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(AN
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ther than more curtailed as was actuzlly done. He thought

that tnings had gone muci: better than steff had had a right

Otnerwise he found the Phase 3 progrem not very different
‘ trainees had concentrated on inter-

personal skills, the Phase 2 trainees were the “big system
3

trainees were able to deal elso
r hand, he felt this may have
been done at some cost in conceptualizing skill. The Phase

On the program as a wnole he levelled three general

criticisms: looseness of structure, lack of adequate role

o

definition, and lack of zdequate delegation of responsibility.-

i

Structurs can be loosenzd, he said, only when things get so

systematized it is possitle to relax and nave tne program

e

ps are possible

[-'v

to believe that the sames kind of relationsh
with other people with whom they will works end t
simply not true. Second, it establishes kinds of referents

atbout cow you live and spend moncy that places pcople with
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‘I} ' limited incomes under rezl strain. It would be less cruel,

he felt, to keep relctionstips on a more

.

remote personal

prsis until the trainees aad become stebilized in the

comi 1Ry ‘ \.y

Job Placements

Precent positions

At tiae present writing (August 1967),

t

)

given in parentheses,

I~
D]
[¥]
M
t
o

salar

il W 2
e 13*
O
=
0 =J
Ll O}
©

A (R
0
[nliny

1 g
-

pll .
m O H
o3

@0

)

®
N
w O

D
<
€2 o
ot
o

SO
L v 0
S
oo
[N
oG9

0
ron
ot

3
~TU g L
=0
O < Lo
O T

O

€1 1%
(@)
0

w

[}
(]

O
o
0
oo

1
-]
0]
[~
(S @]
o ¢
p o
o
[SIRe]
(21
}.J-.
3
>
o
®
= 5

SN
o=
o
y
L2
Q i
&
o,
o b
X
H
e
‘-—J
1=e (D
5
(@]

]
G
w
&
r~
£
aed
=
)
H .

[0 i

[pye
.
o b

B
-
.

“
(€3 )
o rrtItrs x>

LtT

{3 e
DWW
SN2 O ot ot
g
o i)

19 et ptr

(O 4

¥
¥

3
b}

WD o

~

@]

= I
Fetd 3 03

1

S O
- &

B C

k

o H

o W

-
{5 M oy
< mo

B O ot g3

(ORI O IR 8 o
L—l

ety Ham 8

O it

‘.J.Q;)

G -

O w3 g =

MO D

[ AN

{
[0

i
g
1=
-2
(=t
3

o]

| tadd
-

=

2
(o)

s

0
Fad~ O

(el o Ry

C):'_Dtj
g

o

trj g 5O
s IR I 0]
e ]
o B ST ]
(S 2E it}
a1y
[@ Rl
oo
=0

w

i
(my
[m3
ny
1]
5
o

o

-~ Returned to prison.

ainees are working in the positions

3
N

P 1
Q

o)

(]
(VI

KO3

oS’ ) P

<

“ e U T

¥

ot
0 rre

Q.
CTws *
<

o

=0

%]

the eight Phase 1

listed telow. Annual

aritment of the
nd Training,
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ons in the New
fairs (S$13,000).

23 Incorporated, a

C
ion, New Jersey

College at the Eost
University ($8,400).
Scheuer ¥New Careers
prozram adminis-
undar contract with
£fice of Tconomic
us full-time enroll-

present position urnknown, but is
g to return to college,
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The six Pnase 2 trainees are working in the following

positions.

Four men) Program Develoonment Assistants with the New
arears Deve lr‘ph nt Ox g“anntlon,'a nonprorit COLpOLaLIOH,
working on the develooment and icplementation of the

Scireuer New Careers Program in Oakland, California, under

contract with the Oskland Department of Human Resources
($2,000).
Y79

~ Project Director of Ooerations Grassroots with the

Mendocino County Econowic (pportunity Coun01l Ukiah,
California ($7,200).

A YbT
y o of SOULﬂC]ﬁ CalLfornia ScHool

Clinic with the Uni (o
ct, Los Angeles, California

of Medicine Health
($7,500).

~ Assistant 'PL.raOn‘lcl Trﬂ

The four Phase 3 trainees are working as follows,

- Executive Secretary of the Mendocino/Lake (Counties)
Mental ReLaLd tion Board, Ukian, California ($7,300).

i.l

cvelocﬁcqt Center at 8B8an Fe
ge, Los Angeles, California

)

iing-Counselor wicrn the 0,E.0 gional Training
rer 0

an Va ll:_y State
$7,200).

fas left project; present position unknown

Wiiat follows here is a surmary of the qudu of coployment tha
the trainees have nad since their release, and the ways in

waich erployment opportunities were developed.

a2 story of how these jobs came about is lonz and complex.



Stete contract. 1In April of 1965, the Mew Careers
Devalopmenc Project obtained the first of three six-month
contracts with the California State Office of Economic
OpDO"tuwﬁty to provide tecanical assigsiance to state
agencies in new carsers development. Thne contract made
funds available to nire trainces as program development:
assistants and to provide reimburscment for supervision
given by the project director. At this time the prOJecL
established its main field office in Sacramento. The first
coatf et was renewed for six months in Januery of 1966 and
for an additional six months the followiug July. Beceuse
of a cnange in state adm i nistration aand resulting shifts in
OF';ce of Economic Cpportunity staffing, there was no

further renewal,

Three of the Phase 1 trainees were hired under the first
contract. They conducted a state-wide survey of new
careers possibilities within state awcﬂcieo. The survey
rgsultednln two reporis: ‘Job and Career Development Ifor
the Poor” and a 400 pzge “Reference CaLalo"u and Classi-
fications of Occupational Titles and Job Dascriptions for
Sub and Non-professionals.®

Several of the trazinees were hired for verying periods of
time under the succecding contracts. They worked closely
7ith a staff member of State Personnel anva ‘who held
a position created spec! ally by th= State Le Tature
to develop nsw carcer o tqu’LﬁS for the DooL 1n Sta
service. Among their ities, they did the folloumng:

\n
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Viorked with staff mambers cf the State Dcpgrtmcnt of
Employment to build & naw careers sirategy 1 involving
the placing of Heignborhood Youth Corps trainees in
state agencies,

Worked with staff members of the State Department of
Public Hezalth to idenitiiy funding for training home
nealthh aides in nine counties and to train trainers

on the use of nonprofessionals. In Cctober of 1846

one of the trainsas was assignoed to the nawly craated
Public Health iTcw Carecrs Unit which was set up under

2 contract with tite State 0ffice of Economic COpportunity
to aid in the creation of 2,000 ncw careers positions
in California hcalin azencies. When tne state contract
terminated at the cnd of the year, the Department made
funds available to keep the trainee working wich the

unit for an addirional two months.
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Consulted with loccl Community Actlon Ageacies who had
reguested tecnnicel agsistznce from the State Office of
Economic Opportunity in writing proposals and developing
training progroms involving the poor,

Conducted an orientotion progrem for colleg
wiio were preparing for ceareer work in corr

Extension staff to plan and conduct a of state-

Worked with University of Czlifornia at Berkeley
series
vide troining worlisnops for administrators of Community

Yocked with a new careers task force orgaenized by the
0.E.0. Regioneal Cowmunity Action Training Center at San
Frencisco State College to plan and conduct a New
Careers Workshop for agency aff in the San Francisco
area, : '

Conducted a survey to determine the current uses of
nonprofessionals and the potentiel for job advencement
in enti-poverty and job development projects throughout
the state to help in the future planning of anti-poverty
progrems.

Multiservice Center., In lete August of 1865 the State
Gfifice of Zconomic Cpportunity hired one of the Phase 1
trainees as a Commumity Acition ReprbseﬂLﬂ“ive in a State
Multiservice Center when it opened in the Watts area of
Los &ngeles shortly afier the riots. State 0.E.0. staff
had had contact with this man through his employment on
tne state contrect zad nad used him, during the riots, as
an escort for state officials who were visiting the riot
area. His role in the Center was to serve as a linker
with the comzmunity, meking it eware of thz services
available; to give zgsistcnce to community groups trying
to oﬁvalop new progrcms end to help write proposals for
funding; and to hclp menzge the office. He workad there
through June of the folloving year whem his contract expired.
EYDA., 1In October of 1985 the Economic and Youth
GpﬂoLLLnlbwes Agency of Los Angeles contracted with the
tlew Careers Project to provide technical assistance in

the development of mnonprofessional positions within scciecl
agencies in the Los Angzles area. The contract was set u
through the efforts of one of the Phase 1 trainees who wa
then working on tne state controct. Tne EYCA contract hbd
positions for two trainees as program development assistants.
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training coordinator., It involve d the development of a
special uunmgL acnool progra am Ln Perriﬂ, a low-~income
comznunity near Riverside, in which nonprofassional

-asszistant Luhchexu (houscwives, haigt school students, high

school drop-outs, and college students -~ all but the
letter indigenous to the community) were hired to work
witi: the children under the direction of spocially selected

»

r
!

and trained professcional teachers. Tne tuo trainces
worked under the suparvision of the troining coordinator.
They were involved first in staff selection and training,
then played a data collection and foecdbnel role to the
staff as a vhole. Their employmant termincted with the
project at the end of the summer.

The training coordinator continued to work with the
Univer sity t Riverside, troining teaclicrs and doveloping

programs ror the use of “0ﬁprofe331onng iL tiwe classroom
and student participation in EpaCﬂlﬂg. The following
spring, tine project paid one of the trainces who was then
enrolled in college to work pavt-timz with the training
coordinator on one of these programs, tie Ontario School

District Project,

amento iobs. Tra first job sp;cmfic 111y for the
Sacscmanto area was with the Job Dovelopmant Program spon-
sored by the Sacramantco Com.unlLv WQLchQ Council, Council
staff came to the projzci directer for help in sctting up
the program, a2 projec: involving the airing and training
of adult poor for work in rqulC and privata nonprofit
agenblea in the 3zcremento aven. Thay occemsz interested
in the projcct trzinecs and in Februn:y of 1365 hired one
of them as a Training Coordinator., His role was to develop
the treining progrsam, select ~nd hire crainees, and work
with agency stzff in developing job plocamznis. He left
the Program six months later to take another job, In
Sentember several of the projcct traimoces concucted a )
training program for perolc aldes for tha Sacramento
District Offics of the Dzparcmint of Corrections' Parolz
and Community Services Division as parit of the Job Develop-

ment Progrom,

Thne next job was developad by one of the trainees working
in Sacramenio on the state contract. He helped plea and
was nhired as Training Coordin~for for thae Neighborhood
Consgzrvation Projccit., The Project,; sponsored by the

Socramento Aren E”Oﬂo*ic Cppwr tLﬁlLy Council, involved
training the indigenous peoor in vaeral low- 1qcom areas
for work as community orﬁﬂniunrq. Two other trainces ware

111
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hired as trainsrs for the Project (when one of them
absconded midway tarough the program, other trainees
working in Sacramento #11led in for hLm).

.()

’)

This s7me man wa respozsialc for developing two contracts
betweun the oocr_m:nt Arece Economic Oppo_tu.lty Council

end &i° Mew Carecrs Project which provided jobs for both
him end several other trainees., The first of these projects
vas & two-month program to train community relations aides

ror work with the neighbornood councils in two low~income
areas, The second was a manpower employment and develop-
ment survey for the Sacramento County area.

1=
[0

The trainees working in Los Angeles
other jobs for themsz2lves and for

2e2s, In the Spring of 1965, one of them
evening job a2s a Teen Post consultant

re yo outi neighborncod centers funded under
er h° wg“ made Director of the Health
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st where he conducted

for younc 000ﬁ1e on venereﬂl disease, narcotics,
11 'm, and sex educetion. He zlso gave technical
Lance to otu;r Tean Post DLochtu. From there he
to a project funded by O.E.0. through the University
th ern Ca 1lLOh.lC School of Medicine where he became
tant Personne sining Coordinator at the Watts
ﬁd iner for the multi-disciplinary
linic, a neigbboriood nealth
paople from tne coamunLLy to
i1 the bosic h alth tzem of

pring of 1967
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Another of the trainees obtained 2 job as Administrative
Director of the Uetts Teen Post on a Meighborhood Youth
Corps summer (1965) training project. Two others were
nired that seme summer oen a youth projcct under an 0.E.0,
grant to the Watts Leobor Community dActilon Council, one as

a Recreation Instructor end one as a Cadet Drill Instructor
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Mendocino County jobs. Tharcugh his contacts with staff
at lizndozino Stvate Zoovital in Ukiah, one of tha trainees
worlking on the state contract was instrumental in obtaining
a three-month Studesaut Professional Asslstant position at
the nospitel for anoiruar trainee in the summer of 1956.
Tnis position (the salary sagain supplemented by project
funds to bring it up to 5500 a month) wos used for a survey
of patient potentizl for wnaw careers training. Lt resulted
in the development of & project, fundad jointly by the
Department of Vocational Rehabi 11L¢_10ﬁ, th2 Mendocino
County Economic Opporcunity Council (14CZ20C), end Mendocino
State Hospital for training cx-azlcoholic patients for work
as community orgonizers, The proposal was written and
funding sources devzicped by the treainee. The project,
knoum as the New Careers-~0.E.0. Training Program, provided
positions as Lrainers for two other projazct tisineas, plus
a tinird-time position as-Training Coordinator for the men
“who had developed it. He worked tha remaining two-thirds
lea with hospitel stzff as Assistent Field Director on
thne Psychiatric Standerds Project, under funding by the
American Poychiatric Association,
Through contacts with MCECC, a two-moanth position was
found for snother _project trainee on the Indian Feasibility
Study, a survey of poczniial zomong local Indian groups
Tfor community actiion work. MCZCC also nired the patients
trained in the §.8.0. Treining Program for work in
community davelopment in what is known as Ooeration Grass-
roots, and nilred the two trainers as Field Director end
Fizld Coordinator. One of them 1s now the Grassroots Projzct
Director,
Tri-City jobs. In Jov~mocc of 1685, one of the trainees
woriking on itne stet2 contract was hired for five days by
the Fremont-Mewerik~Union City Economic Cpporcunity Agency
Lo write a proposal for a new careers program for G.E.O.
funding {the agency is known as the Tri-City E. .A.; it
serves threc small communities betweesn Caklzond and San
Josa). This contact led to the hiring of two p;OJuCL
trainees the following moata to werk ag trainers of community
sexrvice workers and to the development of a contract with
the New Carceers Dovelopmes OrganizationI undzr which several

lTbe Hew Careers Dovelopment QOrgnniz :tlon, a nonprofit corp-
ration, was formed to ondle the kind of contracts that had
roviously been made with the New Carzers Project through the
nsticute for the Stuvdy of Crime and Dz lwﬂQL ncy.  Its Board of
rectors includes members from both the project and the Tri-
Ly Progrem,

113

oy T PRBLE S v DA TR 3

P e R N T



» ..
e it hal e, e AL B

PRI FPRET IR L% ey ¥°) PEIIPICER VTN TR . -
more trainces were hired during the following months. The
trainces worked on several components of the Tri-City
progrom.
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of the possibility of either inmate clkill or objectivity,
has since become an eptrnusiastic supporter of a participent
apvrouca to researcn,* He compares taoe performance of the
trainees with vnom ne nas worked very tavorably to that of
graduate students,
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2s worl with

and niring thex

Qut-of~state jobs. Jobs outside of Calif
ed initrally throusgl comitacts of the proj
led to inte rcs? in the _project = the
Many egencies talked of having project
them:; a few umve o ‘oocd up by inte

In August of 1856 two of the trainees were hire or-
counsalors in the Experimental Colleg2 at tha East St. L uis
cempus of Southern Illinois University. Tne College was
set up to reach the kind of young peopls wao would wot
ordinarily continue schooling. Of tha tzn teacher-counselors
in thne program, the trainees cre the only ones without
college degraes, The teacher-counselor rolea is to act as
1‘ 1. M 3 y » . 4
Toch, Y., The social psychology of violence. Invited
-address, Division 8, Americoan Psychologicol issociation meet-
ings, 1933. Reprinted in Thz 0ffender: an ansvzrs to thz correc-
tional manpeowar crisis., Piroceedings of en il worksincp on
“Tna orzcader 28 ¢ correctional monpower rssource: i1ts imple-
mentetion,” Asilemax, Colifovnin, Septemcer Z-1C, 1566,
Toch, H. The ctudy of man; the convict as researcher.
Trems-actien, 1867, S, 72-75.
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Ino April of 1957 onz2 of the trainses was hired as a
Profassional Assiszant in the Rescarch Section of the
Joint Commission on Correctional Maupower and Training.
His role is to work wiih quastionnnaire construction,
coding, end deta anzlysis of surveys conducted by the
Commiszion on wmz2npovar nezds in corrections; and to
coordinate a serizs of papers by seven proifessionals
throughout the country on the use of offsnders as a
correctional mannover resource.

In Moy of 1267 on=2 of the trainees was nired by Scientific
rResources Incorporaited, 2 private consuliing corporation
that works on contract with both industry and govarnment
agencizas, He was wmzdz responsible for toe training and
supz2rvision of eigzut dzlinquent youth wiho have been hired
as Zuman Rescurce fomsulicnts by SRI. He nas also served
as Proiact Monager on & numoer of training contracts.,
Thnic has innluded treining police end police-ccomunity
relotinonge 2idos in Grand Fepids, Michdgan; group vorkers
7ith iisnvorhood Youih Centers in Trenton; teacher aides
in HWoark; and Job Corns counselors and poverty youth as

Via

1 , .
Lorons, L.F,, The 41gh price of "peace’ in New Jersey.

sn1r5ton Post, July, 1SZ7.

T
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B

group leaders for a project in upstate New York.

Project jobs. In addition to the support given trainees
on otner jobs, as outlin2d apove, tne proizct hired s
trainees for pLOIEh_“f31” ed work. Cne of tnesea positil
that of Project Coordincior, has been discussed earlier.
Trainzes were alss nirad o interview meon working in the
field; to help witn the training program at the Medicel
Facility in Phases 2 and 3; to conduct the Correctional
Process Survey, 2 study of the inmate’s view of the
system of administrotion of justice (on conitrzct with t
President’s Committes on Law Enforcement and Administrat
of Justice); and to help orgenize a Wationel Institute
of lental Health-sponzored workshop on “Tne Offender as
a Coxrectionzl lianpower Resource: Its Implementation
waich was held at Asilomer, California in September of
1965 and is discussad further below. ‘

The jobs held by the trainscs since their release from
prison are summarized in Table 4.
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Job performance

How did the trainees perform on these jobs? Ve were unable to

“ .

systéﬁaticall§ contact employers and co~workers, but we have avail-
able informal feedbaqk, direct observatlon, and the.accounts of the
trainées themselves.

First of all, they have not pérformed the sawe. 'Some have done
consistently well; some have performed unevenly, doing well in one

4
setting and not in another or performing ﬁhconéistently over time
in the same job. Moreover, they have had different performance
styles. On release, some of the men immediately purchased dark suits
and attache cases. Others have yet to be seen wearing a-tie. Some-
‘have been placed and/or have gravitated to positions in which they
have dealt primarily with social agency professionals. Others have
worﬁed mostly with the poor or with client groups, usually in a
trainer role. Ifore importantly, they have varied in the extent to
vhich they have seeﬁ their work as part of a largcer movement or cause
and in the éeﬁree to which they have identified with it,

The folicwing ceneralizations are just that. They do not apply
to every one of the trainees, nor can any one trainece be described
by all of these statements.

As a croup, the trainees have acquired some impressive skills.
They can develop and write proposals, and have done so, which have
resulted in the funding of training, job development, and community
orcanization proiects. Thé}_can and have developed and administered

traininz programs for nonprofessionals as community workers or as

. Com
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‘lEFaining as well, They can write job descriptions and plan app-
ropriate career sequences., Despite staff pessimism about their
grasp of the self-study strategy, several of them have acquifed a
real understandins of what this means and can build it into programs.

’

These skills are not always of a high order, but they are not

.
T I P P S

usually found at all in graduate students nor in most ,social agency

staff. o )
{

The trainees have, however, a number @f skill defic;ts; The
moét obvious is in writing, Though some have shown remarkable im-
pro&ement since first entering the training prozram and some write
quite well, others still have enormous difficulty when faced with
the need to produce written accounts of their work. Some have
‘Qéhandled this by walking off the job, some have procrastinated, others
'\J‘have'simply‘ﬁritten badly. They also have not done very well in
systematic data collection, either in pianning or in keeping adequate'
Iecofds. Althouzh they are readiné more than they ever read before,
they stiil do not read &4 sreat deal and most are not as. good at
keeping themselves informed in their immediate field as they should
be in their jobs. They tend to .see themselves as having acquired
some special skills which they can now apply rather than working

toward further development of their knowled:e.

On most-jobs, the trainees have worked with a minimum of super-
vision-~less than would be true of bezinners in professional jobs

and less than was intended in the oricinal planninz of the project,
Because they are working in areas in which there are few rrecedents

" and 1ittle available professional skill, the skills they do have are

n
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often-in real demand and many have moved qﬁickly into posltions of
(!lrubstantial responsibility,. When the job itself has had a fair amount

of stzucture, that is, where what needed to be done on a day-to-day
basis was reasonably élear, the trainees have not complained. liost
in fact ¢o not like much supervision. But when structure was fluid
and ciose day-to-day supervision Was lacking, there have been p?obﬁ
lems. Employers have complained that the trainees vepmen't getting
much done. The trainees have felt alone aqd complained that their
‘efforts weren't aprreciated. Some have openly faced their anxiety
about having too much responsibility. Some have talked of losing
thelr commitment. Some have disappeared for a day or two. Inter~
personal frictions on the job have been high.

On the other hand, in jobs in which supervision was available,

‘superv*sors have sometimes failed to give it. Because they are ex
offenders, the trainees are sometimes seen as being special~--perhaps
especially vulnerable; some supervisors have been more reluctant to
confront theé with inadequate job performance than they would be
with other employees. This has led to an unacknowled_ ed building
of tension a&é dissatisfaction on both sides.

One of the trainees has said that they live by crises. They
tend to be extremely restless and need to be doing something; pre-
ferably something new or challenging. One of the most impressive
things about them is their willinzness to work extremely hard and to
put in very long hours on their own initiative to meet a deadline

or to see a job 'throush. 1In these cases though their work may suffer

120



in quality because it is done in a hurry and with inadequate checks.

[l

..they have trouble pacing themselves. Those who have worked within

:»‘l B “ ) - kd i (4 ! . o
burcaucratic organizations have been very impatient with the amount

of talk and the lack of doing. 1In general, they perform better on

short-term, hich-involvement jobs than on the long haul. - In this

- they are probably not much different than other workers, but their

ways of handlin; routine, monotony, and borédom are more likely to
ret them into trouble, both on and off.the job., - !

Early in the training program, the trainees spoke of being
"linkers with the poor." They have actuélly done extrghely'weil with
prafessionais.‘ Professional co;workers have been consilstently
impressed by their ability to speak up in ;roups, by the fact that
they usually have very specific and relevant contributions to make

to discussioms, and by their directhess {(even bluntness) in making

4 =

them., lost of them are very _sood at selling themselves.

" But they sometimes oversell, perhaps aé much to themselves as
to others. They take on commitments very quickly, with little regaxrd
for ;heif cagpacity to produce or to produce within a stated time.
This sometimes catches up with them, and »an occasion they have hand-
led it by walkin: away. Some of them still let other interests--
dérinking, camblinz, staying up all night--téke priority over showinz
up on the job, though this kind of behavior has lessened over time.

it is not delinquency that is a problem, but a non-workingman's way

a1}

of life,
They tend to establish very good short-ters relationships on

1
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ﬂ;ob They do less well with 1onf—term commi tments. They _et

57 KVe*y well w1th some kinds of SupeerSOIS, but have trouble
'fh others. What seems to be cruc1al here is someuh1n¢ that mizht
alled task—orientation or intesrity. They have worked very well.
wth very different kinds of people--both action and academically-
ariented«-whé have in common both coﬁpetence in their work and a
pcimé commitment to cetting a.job done. The trainees are very quick
To detect phoniness. They are not themselves above involvement in
office politics, but on the whole are probablj less concerned with
this than are wost workers in 1onr-esLab119hed bureaucracies. VWhen
they do get inmvolved, they are much more open than is usually the
case. This sowmetimes shocks, sometimes disarms their co-workers.
When the first group of trainees was released, their salaries
3

re set at $580 a month, and efforts were made to keep this as a

inizum for those who came later, Though all of them had expressed

Y

willingness during the selection period to live on $200 a month when

-t

firs eleased @ccording to the plan for part-time project~-subsidized
wori plus training), they very quickly became accustomed to $500 as

a2 pinimun income, and equally quickly to the hifher incomes most of
them are now making, These incormes incidentally are above what is
available to many graduate students just entering professicnal work
an -0 wany established professionals (for example, teachers). They
are beginning to have some sense of what they are worth. They have
taken to barzainin

zainin: for salary increases, and they point out that

agency staff, makin; more woney than they do, often perform more
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-in the areas in Which‘they themselves are working.
. " 'i‘!:i“eir"jobs, however, are almost all soft-money jobs, and they
. Temporary. Kost of them depend on Federal grants which in turn
: snd upon the wagaries of political change. On the whole the
N f;nees appear*unuoncerned about this. Many of them seem convinced
Q’the project director has unlimited power to come up with new
. =nding sources amd can in a pinch be counted on to provide them with
) : !

l-paid and interestings work. Except for the one man now in coll-

§e and two tbo tzlk of attending, none haﬁ taken any steps that would

-
'

z2d to eventual accreditation, steps that might eventualiy assure
them of more job security than they now ?ossess, The alternate
route--throuzh the civil service systems--also éresents problems. A
‘/sﬁﬁ-z mewber of & regional office of the Department of Labor, for
‘l[ekazple, is tryimrs very hard to zet one of the trainees quélified
"for a civil Sexwice position, at a salary comparable to what he is
how making. The absence of anythinz beyond a hizh school education
- is not a problem, nor is his ex-con status, but the amount of exper-

ience he has acguired qualifies him only for a position et roughly
tweo-thirds of kis present income. .

The trainees may be justified in their optimism. At the present
time, at leasp, the?e is some derand for what they have to of fer.
¥oreover, their zbility to perform and to meet the demands of these
Iind £ dgbs £=5 1 int 1 h { 11 a m o et T
rinds of jobs iIs improviny;, with time, and some are very competen
indeed. Their present job performance should be looked at not in

q

terns of finak s&chievement but as a point in a developmental process
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Jab status: control proun

P The men im the control group had available none of the job

!
ties open to the project trainees and both the nature of

1*

 opportun

K

‘heir work and salary level reflects this,{! Three of the nine had

]a[b

- very limited job experience. One worked briefly at 1abor1nf jobs

, dut spent most of his time after parole in jail or prison. A sccond
;ﬁ worked two months as a hospital orderly at a salary of $220 a month
befpore he éisappeared. A third held a laboring job for almest four
§;~?nihs before ke quit, apparently to sell narcotics; he is now in
‘.@Eis,v A fourth man, presently in jail, went to work as a truck
driver for a disposal company at $l9 a day, TFive months later he
kue>t his back on the job and was hosp1ta11zed He lived for a time
on 355 a week Workomen's Compensation, then worked briefly as a
bartender. AL the time of his arrest he was living off occasional
laboring jobs and his friends. .

The other five men in the control group have wofked steadily
znd been satisfactory cmployees. One is employed as a psychiatric
orﬁerly_in an oput-of-state hospital and at last report was earning
320 2 month. Anothef cbtained a job as a shipping clerk paying
$2 zn hour; he was promoted ‘to subforeman, then to foreman, and his
earninzs increased to $500 a ﬁonth. He was highly regarded by the

.cs::pany, but was fired after 15 months on the job over an argument
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{:?is émployer which hls Parole Azent repo*ts as not his fault
‘. ;third went to worl as makﬁtenadce man in a church at §1.50 an bour
i%&.EthhS later he .obtained a job as a shoe °alesman and has since
1€cze a department manacer. He has also wrltten a play, for which
_*‘ he cot some encourafenenL from a state colleze drama teacher, and

[N
: wa ' . . .
working on a novel, A fourth man has had five job changes since

ﬁ .
is release all but one on his own initiative. All 5obs Have been

i~

‘th.11~ht manufacturing fi ms; he is presentlyxan order filler.
7 . 2 _ .
7s salary has gone from $1.50 to $3.46 an'hour, and he usually makes

" ’h f-o
are with OVE”E’BE work, The fifth man has also had several job

-'

%an“es, mostly because of wor L layoffs, but he has never been out

1

£ work longz. He was released to a job as kitchen helper on a dam

e

¢+ Znstruction projec then promoted to stock handler. When the job

2
!!féfifnated he vorked as a longshoreman, then as a filling statiom
4ttendant, He has had two jobs since in heavy manufacturing, the

‘best peyinz about $5C0 a month. He recently spent $300 for an IBH

rt

rperating course in an effort to upgrade himself,

£

t oup who have stayed ocut of
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r2inees, and have done so with considerably less supprort.
. o Feed-0Out

Information about the New Careers Project has been made avail-
hle through the job contacts of the project director and the work

ne by the trainees, 'Besides tHLs informal transmittal, there have
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:b§3§ a numbex ofvpﬁblications describing the work of the'project
(géé Appendix E). )
r‘l’ ~ Systematic efforts have also been méde tojhave the trainees
participate in conferences of professional worLers. The first of
these occurred in June of 1955, shortly after the termination of the

Phase 1 training period. One of the Phase 1 trainees accompanied

the JIOject director to the Natlonal Counc11 on Crime and Dellnquen-

L N R

cy's,annual Institute on Crime and Delinqueﬂcy in Detyoit and vpoke

o the STQUp there.about“tbg project and t@e tralnLnf program. In

cr

. February of 1856 another of the Phase 1 trainees accompanied the
project diiector to the Centre of Criminology at the Uniﬁersity of
{ . Torento where the latter was presenting one of a series of lectures
cn Pecent Developments in Criminology and Corrections, He too
~talked with the group about the program. .In March of the same vear
*‘Q one of the Phase 2 trainees attended a conference on the trainiﬁg

DF non pro£e531onals sponsored by Howard University. In all three

cases the tralnees became involved in a good deal of informal inter-

[¢}]

ction. As seems to be true in professional groups who have had #q:h:

foed

ittle dealig;s with their clients on the same side of the desk, the
trainees were showered with a great deal of attention by the pro-
fessional participants.

The major project feed-out was a workshop funded by the
Rational Institute of lfental Health on "The Offender as a Correctional

tanpower Rescurce: Its Implementation,' held at Asilomar,  California.

September 8-10, 31%266. The workshop brought together some 50
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'ﬂqxrcctlonal admlnlstrators ex-offenders, and behavioral scientists

.o“’discuss the rroblems and 1ssues in using of;.enders and ex- offencprs

A;as staff in ccrrectloqal azencies., Twelve of the 1o tralnees

i
: -

pa*t1c1pated in the worksnop as did seven other e/—offenders worklnf

i correctional programs throuchout the Lounury

rior to the workshop, position papers were prepared on six

-

1ssues involved in building offenders into staff positions: selection,
: S .

community relationships, agency staff

.
s o i ety by —
.

"!tfraining, personal adjustment,

7,rel;tionshios 'ﬂd agministration, Each pﬂper wag dis cussed by =

znel chaired by its auchor, following which the total froup split

o
n

into six study zroups led by discussion summarizers. The summarizers.

o v i it e e

then- fed-back the study group activity to the total croup for further

discussion and evaluation. The trainees participated as authors of

"Q‘;,al‘sition papers {on trainingz and personal adjustment issues), as
As with the other confer-

‘panelists, and as study group summarizers.

i ences, there was g ;reat deal of informal interaction with the other

>

ice participants, Jobs for two of the trazinees developed
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: S ~ Parole Performance

.

Delinguent behavior: Traincest

The first project casualty occurred in early September of 1965,

during a Phase 2 planning meeting a: the Medical Facility. The pro-

ject director received a phone call informing him that one of the

hase 1 trainees--then attending the meeting--was .being returned to
. ’ [

2rison on a technical violation of parole. The two of them left the
1 .
reeeting and walked to the Reception Guidaﬁce Center? where the
trzinee's readmission processing began.
The trainee had been working in Sacramento on the State contract

ince his relez2se in May and had been leadlno, as nearly as anyone

E_(/)

wuld tell, an exemplary life., In early July, while on a business

T ) . .
‘l" trip to Los Angeles where he had formerly lived, he met his brother

who had also recently been released from prison. The two were

drinking, became worked up over the past behavior of a former friend

~

] . . . .
“Information on recorded delinquent. behavior of the trainees
titrols was made available by the Department of Corrections

and cor i
May, 1S557. P:ogcct stafi has been in active contact with all of the
trainces since that time, except for the one rcturned to prison 2nd
the one who disapreared the year before, and there has been no known
¢eli inquency since that date. With an exccption noted below, staif

has no lpxo:m4t101 since May on the bchavior of the controls,
2The Department of Corrections' Reception-Guidance Center for

newly admitted prisoncers in Northern California is a part of the
Medical Facility and directly adjoins the mein prison. :
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i ,0eir sister, and decided the friend nceded to be talked to.

j=te

' ."?he visit and the talk became abusive, and-the brother became violent.
Th

1]

v

=2n complained to the, police. Several weeks later the trainég's

. Parcle Agent in Sacramento heard about the incident. The Agent, |
who had been extremely sympathetic with and supportive to the trainees
and the.project, was upset, as much because the trainee had been un-~
able to discuss the incident with ﬁim, as because, it had occurred,

#
The situation was discussed with the trainee at a meeting at the

9
. Medical Facility attended by the Agent, ﬁis sd@ervisor, the project
' director, the trainees working in Sacramento and those 'still confined,
_yg On the basis of this meeting, the Agent submifted the required
/ Vioiation Report to the Adult Authority recommending thet the trainee
—~-“be continuad on paréle. ‘The Board ruied against his recommendation
i!! w‘and ordered a return to prison. A request by the project director
to have thé trainee assigned to the Medical Facility foxr continued
raining was turned doﬁn by the Director of Corrections anﬁ the
‘trainee spent the next seven months in a forestry camp; When re-
paroled he returnead to work with the project.

The next casualty occurred in Auguét of 1886 and involved one
of the Phase 3 trainees. He had been parocled to Sacramento at the
end of Junc and beagun work as a trainer on the Neighborhood Conser-
vation Project in July, In mid-August he disappeared, Little is
known ebout what hzppened, He was said to be depressed because the
training program was not going as well as he expected. A Parolce-at-

%

_ ! . . , < .
Large report was issued by. his Agent and his parole reveoked. Project
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Staff hes had no comounication with hinm since this time, but parole

BPIIY

: ;Sﬁaff réports that he was reinstated on parole in June of the follow-
.‘ing‘year and is presently working in a bar~ancj"grill in Southemn

’ ‘California. He has married end his wife is expecting a child,

; The third occurred two weeks latér. ‘It involved a Phase 1

f trazinee who had been paroled in March of 19656, He was working in
-4 Sacramento, on project funds, and was at that tine helpiﬁg organize
the Asilomar conference. He was also working with staff of the
Parole and Corounity Services Regional Ofﬁice to plan a training
progran for parole aides to be hired under the Job Training Program
sponsored by the Community Welfare Council, and was expected to be

one of the trainers, At 11:15 on August 26, according to the Parocle

R e T

Agent's report, he left a meeting at the Regional Office, drove
§/M ainlessly until he found a toy store where he bought a gun, drove
r %

:Q about again until he found a loan company, held them up end took
: $60, then beczme involved in a 100 mile-per-hour chase with the
police when he had a blowout and‘ran into a tree; He sufrendered

to the pélice about noon. The episode was a shock to everyone. The
traince, who was married and had three children was living comfortaﬁly
in a suburb of S=zcramento. He was known to be living wery well. He
was steadily opening charge accounts, and had recently borrowed $1700
fron a finance coopany., His spending had been a matter of concern

to the project coordinftor and the director as well as his Parole
Agent. Whenever the issue was raised, he insisted, as did his wife,
that the situation was well under control. After the arrest it wes

H
¢iscovered that he had prowmised a $5000 dcwn payment cn a home which
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.43 ad agreed to pés:chase‘, in.the belief that he could borrow money.
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" h
e had been unable to confide in anyone about his dilemma. The
~erime was obviocusly unplannad,

3

gbout it for three or four days. He hoped for probation, but was

though he said he had been.thinking

Ei
] ; .

jretumed to prison with 2 new robbery conviction and is presently at
. "8zn Quentin, ) , : . vt

The fourth episode occurred in Octobey of 1966 and also involved

"cne of the Phase I tzrazinces, He had been working in Sacramento but

quit the projéct September 1 and returned to southerm California.

{ g I 2 - - r $ .
- He failed to keep his Parole Agent informed of his movement and when

located and told to submit his monthly report and a report on his new

further charge 18 days later,

Other involvements with the law have been minor. One of the

and paid a2 $300 fine. A
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thzt he had been Im prison 2t the tim

-
=1

Some difficuities occurred at the Mediczal Fa

trainces returded £o work in the training program after their parole.

[§

. Though thz Superimtcondent hz2d made a point of hiring parolecs wh

~he could, most of them worked in the Administration Building and did
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‘f'.hot pass through the main hall, An obvious concern ta custody staff

wvas the potential for bringing in narcotics and other contreband.

One of the trainees was suspected at one time of passing a benzedrine

“inhaler to 2 ncn-trainee inmate (suspicion was aroused when he used

an inmate rather than a staff bathroom), but this never became a

matter of official record.
, :
Problems with parole staff came about primerily because of the

{
rainees and their subsequant transfers

3

frequent job changes of the

from one city to another. The traveling necessitated by some of the
jobs also cazused concern., When the trainees have made zn effort

to spend time with parole staff to discuss what they were doing,

relationships have generally been very good., Where they have not,

the;e has bezen some friction.

The nost dramatic incident occurring in the project did not
involve the trainees, but one of the staff: the project writing

consultant who was hired as an editorizl consultant, when he was

paroled. He was released early in Jenuary of 1956, during the Phase

‘He 1ived in 2 motel near-the Medical Facility until

2 program.

Phase 2 was over, then moved to Szcramento and worked out of the

project office there., In mid-March he diseppearad.

The full force of his defection was not felt =2t once, but its

cuculative impact was congsiderable, He disappeared with a car rentcd

on & project credit card; it was finelly lccated in North Dakota

~
several weeksd later. He also took a typewriter rented through tF

project ocffice plus progcct recording cquipment. Calls wade buinecs,
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B the project credit card began to appear on the telephone bill.

He cashed a $300 check given him by one of the trainee's mother to
purchase car insurance for her son. He wrote NSF checks to fine
stores and hotels and made a return air £flight from North Dakota to
Minneapolis to Seattle to San Franciseco the same way. To some of

the checcks he forged the name of the Administrator of the California
Youth and Adult Corrections Agency. His checks totalled about $2300,
He returned to San Francisco the end of May;énd cleims that he did
everything he could think of to get caught, including,sending a letter
to the San Francisco Parole dffice arranging a time to be picked up.
What actually happenaed is not clear, The trainees discovered his

presence in San Francisco following a call to the project office

‘. gafrom a hotel there zsking verification of his employment. They
informed parole, then spznt a fruitless day tryiﬁg to locate him,
Parole stéff did no better. He was not picked up until August 1
when he was‘arrested by the F.B.I. and sentenced to Federal Prison.

| Again, what harpened here 1s not too clear. According to the
Parole Agent's report, he szid that he was very depressed zbout the

graduation of the Phase 2 group at the Medical Facility and his more

cr
©

Temo relationship with the trainees in Phase 3, He expressed

considerable hostility toward project staff and said he could not

communicate wi%h them. He said further that he knew what he was

doing and wanted to return to thg security of an institution.
This episode caused morcé difficulty for the project and for

‘l’its sponsoring agency than any involving the trainees. The trainecs,
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‘\owever, have borne the brunt of the suspicion and scepticism about

offender potential that the episode aroused,

e

Delinquent behavior: controls

Four of the nine controls have been involved in parole difficulty,
The first to £0 was a man who obtained a job as a hospital order}y
shortly after his rclease, A bright and very competent person, ﬁe
was thought to be doing an excellent job by his employer, though
the job paid %ittle and was far from a chailence. Two months later

he disappeazred, along with a woman employee of the hospital. They

were heard from mext in Salt Lake City. His record indicates an

arrest in New Jersey eight months later on a charge of carrying a

concealed v weapon, but it is noted that identification was.not

(.verlfled by flﬂfrerp‘rm‘.o. No further information has been received

%

by parole stzff in the eight months since thlS entry and it is
possible that the arrest was attributed to him in error. At the
time of writing this report, he is still considered in Parolee-at-
Large stztus. _

The second man did a very chaotic parple., He was arrested by
his Parole Agent a2 weck after release and again a month later for
failing to show up 2t work, Six weeks later he was-.arrested for
forgery and senteanced to six months in ja2il on a plea of petty theft,

Shortly

]
th
2l

er his release from jail he disaeppeared and was not heard

from until his arrest two months later for drunk drivin This also
i
resulted in a six-month jail sentence, but the sentence was suspended

’ when he was convicted of znothor forgery charge and returned to

L3
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prison. He worked very irregularly during the time he was out,
He became casually involved with several women, did é fair amount
of drinking, and wrote NSF or fofgcd checks when he was drunk, His
Agent said that he did parole on his own terms and solved problems
by leaving themn. |

The third man was arrested a month after his release while in
the company of another parolee who was trying to cash a stolen

travellers check. Charges against him were dropped and he was re-

leased four days later. There were no problems for the next 15 months

except for a drunk driving charge on which he was found not guilty
by jury trial and a police detention for loitering on which he was
not charged. He became involved with various motorcycle clubs and
wes known as the acting president of one of the groups. During a
meeting at a Sacramento bar he was arrested and charged with poss-
ession of a concealed weapon (a switchblade knife). He pled guilty
but claimed he had'taken the knife from another club member to
prevent any trouble, He is currently sexving a six-month jail - -
sentence.

The fourth man quit his job as a laborer, with which he was
very dissatisfied, four months after his release and disappeared.
Three months later he was arrested, under another name and charged
Qith possession of marijuana and heroin; he was thought to be in-
volved in selling. He was released on $1100 bail and again dis-
appezred. He was arrested again two months later and sentenced to

prison for a new term, Prior to his first disappcarance he had
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appeared to be adjusting well to parole, but his Agent reported

‘that he was always secretive about his activities.

Of the remaining five controls, threce have had no reported
difficu}ty. One was arrested nine months after his release for
possession of marijuana ( a cigarette was.found in a car in which
he was sitting with a friend). The charge was dropped and he was
released the next day. Another was arrested foxr drunk driving a
year following his release; he pled guilty and paid a $250 fine,

Neither of the two men has had eny further difficulty.

Expected-to~chserved

1 the men in the control

In terms of base expectancy scores,
group are doing about as expected and the trainees are doing consid-
erably better, These comparisons are crude, both because the number
of cases in each group is small and becausé the exposure time is
limited. The base expectancy tables are constructed on the basis

of 24 nmonths of parole experience, with failure defined as a return

to prison, parolee-at-large status, or a jail texm of 90 days or

more within the two-year period, In these terms, the expected failure

rate for the 18 trainees is 42 per cent or 7.6 men, and for the nine
controls, 48 per cent or 4.3 men, With time since release varying
froem 14 to 21 months for the controls, four (44 per cent) have

failed in base expectancy terms. Of the trainces, with time since

lsee Table 2e, page 36,
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. release varying from 14 Eo 29 months, three (17 per cent) are

failures, |

Two of the controls and four of the trainees have so far suc-
cessfulﬁy completed perole.

At least one of the trainee successes has gone far beyond the
expectations of correctional staff. On accepting this man,-who had
a long prison record, the project was warned that he was a manipulator,
incurably delinquent, and would come to grief, They gave him two .
mﬁnths, at most, on the outside, He has made it for 18 months so

far and has been one of the project's major strengths.

Money

| The financial plight of the released offender has been well

}. docunented. For most of the trailnees the project was able to arrange
a spall salary advance to help them get settled. The initial problem
of financial adjustment, however, was not the most serious one.
Most of the men handled themselves quite well during the first few
months. Financizal pressures mounted later, 'The project directoer
\1oaned sone $5800 of hils own money to the trainees over the 28 ponths
of fielgd eiperience, almost half of whiéh has not been repaid. Most
lozns were made to meet crises of delayed pay checks or to serve
as advances on travel expenses.,

What would have happened to the trainees had this source of

funds not been available is unknown. At one point, near the end
3

of the second institution training period, staff and tralnees agreed
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. that there were to be no more such loans, but neither side adhered
to the agreement. The fact that some trainees managed to get along
without loans and even to save money while others were always in
crisis suggests that this was not simply a matter of realistic
financial pressures, though these are not to be discounted, Tastes
in spending varied, as did judgments of what 1s necessary to 1ive.
Expensive cars were a big drain, (In the fall of 1966 the project
Newsletter noted that theée included an XKE, a Buick Riwviera, two
Thunderbirds, and an MG.) Three of the trainees lost their cars
because of failure to keep up payments. One has recentiy declared
bankiruptey. The role of over spending in the parole failure of an-
other has been described above. .

‘ The traineces are not, of course, doing anything very different

than is done by manygnondalinqueﬁtlpeo;le in a credit~-card-society.

Unlike many such people, however, their jobs are insecure and they

have no financial reserves, Money management for many continues to

be a2 troublesome area.

Person2l relationshirps -

Most of the trainees settled very quickly into reasonably stable
relationships ﬁith women, Three reunited with their wives and fwo
reccnciled.with wives from whom they had been estranged. There was
one divorce and six marriages, five of which have lasted. At least
three of the remaining eight are involved in 1ong~term'ré1ationships.

The wife of one traince recently had a son and the wives of three
5

‘,; others are pregnant,
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The part played By women' in the trﬁinees‘ adjustment to their
new roles is one of the areas to be explored in a proposed follow-up
study to the project (see Summing Up). Some of the trainces are
now involved with women who are working, studying, or doing research
in the human service fields and are recelving considerable support
In these relationships for théir efforts at change.

Supportive relationships also appear to have been imgortant
to the controls, Of the five wmen in the control group who have not
been involved in major difficulty, one has returned to his wife,
three have married (one has since had a child), and the fifth has

formed a stable common-law-relationship.
The Training Model

On the basis of experience Qith the New Careers Project, we can
offer the following observations about setting up a program to train
delinquentfqriented young men for careers-in the professional service
fields.

We would argue first of all that training should be tied into
actual work experience as early as possible. This could not be done
with the project trainees because they were institutionalized, and
we feel the program suffered for this. Much of what the trainees
have learned has come about since their release and with their
actuzl job expericnces.

Second, training should not be undertaken independently of job

developnent., Training conducted with no specific jobs in view is
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often irrelevant, generally wasteful, and sometimes does a dis-
service to tﬁe trainees, More importantly, much of the training
“dmpact comes only from job experience and the working through of this
experience in the training setting. The project took only small
steps toward realization of this goal: at the time training began,
there were potential jobs in view, but despite considerable staf¥f
work none was.tied down., A tremendous amount of staff time went

into job developwment at the expense of training. Moreover, it was
necessary to settle for any jobs that could be found, rather than
screening them in terms of their potential for trainee development.

The many job changes the trainees had in their post-institutional
| experience may have been of some benefit however. Ideally, a sexies
of jobs~-either graded as a developmental sequence or offering ex-
posure to different aspects of the work being trained for--should
be made available as a part of the training. These jobs should
provide meaningful and relevant as well as adequately paid work and
should allow time for ongoing training as well. This is similar
to the internship model which is used in the training of profession-
als in many human service fields,

Third, opportunities for accreditation and advencement should
be built into the progzram at the outset, either through the existing
educational system or--because this system is often irrelevant to
traince needs and goals-~through innovative educationzl programs
developed within accrediting institutions to meet the needs of

trainecs for job-relevant advanced training., This of course was
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" lacking In the project and may well be a source of future difficulty
for the traiﬁees.
Fourth, there should be available a &ariety of supportive ser- ‘
vices in addition to the training itself. This would include:
A lﬁan fund to help the trainees meet.financial érises. Such
crises were frequent in the projéct because of problems in finding
jobs and delays in getting initial paychecks. With better job
support, there might be less need for loans, though it is unlikely
the need would completely disappear.
Counseling or intecrpersonal support to help the trainees meet
crises either in work or their personal lives. The project
attempted to provide such support through peers, both in a cont-
inuvation of small living-learning groups {which were never held
with any regularity) and in the work of the project coordinztor.
These arec not necessarily the only models nor the best ones.
There should be further exploration of ways to meet such traince
needs. '
Provision fér bringing the trainees together, after the formzl
tfaining is over, to share problems and goals and to continue
building a sense of involvement with peers. The project attenpted
to do this thrbugh the four meetings of field and institution
trainees held at the Medical Facility dﬁring Phase 2 end through
meetings of smaller groups of trainees working in the same area
in the field. Much more could and should have been done had wore

funds been availeble. Again, the optimal approach~-if there is
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in fact one optimal approach--needs more study. At this point‘
our feeling is that meetings that bringvthe group togéthcr for

two or three days at 2 time are more helpful than shorter meetings.
The prolonged time together creates tensions that lead to confront-
tation of problems that might be glossed over or ignored in a
shorter space of time, and provides time enough for some reso-
lution or at least discussion of these.

Consultation or other resources for trainees having difficulty

in content areas not covered by the training program as a whole,
An example would be tutoring in reading or writing for those
trainees who have particular difficulty in these areas.

Fifth, attention must be given to the selection and development

-

of staff, This is especially important in a program that requires
trazinees not only to acquire mnew content knowledge but to take on
new roles and to meke shifts in their value systems as well, At
least for the ex-offender group we have worked with, and probably

for many other delinquent-oriented persons as well, relationships
with authority often become contests of strength. The trainees need
opportunities to form relationships around values toward which ;hey
are trying to move. For this staff members need to possess a strength
the trainees can respect and don't have to fight. This does not
necessarily mean the kind of strength they have recognized in the
past. The people who have won the respect of the men in this progrem
have had three qualities in common: strong commitment to their work, -
a task-orientation with a minimum of involvement in powcr or other
gancs, and an acceptance of thomselves that precludes needs to prove

their own adequacy, . 142




‘ Beyond this it 1s important that st;aff'have the capacity to
tolerate and become involved in. relationships without blowing up.
This means steering clear of a therapist role, which minimizes in-
volvement, but avoiding the overinvolvement that leads to demands
that cannot be filled and eventual staff withdrawl, with resulting
disillusionment, bitterness, and feelings of being let down. Over
a peribd of time, this is not an easy role to ﬁaintain. It is
therefore crucial that provision be made for training for, support
of, and development of awareness in a programs's staff,
It is probably also important to have a varied program staff,
vho take different roles, and who offer treinees opportunities to
éystematically get involved with different kinds of pesople. (Though
. when staff have different biases, interests, and values, it is also
ioportant that they not get tra?ped in intrigues among themselves,)
These relationships should then be looked at by staff and trainees
in a living-learning setting so that the interéction contributes. to
the development of both.
The specifics of any training program are determined by the
role the men are to be trained for and to some extent by the training
‘setting and thé time available. In addition to the general conditions
outlined above,'the following guidelines are suggested as a groundwork
onn which these specifics can be built,
1. Trainees participate in all phases of training: plenning, teaching,
and evaluating.

'll' 2. The development of a core group who then help with the training
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of a succeeding group who in turn help train the next group
appears t& be a useful approach. Each group develops a set of
training resources for the use of the following group who can
build on these to prcepare material for the next wave of traineces.
Continuous evaluation and feedback is an integral part of the
training program.

Modification of the training plan on the basis of information
obtained in the ongoing evaluation is an option available to

the trainees, provided the nature of the change and a rationale
for it are spelled out in advance, expecteds made about the
anticipated results of the change, and the expecteds followed-up
by systematic observation.

self-study is used as a way of individualizeing the training
program by having the trainees set their own goals and make
commitments to specific task achievements.

It is assumed that a trainee's peers are more effective in mod-

. 1fying his behavior than authority models, Peers are thus used

as role meodels (as in "olders/youngers'), as teachers, and as
sources of feedback on behavior.

Personal problems that get in the way of performance are

approached through living~learning sessions that focus on reasons

 for task failure rather than on personal dynamics.

Content learning is done around self-initiated short-term
projects so that the trainee is immediately immersed in content

relevant to him and can have feedback on the application of what
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10.

11,

12,

he has learned in a relatilvely short time,

Staff are used as consultants or resource persons around work

or project assignments rather than as lecturers or imparters

of information divorced from actual task performanée.

It is important to allow failure to occur and then to work with
it rather than letting failure be a cause for termination.
Provision is made for the ongoing development of professional
staff along with the traineces. Staff participate in living-
learning sessions, set goals, and make expecteds as do the
trainees.

Efforts are made to foster commitment and feelings of joining

a cause., To this end ways are sought to build involvement with
peers and to provide opportunities for reinforcement of behavior

from peer models.
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‘ . ‘ Sumning Up

The project has demonstrated that some offenders can be trained -
for new kinds of roles in the program development field, and that
they can perform effectively in these roles, It has-also demonstrated
that training rmust be tied in with job development, that job exper-
iences nust become a part of the training, and that nonproductive
job bechavior can be worked with to further the develorment of the
trainees. The project has shown that there is a great variation in
the amount of post-training-on-the-job support required. With some
men the formal training appears to have set a learning process in
motion so that they continue to grow through their own experiences
with little outside support. For others, something like a sheltered

. workshop situation seems required, and it is possible that for some
it will be required indefinitely.

What happens to trainees of course depends neither on them
alone nor solely on the situations in which they are placed, but
on ean interaction between the two which may change over time.

Trainees vary in the amount and kinds of strengths they bring with

rt
oy
)

wem and in their points of vulnerxability. Employment opportunities
vary in their inherent demands and in the nature and degree of the
supports they offer. A study of this interaction between non-
professional and opportunity has been proposed as a follow-up to the

New Careers Project.l' The proposcd study will look more closcly

1Beyond the Opportunity Structure, proposed NIMH Rescarch Grant
() MH 14345
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than we have been able to do in the present projecct at what has

happened to the project trainees and will also look at what has

happened to other ex-offenders working in now career positions and

to employers and co-workers of both groups.

The proposal stems from the following obscrvations, nade on

the basis of euperience with the project trainces.

1.

2,

The more the txaince has going for him before moving into the

new opportunity (education, job experience, non-delinquent back-
ground and valuc systcm), the less likely he is to make it in

the new setting. All of the trainees vho got into trouble were
Caucasians (there were 10 in the training group and eicht minority
group members). None of them came from families that wexre poor.
All had had good job opportunities open to them in the past.

By contrast, some of the strongest persons among the trainees--
the ones who have developed most commitment to the project and
have been the most dependable workers--have come from ghetto
backgrounds and have a long history of fairly organized delin-
quency, For the first group, what is going on in the trainee
himself appears to be making a major contribution to what happens
to him, For the latter, the opprortunity offered scems more
important, This observation obviously needs testing on a much
larger sanple, |

A sense of commitment to the new opportunity, defined broadly

as a cause rather than a specific job, can be a source of strength

in meeting new situations, It may not be essential for effcctive
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Performance, Some of the more successful tralneecs in fact
appear to have had little concern with mzking a contribution to
a social movcment.

This sense of commitment is not an eithex/or thing; it is re-
inforced by expericences of success, weakened by failure. The
importance of these experiences in affecting commitment varies
over individuals, Many of the trainees are very sensitive to
criticism, direct or implied. Some have been and still are
handiéapped by feelings of worthlessncss and can take nelther

themselves nor their jobs as being of much importance.

The scnse of commitment 1s accompanied by, or expressed in a .

shift in values. Apparently most effective is a shift from a
delinquent value system to one that enconpasses elements of a
professional-intellectual-liberal set of values, but this is
not the only kind of shift that can occur. Also effective arpear
shifts towaxrd a conservative and conforming way of life. 1In
either case, value shifts do not come about easily, even when
they are consciously sought and worked for. Periods of "good"
behavior are interrupted by episodes of relatively disorganized
oxr unproductive activity, as though the men felt compelled to
break away from what they felt as too much constraint. In

this they are perhaps not much different, though more open about
it, than many nondelinqueﬁts.

The presence of, or development of interpersonal relationshigs

that are supportive to the new role and to changes within the
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trainee to meet this role can be extremely important in
determfning its workability. We have becen impressed with the
positive effect on job perfofmance 6f hetero~sexual relation-
ships formed by these men on their return to the community;
they have tended to become involved with women who encourage and
support their cfforts at change. Other types of relationships
may also have this effect: with an older person who. can serve
as a role model, for example, or with a younger person who models
himself on the trainec. -
6. Most employment situations offer the nonprofessicnal an initial
' degree of tolerance, acceptance, and ego~building support well
above that granted the typical new employee. This hay help in
bis initial incorporation into the system but can become a
source of later strain and uutual disenchantment as the demands

of the enployment task become paramount.

The ﬁresent study, and the proposed one, cannot hope to
rovide definitive answers to questions of the optimal development
end use of peorle who have been social problems. Obviously there
is still a great deal to be learned and further tested. But imp-
lementation need not wait on further testing. The New Careers

Project is actually only one of a number of studies! that sugport

1For exarple, the work of John McKee at Draper Correctional
Center in Elrcore, Alabama; the Corununity Apprentice rrogram at
Howard Universjty; the Ncw York State Division for Youth usc of
delinquents as staff; Scientific Resources Incorrorated training of
delinquents as Human Resource Consultants; the inmate developed data
processing system in the Indiana correctional systewm; and Dennis
Briggs' Use of inmates as therapists in the California systeu.
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the general rehabilitation principles advanced by Cressey over a
decade ago,1 principles that emphasized the value of active part-
icipation in helping rather than passive receipt of help.

There can be little question that there is a great deal of
productive inmate and ex-inmate manpower available, and 1t is
available to correctional systems as well as to other social agencies.
Corrections' failure to make use of this manpower for other than
system maintenance roles is especially.ﬁasteful at a time ﬁhen the
coxrectional field is searching for ways to attract new manpower and -

to fill both its present unmet and projected future manpower needs.

lcressey, D. R. Changing criminals; the application of the
theory of differential association. Amer, J. Sociol., 1955, 61,
116-120, See 2lgo: Volkwman, R. and Cressey, D. K. Differential
associztion and the rehabilitation of drug addicts. Aner. J, Social.,
July, 1953 -
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APPENDIX A

JOB DESCRIPTION OF SOCIAL CIANGE AGENT

Prepared for use in the’

New Careers Development Project training program

January 1345




r
}J-
6]
(D]

The Sociel Chznge Agen nember of a te eam wailch works

with communiti s, or groups in thelr

W,
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, orgsnizations, =gzencie
systematic eiforts at change and development~-that iz, their

attempts to find new ways of dealing with the problems on which

h

ar

m
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they must take action., Many examples of these attempts

[&]

currently in the news: the education system's efforts to cope
with problems of integration in the schools, community efforts
to deal with teenoge violence, special pre-school programs for
culturally disadvantaged chnildren, and the joo counseling and
traeining programs to be set up under the Economic Opportunity
Act,
By systematic we mean that information is collected to

help clarify & proslem, that new pros
the problem are evaluzated in terms of their effectiveness in

meeting agreed upon goals, end that information on effective-

pack to the group allowin
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The use oi a Change Agent to work with a community oxr
agency group is proposed for thoce situations in which the
staff involved in new programs do not nhave the time, nor
pernaps the skills, necessary to devote to continual evaiua-
tion and feedbacl,

A team is suggested, rather than a single coﬁsultant,
becuuse the kinds of social change with which we are concerned

involve complex networks of relationships among gzroups who are
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often unable to understand or communicate with eacnh other. In

the school integration example, tnis would include adminis-
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trators, teach rents, and students. In the violence

T
~

.

example it might include elected officials, police, . teenagers,

and the public at large. In the job training example, this

would mean employment counselors, employers, and tine unskilled

school. dropouts for whom jobs are to be found.

As envisaged here, the team will represent in miniature
the cultural forces involved in the specified efforts at
change and development for which the team is employed. Such

a team would include persons with and without professional

backgrounds, voth of whom would be specielly trained for their

role in the change agent team. In addition, the team would
include a *‘devalopee’ (a Change Agent in training) who would
pe drawn from taz clients of the community or agency bprogram.

Thus a Cnangz Agent Team which was concerned primarily with

EN

programs for disadvantaged youth might consist of a person with

S

social work training (perhaps a graduaste studant), a non-

professional {(who aimself ceme from

i}

ﬁ\
'_l .

and a school dropout who would be

o 4
r

the team to pecome a Change Agent 21lf. Professional con-
sultation would be aveailable to tne team as required by its
work,

Members of a Change Agent team will be trained to be

appreciative of and to sork wiitn representacives of dififerent

ad through nis work with

disadvantaged background),
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culture value systems., They will function to bring about
communication among the various groups involved in a change
program-~organization staff, Elients, éonsultants, and repre-
sentatives of the community. The role of the team is to
interpret the attitudes, values, and frames of reference of
conflicting groups to one another, to establish trust among

them, and to educate the community at large.to theixr problems

~and their ways of trying to handle them. Since individual

members of the team will themselves represent different
cultural groups, they will each work with that group with
which they are best able to establish communication. Since
they will function as a team, their goal will be to resolve
conflicts among the groups with which they work.

The team will aid the community orx agencj group in the
formulation of change and development problems so these can be
the subject of eépirical investigation. = They will help develop
and maintain systems of data collection, analysis, and ._
reporting (including correspondence and reference files). They
will work with consultants, as necessary, in devising these
data collection and analysis systems. They will be eéuipped
to aid in presenting feedback of findings to the group throug
visual aids and discussion techniques,

The team members will be aware of and reasonably comfort-
able with conflicting value systems. They will be preparéd to

help clarify these conflicts through rational approches to

e gy e 0




the statement of problems and issues and the systematic study
of these issues.. They will aid in developing and implementing
programlinnovations directed towards the resolution of problems,
provide feedback on the effects of the innovations, and aid

in developing further prozram mcdifications.
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INTRODUCTION

The New York Sun, January 6, 1933:

"Anticipate charity by preventing poverty; assist
the reduced fellowman, either by a considerable
gift, or a sum of money, or by teaching him a trade,
or by putting him in a way of business, so that he
may earn an honest livellhood, and not be forced to
the dreadful alternative of holding out his hand for
charity.”

Today, thirty-two years'later, there are more than
thirty-five million people in this country holding out thelr
hands, Being poor is not a choice Tor these people; it 1is a
rigid way of life, It is handed down from generatlion to
generation in a cycle of inadequate education, inadequate

homes,” inadequate jobs; and stunted ambitions. It is a

|-
=

peculiar axiom of poverty that the poor are poor tecause

they earn little and they earn little because they are poor.

bt

There is little help for those who seek a way out of this

closed circle., The communities of the poor generally have

the pocrest scnools, the scarcest opporbtunities for training.

The poor citizen 1la

-

[&]

¥s organization, endurcs sometimes arbi-
trary infringement on his rights by courts and law enforce-
ment agencies, cannot make his protests heard or has stopped
protzesting, A spirit of defeaticm often prevails his l1life

and remains the only legacy for his children,
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Indeed, the neecd for assistance is plainly and pain-
fully evident. These indigent people ("outs") have bthe
great need of finding avenues of travel that can, and
will, take them out of the ugly cycle of belng poor.

They do not need their tickets purchased for them, buf
rather, their plight is securing a means of "earning"
thelir tickets; developing the ability to learn, grow,

find meaning and satisfaction, and thereby btreak loose
froﬁ the strangling bonds of poverty. A breaking loose
that will be lasting because these pcople will te equipped
to contribute to, and find satisfaction in, our growing‘
affluent society. |

Studies are teing conducted in search for solutions
to the rising unemployment.ranﬁs, the implications of our
population explosion, the mounting problems of'school
dropouts, the unanswered questions of disadvantaged youths
who need productive roles in our present and future
sécigty, etc., One approach that is bteing explored is the

use of the products of social problems as a means of

better understanding the prbblem. This means, for example,

encouraging and training those who are feeling the effects
- of poverty to assist professionals in finding the causes
of poverty and the necessary steps to remove 1%.

As new technological inventions continue to replace
thg seml-skilled and un-skllled worker, the demand for

"human services"; health, cducation, and yelfare, multiply
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féntastically. Professionals must be trained and trained
more specilfically, as well as more rapldly. However, the
development of greater professional "armies" is far from
being a toftal answer. Certainly the professional is the
backbone of approach; but, more and more, the professional

is finding that he needs more "hands." In other words,

the professional of today needs "helpers," or "aids," or
"enablers," or some type of "non-professional" to assist

in the assault to bring about change in the social forces

NS A mT s e vepeie ey ayep w e

present in our society today.

In military battles, a General needs staflf personnel
to augment his effectiveness, Captains and Lieutenants to ;
relay information, and Sergeants to carryvout conraands.
The battles of the "War on Poverty" arentt different. The
professional, like the Gsneral, needs "aids"; pedple'spe~
¢cifically trained to perform certain kinds Qf tasks. Tasks
which may include fhe feeding back of information about the
clients of a given prograem, development of client partici- o
patiocn in a2 given program, establishment of various study | |
groupé, developing in-service training programs fdr staff
perscnnel #within a given program, data collection, data
processing, data evaluation, interviewing, étc. It is
necessary that programs.be developed to train these
"non-professional" people. Programs that will, in some
way, compissicon an understanding of the projected employ-
ment, the necessary skills noeded to fulfill that employ-
ment, and promo%e satisfaction and meaning in such

1id



employment. The project explained in this report is one

attempt to evolve such a program.

‘New Careers Develcpment Froject is a three-year study

spensored by the Institute for the Study of Crime and
Delinguency, funded bty the Natlonal Institute of Mental
Health (Project Ci1 - C1616), and under the dircction of

Mr. J. Douglas Grant. It is the purpose of this project

to train a series of "change and development" teams, which

can function as non-prefessionals; non-professionals who
have skills developed which are of value in helping pro-
fessionzls complete the various tasks necessary to bring
about change -- ncn-grofessionals who possess an under-~
standing of the "worid" of the professional, as well as‘
the "world" of the client -~ non-professionals who find
purpose, meaning, and satisfaction in the performance of
their jobs -- non-professionals who better understand
themselves and therety better understand others, and fthe
soclety in which they must live ~-- non-professionals who
can constructively contribute to the dévelopment of .

society.

S —— b sra o

Within the lMNew Careers Development Project, a "change
and development! team ccnsists of two prison inmates, one

college graduate student, and one professional consultant.

There are two training sessions, both conducted at the
California iMedical Facility, a state prison located in

Vacaville, California, In the first fraining session,

e



vhich began January 7, 1965, and ended April 31, 1965, and

1s the subject of this report, eight inmates and three
college graduate students, plus a stalf of fthree consul-
tants, underwent training. Each training session is di-

vided into two parts, four months intensive training -

in the institutlon, and four months internship training in

the community. Of the elight inmates participating 'in the
first phase of this treining, five are now interning in
the community as non-professionals, with three remalning
in the institution until” such bime as they can be consi-
dered for parole. Two of the three college graduate stu-
dents are alzo now functioning in this internship part of
the training. One dropped out due to family commitments.
In the second training session, which is'scheduled to be-
gin in early Octoter, 19€5, eight more inmates and four
college graduate students are slated to participate.

This repért containg the retréspective analysis of
the New Careers Developiment Projectts institutional pilot
treining session. It includes a description and evalua-

tion of the total program, training curriculum, principles,

and goals, It is the purposz of this report to serve as a

guide for the next training session, point cut the areas
¢f needed improvemznts, as well as the successes, and to
better acquaint others wlth the New Carcers Development

Project.
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GOAL AND SUB-GOALS
CF
NEY CAREER3 DEVELOPMENT FRGJECT

It is the goal of Hesw Careers Development Project to develop

a medel for traininz change and development teams which can

function as enablers to assist professicnals in programs de-

signed to incresase the opportunities of impoverished people.

Inceorporated under this main goal of the ﬁroject there are
five subk-goals:

(1) to become aware of change as a process in the

dynamics of organizations and communities,

(2) to become able to work effectively with indi-

Q

viduals and zroups, both agency staff people

Q

4

and pecople in need of asency service,

(3) %o bscome able to use research services in

collectirz, analyzing, and relaying informa-

ticn back to appropriate people,

(4) to become more aware of abilities and problem

areas; and

(5) to beccme better at basic education skills,
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SKILLS

The New Careers Deveclopment Projcct training program is
aimed at the achievement of certaln goals. To adequabely
reach these goals, a proficiency in several skill areas would
be needed. Listed below are tlooe skills deemed necessary

for the attainment of the program goals.

(1) GROUP SKILLS

The develcpment of techniques to work with and
within a vroao Atilities to get groups goling
and to keep them goinz., Kncwledge of obkserva-
tional techniques that may be used with groups,
ete.,

(2) RESEARCH SKILLS

Abilities with various research techniques. An
understanding of research as a tool, including
an understanding of statistics.

(3) ORGENIZATIONAL DYNANICS

Abilities to study (fia”nostical?y) organl zations.
The worxings of organizations and their impact.

(4) STRATECIES FCOR PLANNED CHANGCE

Abilitles for, and the understanding of, methods
of’ bringing about a change.

'-IJ

(5) KNOWLEDGE OF SOCIAL TREIDS AND ISSUES

Knowing, with undcecrstanding, of social rroblems,
trends, _u.ue s, and prozrams that are aimed at
comuatlnﬂ them

(6) INTERVIEY SKILLS

Abilities to conduct proper interviews to gzther
information that is desired. Interview technigues.

-3 =~




(7)

(8)

(9)

(10)

SELT~AVARENESS

Abilities to be cognizant of onesellfl,

WRITING SKILLS

Abilities to write and express ideas well,

SPELKING SKILLS

Abllities to speak clearly and well.

READING SKILLS

Abilities to comprehend end study material.
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LEARNING PRINCIPLES
In order to provide individuals with the necessary skills
Tor attainmment of project goals, the training curriculum

revolved around a set cf fundamental "learning principles."

1. There i1s an interaction bhetween kinds of learning

and kinds of learners. Learning and problem

solving methods that are effective for some kinds

oi persons are nobt appropriate for others.

2. Learning, including value and attitude change, is .

most rapid, permanent, and usable when it 1s a

vital function ol some purposeful activity, game,

3. Learning is mecre effective when it results from

effort to, find answers to self-initiated guestions,. .

The learning setting must give high priority to
providing an oprortunity for new ideas and new
ways of perceiving old problems to arise (Moore's

"responsive environment').
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6.

Artistic and game activities are wavys to explore

and learn without having to face the commitments

of "yeal life."

"Know thy self" is still a fundamental principle.

The "self" can be vievied as the culture in minia-

ture. Learning to understand oneself becomss a

way of learning to understand others and to undsp-

stand socilal phenomenz in general. "Self-knowledge"

is thus not an end in 1itself but a way of helping
the individual develop a coherent and personally

satisfying world view.

Self-study is more effective and less resisted

when it is a part of an achievement rather than a

self~curing system,

Group sharing of self-study in achievement tasks

!y

generates powerful ferces for enhancing learning

as well as providing social content for study.
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TRAINING CURRICULUM
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TEAM PROJECTS

Team Projeéts served many purposes in the training
program. One was to provide cbntent for the trainees to
learn by doing; that is, plan and conduct studies, sur -
veys, and exXperimental mbdels similar to those with which
they woﬁld be involved upon placement in the communi%y.
Another purpose was to provide the trainees with the ex-
perience of working as members of a coordinated team -~
coopefating, planning, and buiiding'bn each other's ideas.

In some cases, team projects were functions of on-going

or proposed community action projects.

DESCRIPTICH

There were four teams, each made up of two inmate
trainees, one college graduate student, and one profes-
sional cecnsultant. The trainees and consultants met en

masse Tor abtout two weeks before the teams were formed,

!

his gave them a chance to get to know each other and

&)

decide who they preferred as team-mates.

Graduate students majoring in the Behavioral
Sciences were interviewed by project staff, after which
they participated in a discussion with both project staff
and trainees. During this meeting, the graduate students
were orientated to the goals and proéedures of the New

-7 -
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Carecers Development Project. Each student expressed his
gualificetions and the group discussed the need for socizal
change in today'!'s society. After the meeting, the consul-
tants and trainees discussed thelr impressions of the grad-
uate students and selected four whom they felt would be the
most valuable to the project.

The original design of fthe pilot training model speci-
figd the requirement that all the trainees must have parole
dates on or before May 1, 1965. However, the ﬁool of eli~
glble epplicants was much smaller than antlcipated; conse-
guently, four of the eight final selectees hgd indefinite
parole datéé.

The consultants and traipees met together and discussed
the alternatives and their preferences for team combinatipns.
During this meeting, the four teams were formed. One team
was made up of the Project Director as consultant, one grad-
uate student, apd the two trainees with the least probabvi-
1ity of being paroled by May 1, 1965. The other three teams
were fcocrmed on a friendsﬁip basis, |

"Team Work and Studyﬁ was the scheduled time for teams
to work on thelr respective brojects and other team
‘activities. In addition, it was common for trainees to work
until three and four in the morning on thelr team tasks.

Each team undertook different projects from time-to-
time, depending on what their expccéed cohmunity project

was, who their consultant was, and their individual




preferences, The following are descriptions of each of

the teéms' projects:

Team One was made up of the Project Director, a graduate
student, and the two trainees with the least likely chance
for early paroles. Their project was the administration
and systematic evaluation of the training program.- This
included several activities. One was the routine clerical
chores of preﬁaration and distribution of weekly schedules,
méintenance of the project library, bus;ness correspondence,
collection and distribution of team presentﬂtion material,
and maintenance of a filing system. Periodical éelf—study
measures vere administered to the total group; for example,
each individual'!'s ideas and feelings akout the program,
expecteds~to-observeds, skill and success pecr-ratings,
personality inventories, scholastic achievement tests, and

othar self-evaluation measures. In addition, Team One led

weekly Tota2l Group Evaluation Meetings (outlined in this

section),

Around mid-point in the training progrém, a trade was
made between a member of Team One and a member of Tean
Three, Subsequeﬁtly, the Project Director divided his con-
sulting time between these two teams.

Toward the end of the training program, Team One con-
structed a survey rcport; "Peer Ratings and Their Association
vith Interpersonal Relationships,"” showing statistical

-9 -
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comparisons between the vérious ratings taken during the
training program.

In effect, Team One was the change agent of the
training program. Their job was enabling and keeping
track of both individual and system develcpment.

Team Onets projects emphasized research skills (qués—

tionnaire construction, research fundamentals, and statis-
tigs), clerical skills, and group observation and leader-
ship skills. They also had experience with strategies for
planned change, report writing, and basic communication.
skills (reading, writing, and speaking). However, they
neglectad interviewing, social trends and issues, and or-

ganizational dynamics,

Team Two consisted of two trainees, one grad-student, and
the Project Co-Director as consultant. The two trainees
expected to be paroled May 1, 1065 and to go to wbrk in a
comaunity study for the e@ployment and -training of profes-
sional aids. )

Team Two'ls first project was a proposal; "Group
Observanée'study” ~-- an experimental model to determine if
patlicents! interest and attitudes toward group-therapy would
improve as a result of their participation in a self-study
grbup'including individuals with experience in therapeutic

community-living. However, gecing through proper institu-

tional channels and disagrecment within the team about the




goals of the study caused Team Two to discontinue the pro-

Ject in the interest of time and address themselves to the

more sign;ficant issue of inner-team disagreement. They
began discussing how they felt toward each other, what‘they
éxpected of each other, and what they thought others ¢éx-
pected of them, FEach team membér prepared a paper expressing
his own goals and his conception of the team and N.C.D.P.
goals. They met and discussed their individual views and
agreed on a compromise to adopt as their mutual team goals.
A second project, "Patlent Therapy Survey," was planned.
and conducted by Team Two. The purpose of the survey was to
discover differentiating criteria to describe patiénts
classified by their therapists as either more or less "pro-
duective" in their group. The grad-s%ﬁdent and ftrainees
interviewed seversl patients and obtained their response to
several specific gquestions. Tape recordings of the inter4
views were listened to individually by each team member and
hi§ intérprétations of the patient's responses were trans-
ferred to a coding sheet., Subsequently, the total-team re-
viewed the recordings together, évaluated their interviewing
techniques, and compared their interpretationg for relia-
bility. The coded deata was processed and evaluated. During
?he survey, three study-groups were conducted, including 21l
the participants in the survey. A report of the survey
Tindings was prepared and submitted to the institution

therapy staff,

- 11 -

ey

7

e+ i £ e e e e gt e 3 i+ 2




Team Two's proJjects emrhasized interviewing, proposal

and report writing, and research fundamentals (question-
naire construction, coding, experimental design). They
also receilved exrerience wilth group observation and
leadership skills, organizational dynahics, statistics,
strategies for planned change, and the basic communication
skills (reading, writing, and speaking). ﬁowever, they

neglected social trends and issues,

Team Three consisted, initially, of two trailnees, one

grad-student, and the Project Training Coordinator as con-
sulbant. Early in the program the grad-student left the
project for personal reasocns, leaving two trainees and a
consultant on the team,

During the first part of the training program, the
Training Coordinator acted as consultant for both Team
Three and Team Four, The two teams worked on the same
projects -~ each team undertook integral parts of each
project, Both teams met regularly to coordinate their .
efforts. |

Team Three and Four's first project was a proposal;
"Human Relations and Group Dynamics'" -- a workshop in
interpersonal dynamics, group observation, and group
leadership. Custody personnel and qualified inmates would
haﬁe been eligible for the course and upon completion they

would have recelved college credits. The main purpose of
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the proposal was to demonstrate that increased communication
between the wofkshop participants, engendered by the selfl-
study and.non-directive atmosphere of the course, would
improve staff and inmate effectiveness as group leaders and
group participants. ﬁnfortunately, the teams! enthusiasm
about the proposal "outran the interference;" institubtion
channels were not dealt with properly and a great deal of
resistance was felt., Teams Three and Four called a total
group meeting and discussed the situation, the group de-
ciding that it would be in thelr, and in future teams!', bhest
interest to discontinue the project.

Team Three and Four then braunched out in different di-
‘rections with projects and the Training Coordinator divided
his consulting time bhetween them,

Team Three's next project was a proposal; "The Use of
Indigents as Consultants." The proposal outlined a study-
groupr that would tap the knowledge and experience of inmates
within the institution and broadenAthe frame of reference of
the New Careers Development Project trainees., The study-
group would have included so-called "outs" -- inmates with
experience with state-aid, habitual delinquency, poor educa-
tion, and poverty in general; and the N.C.D.P. trainecs.

The study—gréup would have explored current social protlems
and alternate aprroaches for implementing sccial change.
Approval was obteined to pay the inmates for their partici-
pation-in the study-group and several inmates were inter-

viewed for sclection. However, before the study-greoup could
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be formed, both traineces on Team Three were fransferred to
other projccts and the proposal was discontinued,

Around mid-point in the training proaram, fhe Project
Director was askodrby the State Office of Economic Cppor-
tunity to conduct a survey explorinz the feasibllity of
creating job opportunities by implementing professional-
aldes within State agencies on a large scale. Two of our
most promising trainces wefe teamed up to play a major role
in the survey: one from Team One and one from-Team‘Three.
The remaining member of Team Three tfansferred to Team One,

The new Team Threc began by working up a proposal;
"Feasibilitylsurvéy for New Carecers for the Poor" -- a
survey to explore within State Civil Service the possibi-
lities for and organizational-change protlems in creating

conomic opportunities for the poor in the professional
fieclds. This was a limited survey for the purpose of
exploration.to find out what kind of issues the larger
probosal would entail. QRepresentatives from State agencies
tegan holding conferences to discuss organizational and
administrative aspects of employing professional-aides.
Tape recordings of these meetings were analyzéd, written
up .into reports, and distributed. to all the conference
participants. Numerous proposals and training manuals
were analyzed by Team Three as part of the project, In
addition, they participated in a study-group at the Call-

fornia Medical Facility with represcntatives from various

- 14 -




State agencies and consultants from other parts of the

country in the change and development field.
Prior to the team change, Team Three's projects

emphasized proposal and report writing, organizational

dynamics, and rescarch fundamentals (problem stating,
data collection, and experimental design). They also
received experience at interviewing,}strategies for
planned change, group skills and the basic communication
skills (reading, writing, and speaking). However, they
neglected social trends and issues,

The new Team Thrce (State Survey team) projects

emphasized social trends and issues, organizational dyna-

mics, strategles for planned change, and proposal and re-
port writing. They also rcceived experience abt group
skills and the tasic communication skills {reading, writing,
and spealking). They neglected research skills and

interviewing.

Team Four consisted of two trainces, one grad-student, and
the Training Coordinator as consultant,

During the first part of the freining program, Team
Fouf‘s projects were the same as those of Team Three, which
were mentionecd in the precceding pages.

The trainces on Teoam Four expected to te paroled around
May 1, 1965, and to go to work on a demonstration surmer-

school nrojecct in Southern California. Following the team




changes, the Training Cocrdinator consulted cxclusively
to Team Four. They directed most of their energy to the
expectaed community project.

Team Four employed two inmates to participate with

them in a study-group. One had been a high-school prin-
cipal and was experienced with psychological testing.
The other had been a certified elementary~-school teacher.
This study-group was used to explore aspects of child
psychology and the process of education, with emphasis on
the learning styles of culturally deprived children and
alternate approaches for their education. The essentials
of the demonstration schcol project had been conceived
prior to the training program, tut Team Four spent a lot
of time conceptualizing and desiening the particulars of
the experimental model, A final draft of the proposal;
"The Role of the Nonprofessional in Education -- A Demon-
stration Project," was prepared and submitted to Dr.
Haftly, U,C.R., The project was approved and funded for
demonstration at the Val Verde Elementafy Scheool, Val
Verde, California,

Team Four became skilled at interviewiné techniques:

they role played interviews and interviewod inmates within

the institution using a tape recorder. The recorded inter-

views were reviewed and evaluated to help the trainees de-

velop effective metheds.,

In between working on the demonstration school proposal,

Tcam Four planned and conducted a study: "The Inmatc High-
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school Drop-out -~ a Pilot Study," with the cooperation of
the California Medlcal Facility Department of Education.
The goal of the study was to determine some attitudes and
learning styles characteristic of the inmate high—schobl
drop~out, Drop-outs were interviewed and asked questions
concerning their attitudes about school, education, and
their fubture plans. The drop-outs! responses were coded,
collated, and processed. Six of the drop-outs participated
~in a study-group with Team Four, where they discussed prob-
lems of today's schools, A feport on the findings of the
study was prepared and submitted to the Education Department.

Team Four's projects emphasized interviewing, group

skills, strategies for planned change, proposal and report
writihg, and rescarch fundamentals (questionnairé construc-~
tion, coding, experimental design, and models and systems).
Thney had a uniqus and valuable experience with the study-
group on child psychology and the process of education.

Triey also had some experience with social trends and issues,
organizational dynamics, and theé hasic comnunication skills

(recading, writing, and speaking).

ANALYSIS

There were several fundamental areas of learning
experienced by all the teams; such as, proposal and report
writing, organizational dynamics and strategles for planned
change, tasic communication skills, and team thinking,
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planning, and cocnerating with individuals with different
backzrounds and personalities. Hewever, teryond these,
each team went its own way. Everyone 2rreed that inter-

viewing skills and Zroun skills were essentlal for a change

]

(fa

agent.
Sone team projects were planned with a moin geoal of

bEringin: about change within the insbﬁtutlon Others werec

planned with prewaration for the exype tei community nroject

O

n mind., Others were functions of on-zcing or proposed

jote

community action programs. These differences may have been
the reason why some teams did not recelve z comnlete array
of skills on their projects.

The tcam coﬁsultant's experience 2and intcerests were
transmitted tc the trainees in some cases. This consultant
identificaticn varied from person-te-perscn, depending on
versonality styles and the amount of time the consulitant

spent with the team. In the early part of the training
program, this idzntification probably was a prime vehicle
for treinee develornment.

Wihile Teawm #3 and Tesam #4 were coopnerating on projects
meny interpersonal conflicts arose within the two teams,

At timcs, there was on atmosphere of strict team competi-
tion, The tecams wculd often alin themnselve ppnocitely

on issues and argue over them., Group process problems

finally reached a penk when, for the sake of

- 18 -
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achilevement goals, the teams split up the tasks and went
their geparate ways -~ dividing the consulting time of fthe
Training Coordinator.

Soon after the teams separated, a personality clash
between the Training Coordinator and a member of Tecam
Three developed to such a point that they could noé_agree
on anything or work comfortably together. Consequently,
the Training Coordinator spent more'and'more time with Team
Four and Team Threc became more independent. The Training
Coordinator was asking that the trainee be removéd from the
program when the State Survey project came along. Thus,
the fteam changes were initiatéd partly in an attempt to
place the trazinee on another team with another consultant
and rcesolve the conflict. Thilis conflict mey have been
sparked merely as a resulh of incompatible personalities,
but team competition in achievement and for consultant time
aad reéogniticn may have increased the protatility for a
confiict to arise and added momentum to carry it along.

In general, the compétitioﬁ tetween the four teams,
and the team-mates! éhared meaning of "a Jjob well done,"
increased thé trainces!' team identity and was instrumental
.in their motivation and development.

The team changes in the middle of the training program
resulted in a temperary chaotic situation. The team-

members had adjusted to each otherst'! learning styles and

rerscnalities and were involved with their respective projects.
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However, having to readjust to, and oricntatc a new tecam-
mate may have developed the trainec's flexibility.
The role of the graduate student on the team was a

controversial issue throughcout the training program.
Trainces felt the grads were limited in their ability and
that they could not "get with it." The grads felt that
the fraineces could not communicate. The grads expressed
a desire to participate in more tofal—group activities,
but the trainees wanted the grads to spend moré time with
team activities. The two day a week commitment at the
institution, plus the grads' school and personal commit- f
ments, detracted from thelr involvement with the program.
And between the total-group activities including the grad-
students and tringing them up-to-date each week, there was ‘
1ittle time left for them to take part in team effofts. V . ;

. The role of the team ccnsultant varled from team fto
team and fluctuated within the sahe team. Consultants |
fluétuated from authoritative sources, providers of ;
structure, co-learners, therapists, and observers, At 7
times, consultants rolled up-ftheir sleeves and worked
side~by-side wifth the trainees. Other ftimes, they facil-
itated the doling out of tasks to the trainces. And, in
some cases, teamns were left on their own initiative %o ) é
rlan projects and follow them through; using the consultant
when necessary. The best methed is yet to be determined.

One team expresscd thai théy would have teneflted from :

- 20 -
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being given more responsivtility and opportunities to make
mistakes on their own. Others have expresscd a preference
for a co-learner consultant role. Individuals! learning
styles may be the plvitol factor as to which role is most
appropriate, ' : .

As team projects took shape and community placement
became eminent, team priorlties over-rode project goals.
This was expressed by the groups general lack of response

and constant criticism of Total Group Evaluaticn or any

extra total-group activities. A common cliche was "welve
got more important team work to do." This should-be
looked at very closely because in an efficilent systeﬁ all
goals are aligned., This raises important questions; for
example, whose goals are the program goals? -~ should pro-
gram goals in effect be team goals or vice-versa? -~ and
vhere do individuals! goals fit in this picture? The
answers to these questions are functions of the basic
philosophy of the training program and should be thought
out carefully before attempting to replicate or expand the
program.

Team VWork and Siudy made up over 50% of the scheduled

training precgram -- not to mention the frequent extra-
scheduled team work that took place. The majerity of this

time was used for team projects. Thus, Team Projects

appear to have been the backbone of the training program
in which a large proportion of trainee development was
realized,
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RECOMMENDEATIONS

The main goal of tcam projects should be to develop
trainces and give them skills in areas they will need to
be effective change agents,

Shorter, morc tied down projects would, over a period
of time, gilve tralnees a wider oprortunity for experlence
and should develop their confidence and atility to tackle
differcent. - kinds of situations as they arise; e.g., a team
could draw up 2 propocsal, construct an experimental design
or modcl for study, conduct the study (including inter-
views, data collection, data processing and analysis),
write a report of thelr findings, and present éhe report
to the group for thsir evaluation.

In the next training model; graduate students should
have full time commitments to the program or not be in-
cluded at all,

Team projects should be a vehicle for sclf-development.
Eafly in the progfam, each trailnee could evaluate the re-
sources avallable to him in the training program and the
opportunities emerging in the change and development field,
set his goals,; and undertake his self-development as his
main project. After making cohmitments to the total-group,
peer ratings, self-evaluation tests, achilevement tests,
and personal preferences could be used to systematically
evaluate the traineet's progress and determine what areas

he needs further development in. In thils scheme, tecam-




members would plan their own prcjects wlth the 1dea that
the experlence would move them closer to thelry goals.

Instead of the Project Prosress Review outlined in

this report, every completed team project should be sum-
marized in & report and presénted to the total-group feor
their evaluetion. During these sessions, the group would
(a) evaluate the content of the project, (b) evaluate the
presentation in areas of pre-planning, team coordination,
group leadership, and ability to communicate, (c) discuss
the team-memberst progress and development in such areas
as behavlior, attitudes, cooperation, and suitability.
The team presenting the report should record the group's
discussion and prepare an outline of the essential points
covered. This outline could be used for the teams ovn
develocpment 25 well as a measure of individual and team

progress,
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Working with differcnt individuals
and groups (i.e., tcam members,
project members, institution staff,
outside consultantg, representatives
the "Ins" and "Outs"). Working
through process problems, Obtaining
group involverent, group thinking,
and the building on sach othcrs ideas,
Developmznt of group observational
techniques (i.c., note taking tech-
niques, socicgrems, etc.).

Research fundamentals, models and
systemns; expocted to observed mcthod,
problem stating, experimental design,
cause and c¢ffect, establishment of
guidelines, variable control, Data
cellection, processing and evaluation,
Research report construction (rproper
reporting of findings). Hypothesis
testing, Descriptive techniques (i.c.,
charts and graphs), Proper coding of
informatior, Research mathmatics.
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tructursd interviews (i.e,, specific
guestions or items, such as, Opinion
Surveys). Unsiructured interviews
(i.e., intensive, srpontanious discus-
sions around pzrsonal feclings and
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tions), ) . . |
[ S |
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pred, comprehension, and retention of ~—m-~i SKILLS ——-

mgnorlal Developnont of vocabulary.

nizations,
arent in
entifi~

—— oo ey

! J INTERVIEY

DYNALIICS é&

ORGAETZATIOVAL |

on of 1
s in dbri

or and accinst change.
fecagsable elternativoe :
ingirg about changa '
- El

[ PR |

STRATEGIXNS FCR

PLAIVED CH: Ln’ CD i

.-s.

.

——

hemen vty v



N\

Learning moethods 2nd kinds of luarnuirs

2hely N-Xs ; o e
TLarning txrourq use of own moilhods and cxposure to ' LEARSING
the lcarning ncthods ot othors, Learning by poerforming e : PRINCIPLE
actucl tasks., Loarning through team discussions and the {_wJ#l

use of various available rocourse mat-nrizl, Learning by ¢
using and vorking with toam conguluunu. |

| —am
UuVO7O ng of~77fi7u soon as 1mooruQnt ‘and noocded in g fLEARWIWG
job pirformancc, Loarning for the purposc of geining IPRIP IPLE
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Providing of an atmosvherce aimcd at the promoting and

t
I EARFIIC
stimulization of gquestion asking. Providing of adecguate "

PRINCIPLE
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e e e e
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Usc of rolc ploy it.ochnigucs as a means of developing t——— 4 PRIFCIPLE
ncedod ekills, - to#g
L L T e p— . L
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TEAM PRCJECT PROGRESS REVIEW

GOAL
There were several purposes concerned in this seg-
ment of the training ovrogram. It offered the training

teams experilence in working with and before a group. It

provided the cpportunity for testing of different types

of formats, as well as an exposure to -the use of illus-
trative techniques. Further, it provided the total group

with content for discusséon and study.

DESCRIPTICHN

Fach team would use the two hours per week, each of
the three teams making one project review per month,
feeding bzck their progress, problems, and other points
concerned with their particular team projects. Team #1
had tﬁe respensibility of program evaiuation,‘reporting
on their project prcgress during Total Group Evaluation,
and therefore; was not included in this porticn cf the
fraining curriculum as a presenting team. Generally,
part of the twe hours devoted to Team Project Progress
Review wWas used as a total group discussion periéd cov-
ering points brought out during the team's presentation,
and possible alternatives that could be considered. In’
some of these total croup sessions, the presenting team

would zsk for an eveluation of thelr presentation. It
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was felt that in tnis way a team could bencefit from the

group's comments and criticism. In this situation the

group would feed back such infermatvicn as; how it received

the presentation, how the team projected, how the team

appcarcd to work together, etc. Some of the teams would

prepare, in advance, a wrlitten outline of the material to

be covered during their presentation, and would distritute

this to the group at the time of their presentation. One

team was responsible for taking notes during these progress
review sessions, which they would write up and supply %o

the members of the group as soon after the presentation as

was possible. This was done on a rotating basis, and was

normally the responsibility of the last presenting team.

ANALYSIS
The flexibility of this part of the training'program

It provided each member of the

offered several advantages.
gréup, including staff, a monthly look at each of the three

team projects. Thus, it provided the group with a sharing
of the problems and successes encountered. Further, it

offered the individual teams opportunities to explore dif-

ferent methods of preparing and presenting a report. It

théreby allowed a given team to find a mcthod of reporting

most suited to their team talent. Coupled with an ability

to gather instant feedback on their report, and on thelr

presentation, through group discussion, cach tenm

- 26 -




was afforded 4 learning experience. This would hold also
when the teams had the opportunity tg evaluate another
team's performance. Obviously, since this portion of the
trainihg program was done when staff could be present, it
gave the staflff an opportunity to see and gppraise trainee
development, and provided eaéh of the team consﬁltants
with points of information.

Many of the discussions produced methods of dealing
with vafious organizations, the resistive and change‘
forces, the formal and informal power structures present,
etc., thereby'yielding much information as to the dynamics
of working with, or within, organizations. This produced
experience for the team and the group, in working with dif-
ferent "frames of reference,"” diffefent types of groups,
and different styles of approach, Certainly, 1t allowed
time to be spent learning effective ways of speaking, pre-
paring of reports, presenting such reports verbally to a

group, as well as the btest utilization of team members,

=]

he Team Prcject Progress Review was a useful and
productive part of the treining-curriculum, for it blended
a team's effort into a group effort. Each project became
not just a certain team'!s project, but one of the %total
group'!s. Ideas were exchanged and used by other teams in
their projects as each member of the group profited by the
Information reported and discussed.

These presentations were not without flaws. One of

- - 27 -




the largest of these was that the teams did not have the
opportunity to report on their final‘project rerorts.
Whether or not this responsibility rested with project
progress review can ke debated; still, seminars with out-
side consultants and the heavy emphzsis on the completion

" of these final reports, plus the final preparations for
parole, near the end of the training session, preﬁented
this from teing included on the.échedule. What resulted'
vas that the group read, never discussing; these final
reporté, and thereby missed an opperiunity to take advan-
tage of what was the largest concentration of a training
team'!s effort, Another flaw was that the graduzte stucents
were not included in these sessions. There had been con-
sideration given to having this presentation during the
time that the graduate students would be available, but
this gave way to the fact that the graduate students were
needed for other work during their limited time spent in
the training program. Obviously, since the graduate stu-
dents participated in the team's prcjects and could not"be_
present when a review of these projects took place, subtracted

from the total team's growth.

RECOMIENDATIONS

Time should definitely be allotted so that teams will
finish their respective project in time to, not only con-

struct a written report, but vertally present that rcport
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to the total group. Thought should seriously be glven to
this necessary portion of training program, and the rossi-
bility of a large segment of time set aside for such pre-
sentations. Since the final project reports will show much
as to trainee skill development, this opportunity to eval-
uzte and_discuss the final reports should not he overlooked.
This would cbincide with the 1nc1u$ion of the graduate
students mo?e into Team Progress Project Review., In fact,
since the consultant is a very big’parf of the team, fthey
also should bhe included in any such review reporting. This
vas not done in the last session but could well stand some

thought for the next session. More co-working together on

(0]

these reports would do much for promoting team cohesion and
establish better definitions of each member's role. This
was a constant sore spot during the ftraining program.
Better qcfining of roles lecads to better work produced.

Ohe of the better ways to improve these rresentations
would te to have each team provide each member of the group
Wwith a written ocutline of what material they are geoing to
cover. As was mentioned, this was done to some extent;
nowever, it was never acdhered to really seridusly. Along
with providing the group with an insight into the content
of the progress review, it would provide a running record
of ecach team's project, as well as the pregress of these

prejects. At the time of a team's project progress review,

ny

i expected of where they will be at the time of their next
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reviev would provide a method of checking how fast they are
moving and if they are a2ble to meet their commitments,
along with knowledge of whether or not they are able to
realistically predict their progress. This certainly would
give rise to time planning and maximum use of team talent,
This could very well be a discussion point at the end of
each teamt!s review, and would thereby add to the group's
evaluation of a given team!'s pfoject and their feasibhle
goals.

Another recommendation that might add greatly to this
portion of the training would be to have the teams utllize
some of the participants of their project, as part of theilr
repors. Tbis vould provide the group with an outside view
of a team's project. Such questions as: ﬁhow is it being
‘received?" -- "what do the subjects think of the project?'" --
"how is it effecting them?" could be better answered than

rclying on team feedback of impressions,
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Deovoloping of z2bility to foedback in-
forzation, incorporzling tho usc of
illustrative technigues (i.c., visual
aids), to the group. Team coordin-
ation of group &discussions (i,c.,, con-
trol of proccss problims), and the
pronotion of group mcnbars partici-
petion, and tho building on cach others
idezs. The lcarning of various group |
obscrvational tachnigues (i.c., notes,
upCS) .

Exponurc to the machanics of admlnl
trative proccszos, siructurcs, proto-
cols, and problecnc (e.g., formal and
informal pover structurcs). Use of
illustrative tcchnigucs for outlining
organization proccdures, staffing,

etec, The cxampling of change strotegics
and. methods of coperating in organiza-
tions,

GROUP
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Learning ncthods
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and kinds of lcarnirg

Learning through preparation and presontation of mat-
crial., Learning through listoning and participating in
discussions, '
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CURRENT COMMUNITY PROGRANS

GOAL

One goal of Curront Community Programs presentation

was to familiarize the trainees with social trends aﬁd
forces of our times that are creating a need for change
and‘somq alternate approaches for implementing chaﬁgé in
organizations and communities. Another purpose was to give
the trainees cxperience with research and study skills and

group skills.

DESCRIFTICHN

Every Saturday onc of the four teams made a Current

Community Programs presentation to the total-group; in-

'cluding, the eight trainees, three graduate students, and
usuallﬁ one consultant. The followiﬁg were the presenta-
tions made: The Economic Opportunity Act, Automation,
Populatlion Explosion, Teen-age ﬁothers, Education in Three
Countries, New Careérs for the Poor, Effects of Incarcera-
tion; Frank Marteniz -- a Youth Emﬁloyment Aide, Synanon,
Job Corps, and The Free Specch Movement, respectively.

During these meetings, the team making the presenta-
tion would deliver the report verbally to the group and
then lead the group discussion around the ideas and issues
brought out.

-

Quizzes, questionnaires, and role plays were sometimes
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used in these prescentations. During one, the group was
given a pre-presentation quiz to test thelr awareness of -
certain social issues, then the presenting team went about
answering and expanding on each of the questions in the
quliz. Onec team, during their presentation on Population
Explcsion, admlinistered a guestionnaire to the group asking
for the individual's preference of family size and vacation
spot. TFrom this data the projected famlly size; including
children, grand children, and great grand childrén, in 45
vears vwas calculated assuming that each generation's off-
spring would marry at the age of 20 and raise the same
number of chilldren as did their parents. This figure.was
mualtiplied by the estimated numbef of 20 year-olds in the
U.S.A., as of the last census to demonstrate the possible
population euplosion in this country in the next U5 years.
From this data and from information published by the Bureau
of Nationai Parks, ecach group member was told how 1ong his
name would have to remaln on a walting list if he decided,
in the future, to visit a Uational Pari. ?

During one prescntation, a team assigned hypothatical
roles to each member of the group and asked them po try
and evaluate the presentation from the various frames of
reference implied by their roles. After the report was
read the group rcle played a discussion éround how they,
as charactefs defined in the roles, viewed the issues

raised in the report. After the role play the group
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discussed the different ways people can look at things and
some strategies for cnabling "outs;" social caseworkers,
administrators, and social sclentists, to communiéate rmore
effectively with cach other,

The preperation of the prresentations invol&ed re-
searching several reference sources; such as newspaper and
magazine articles, books and pamphlets, written proposals,
and advertising literature. In many cases, interviews_were
conducted for complementary information. For ekamplé,
trainees tallked with inmates, custody personnel, therapists,
and administrators, Graduate students infterviewed agency
representatives, students, teachers, and people on the |
street. All this variocus information had to be integrated
into an orgznized report; thus, team pre-planning was nec-

essary for a coordinated delivery.

ANALYSIS

' During these presentaticns, the group participants
had an opportunity to look at several social forces'and
issues from different pcints of-view, express tﬁeir own

ldeoas, and do some train-sterming of the implications of,

and strategles fer, coping with and utilizing these forces

“in action programs designed to increase the orpportunities

of the "outs" and increase communication between people at
all levels of the "social system." This non-dircctive
atmosphere cnatled participants to develop some feeling for

social phencmena in general znd rtecome familiar with several

‘- 33 -
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specific social igsues in particular. The wlde range of
cxperience brought to these meetings by the professicnal
consultants, the college graduate students, and the inmate
trainees nurtured a situation where issues were explored |
from different frames of reference. Consequently, the

. Broup members were able to feorm a more comprehensive plc-
ture of each issue and better integrate it with their over-
all picture of society than if they had been a mbre homo-
geNeous group.

During these presentations the presenting team had
an opportunity to develop group leadership skills through
trying to steer and control the bzhavior of the'group. The
other participants acquired cxperience at group-member
skills by cdlleotively discussiné the various issues
brought out and building on each othert!s ideas.

The teams obtained valuable experience from the teém-
work and coordination of the members required to prepare
and deliver their presentations. Each team member, in-
cluding the graduate student, had a role in the research,
preparation, and. delivery of the presentations. Of course,
these activities provided the teams with experience at the
basic communication skills (reading, writing, and speaking).

During these pr%sentaﬁions, the team members learned
several practical lesscons via thelr mistakes; for example,
the group's involvement is just aé good as the presenting

teams cohesivzness in their presentation, dont't just “"drive

over® suggestions or idees bfought out by group participants,
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avold reading directly from the written report and ﬁry to
facc the group as much as possible, don't quote lengthy or
abstract'passages from texts or you!ll lose the group.

Several good technigues were evoived for catching and
holding the group's interest; for example, use of 5 x 8
cards to expedite group thinking, pre-presentation quizzes
and guestionnaires, role plays including group members,
guest speakers, use of visual aids.

There appeared to be quite a lot of prestige associ-
ated with these presentations. The presenting team gener~
ally d4id a thorough job and there_was a competitive attitude
toward this activity. The fact that the total New Careers
Development Projecct personnel was present at many of these
meetings, plus the fact that the gobd rresentations were
rewarded with much praise from staff, probably added to the
team-members' motivation to deliver_a good show during

Current Community Programs.

ECOrDAXIIDATIONS

Good ideas were invariably brought out spontancously
during the preéentations, but they were very often missed
in the review of the meeting. There should te some struc-
tured format to insure that these ideas are recorded (sece

Frogentation Bvaluation).

There was no attempt to determine if the content of
these presentations was understcod by everyone or retained

oY anycne., A quiz could be preparced bty the presenting team

...35..
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~on some of the more essential points covered during the
presentation. The guiz could be administerced to the total
group a few days after the prescntation.

Even with the broad differences in backgrounds tetween
the members of the New Carceers Developmznt Project there
were Tew individuals with actual experience with the real
protlems of the poor., Seminars could ez held with "outs™"
from the community or the institution in which the group
could discuss such topics as: State Welfare practices,
schools and education, delinquency, civil rights, and other
issues to increase the frame of refersnce of the project
perscnnel, -Study-groups could be formed including the pro-
Ject personnel and representatives from community acticn

programs. For example, representatives from the State

Agency Survey and members of the N,C.D.P, could meet at the

institution and study various aspects of the survey. This
would be useful in the achievement of the survey as well as
prbvide meaningful content for the trainees within the -
institution to work with, - .
Thege sessions usually - turned out to bellearning
experiences for all those who participéted. If total staff

were present at these meetings 1t should enhance the

experience,
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ORGANIZATIONAL ROLE PLAY

GOAL

| There were several objectives involved with this part
of the training curriculum. Onc of the first was that of
allowing the trainee to become comfortable in working with
a group, Secondly, to offer the opportunity to exploré the
differences between "therabeutic" and "task" groups, with
the majority of emphasis on the latter. Third, to pfovide
a training ground where investigation and trial of various
theories, and approaches to group work, may be advanced.

Further, it was a goal of role play to offer time to de-

velop different sStyles of interviewing, and to promote

group involvement and group discussion.

DESCRIPTICH

This part of the training progrém originally began
entitled "Principles of Organizafional Change.ﬁ However,
after it became evident that role playing situadtions would
¥ield better understgnding of tﬁese principles,‘it was

changed into Organizational Role Play. This session was

a three hour .portion of the training weck until ﬁarch 17th,
when it became a two hour session. [IMainly, this was due

to the feeling that three hours, at one sitting, destroyed
some of the effect of the sessions; that it. became a series
of Just repeating material, and that a shorter session

would do much to relieve this condition. During the last
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three weeks of the training program Role Play was not
scheduled due to visits from outside consultants, and the
heavy emphasls con the time needed to complete the final
team project reports.

Role play 1s the simulation of a real, or'possibly

~real" situation. It provides ways of testing theories,

metheds, concepts, principles, etc., and of finding alter-
nate approaches to the handling of wvarious situations
involved with groups. New Careers used this technique
primarily as a means of better understanding the'problems,
language, and actions of indigent people. Mock situations
were set up by the présenting team in which both staff and
trainees were assiéned roles, Situations could then be
acted out for the purpose of zaining insight into the prot-
lems of indigent people involved in community action pro-

grams, working as aides, or school drop-outs, ete. It gave

&

the trainceces tralning towards working with group, including

the:different phases of group development, and the establish~.

ment of group guidelines.

The presenting - team wéuld normally assign roles to

‘the members of the group and spend some time in a pre-

discussion, setting the theme and climate to ke used in the
role play seséion (e.g., a meeting that included represen-
tatives of different alde positions like a probation aide,
a child care center alde, a police department alde, a
welfare alde, a recrecatlon department aide, a teaching

aide, maybe onc un-wed mother, a member or two representing
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school drop-outs not employed, and two change agents. The
climate of the meeting being that they are all meeting
togethes for the first time, but most of the indigent
people know each other. The theme of this meeting could
be that the two change agenté'are interested in gathering
information that will coincide wilth a study they are making
of different aide positions; what effect being an ailde has
on the individual, how they might be viewed by their com-
munity, how they feel they are being viewed on the job, ete.
What the change agents want to do is btry to get the group
Ttalking about "being an aide" without getting hung-up in
personal problems that would block the group.) The group
would then ro}e play the situation for a matter of several
minutes, the time variled depending on the presentiné team,
and would normally post-discuss what went on during the role
play, giving thought to the way the change agents introduced
themselves and conducted the meeting that was just role
playeé. Then, and again depending on the presenting team,
the situation might be done agein, taking advantage this
time of the points brought oué in the post-discussion.
Dﬁring most of‘the rolc play seséions a tape recorder was
'used with a play-tack technique, consisting of the taping
of a session and then playing tack parts of the session to
stimulate group discussion during the post-discussion,
employed. -

Each team was esponsibie for one role play session per

month, This was done on a rotation basis, onc per week by a
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pre-scheduled team, with another team assigncd'the respon-

sibility of taking notes and preparing a summary of thé

session for later distribution to the group. At three dif-

ferent role play sessions an attempt was made by Team #1 to

evaluate

(1)
(2)

Also, at

the role play period. Three questions were asked:

1ist three mistakes made during tohight!s role
play session,

list three things you learned from tonight's
role play session, and

What other comments can you make regzarding
tonightts role play.

these same three sessions, the members of the group

vwere asked to rate the members who role played the parts of

change agents. Six questions wers aslked with a rating scale

of eight

points availabhle; eight being perfect, one teing -

poor. The members had this range in which to judge the

effectiveness of the change agents on the questions of:

(1)
(2)
(3)
(4)
(5)
(6)

used "understandable! vocabulary,
avoided’"yes and no' answerablec questions,
producéd group involvement,

avoided "lecturing,"

kept group in "sﬁﬁdy” concept as opposed to
action or problem solving, and

appeared to understand role of "change agent."

At some of the other sessions, the blackboard was employed

. as a method to capture and explore different concepts or

principles being deveioped in the rolc play sessions.
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ANALYSIS

Orggnizational Role Play became a fairly controversial
portion of the training program s#hce several techniques
‘were used before the group decided that a2 short role play
sgssion, 5 to 10 minutes in length, should be standard
procedure, followed bty a tape re-play of the session and a
discussion of alternatives befdre re-role playing, or going
on to another situation. This proved to be somewhat. satis-
fectory and did provide the group with a2 certain amount of
group skills. However, this would be very difficult to
specifically document and, therefore, is a highly subjective
view, This "non-ability" to document points up a large flaw
in fthese sessions; that of not having any substantial
measurement from which to judge the value of these sessions,
or answer a repeated question of whether we were producing
better change agents or better actors by role play. Another
item that adds to -- and points up a need for thought given
to improve the role play portion -~ is that wnenever time
was needed Tor team projects, or some special group session,
role play was the curriculum activity that was usuaglly
deleted érom tﬁe schedule,

At the.same time, 1t was felt that there was a benefit
derived from the role play’sessions,‘which seems tc be in
the previously menticned area of group skills.» Some very
g0o0d experience in the hanéling of group procesé problems
Stemmed from the rcle play sesslons. One traihee constructed
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a papecr on this very subject which was not only‘well
received but beneficial in such sesslions as the Living
Group when process problems entered ths picture. But here
again much more work could have been donc had some measure-
ment been devised to capture group‘movement and individual
improvement.

Enother area of some concern was that most of the
teams stayed wlth the same type of role play situations.
There vas very little variety, and not too much variastion
in the type of roles that were being assigned. Most of the
teams stayed with the "aide meeting" sessions and thereby
might have miSsed considerable opportunity to explore the
possibilities of role play inclusion in a training program.
This is quite evident iﬁ looking at the tapes of the dif-
ferent role play sessions. Role play is a fine learning
experlience; the trick is to make it meaningful and record it.

"The ratings and questions that were injected by Team #1
préved to be rather worthless. Almost everyone rated the
partidipantsAthe same, usuvally a rating of six, and for the
most part the same answers appeared on each of the three
sessions. It was obvious that. the measure wascnot tied dowm
enough to relay any data conducive to evaluation. This is a
very critical area and one that will need a great deal of
consideration in the next program training phase., Some type
of quality control measure, or random moment sample could

"have well shown trainee and group movement, and could have

. ‘ - 42 -
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served as guldelines in the establishment of proper role

play techniqueé that proved successful in the training

sesslion,

RECOMMENDATIONS

There are several recommendations that should be con-
sidered concerning the role play. Some were mentioned in
the despription, but fthere are some that should be expressed
here. One possible means to improve the role play sessions
would be to Ilncrease the scope of these sessions; not Jjust

role play the same type of situation at every meeting.
' lore Qariety should be employed and possibly some research
could and should be done to bring forth some alternatives.
As was mentiloned, much thought must be given to methods of
measuring'these‘sessions. Role play is one of the more

flexlible parts of the tralining curriculum and it should not

be wasted.

Y

Another area that could be expended isthat. a role be

assigned and acted out, This gives 2n indicatlion of how an

individual perceives the kind of person he 1s role playing,and

thié would  tend to suggest an individualts frame of
reference and could well produce valuable information as to
Tlexitility, tolerance, and understanding the individual
may possess., - This could be of particular importapce.in
later job placement as it would indicate possible reasons

for, or against, a trainee working with different types of
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TEAM PRESENTATICH EVALUATICN

GCAL

The goal of ‘the Team Presentation Evaluation Report
was to establish a critical check-point for the presenting
feamtis dmprovement that documented team progress, and record-
ed team experlence in observing groups, taking notes, or-

ganizing material and writing reports.

DESCRIPTICN

During the team presentations which ccnsisfed of Cur-
rent Community Programs, Grganizational Role Play; and
Project Progress Review the team next in numerical order
had the tasks of recording the presentation and discussion
2nd writing a Presentation Evaluatiocn Report. This report
covered such areas as observations on style and delivery,
.genefal subjigt matter, questions and issues bfou&ht out
by the group, criticism, and suggestions for future pre-

Ssentations.

ANALYSIS

The Presentatioﬁ Reports varied from exhaustive through
token attempts. There was no standardized format and the
m2jority of the feports heavily emphasized a few aspeﬁts
3t the expense of others, and because the team-mates al-

ternated with each other respensitility for observing,
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note-taking and rreparing the reports, there was little
team-work involved. |

The trazinees were learning by doing. Presentation
evaluation tappsd areas of learniné but, there viere no
quality ccntrols or structure to insure that trainees
would develop effective work hatlits in these zreas. Some-
Trainees may not have improved,

Few reports were comprehensive enough tb be measures
of team progress. Thils task may have been unfruitful be-
cause 1t was c&nsidered Just another chore. ;

An attempt was ﬁade on a post—meefing guestionnaire
to evaluate trzinees in various areas but the questions

viere not of much use,.

- RECCOMHMENDATICHS

Strﬁcture or format wouid bé beneficial, Specific
areas to look for while observing use of a standard report
outline of specific aspects of the meeting, use of a tape
recorder to analyse critical incidents are suzgested recom-
mendations.,

Team-mates could share note-taking responsibility.
watching for differences; for example, subject content,
verbal messages, non-verbal messages, implicit messages,
seatving arrangement. Both team members would integrate

thelr notes in a final Eeport adding to their experience

in team thinking and providing a _greater array of techniques.

. - 46 -
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This process would élso get at thé problem of reliability
of obseryations. | '

Submittal reports could te corrected using consultants
and texts as references,

A much needed team project could be constrﬁct;ng a
group cbservation manual.

A post-meeting questionnaire would tap and measure

team end individual achievement.
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INDIVIDUAL AND TEAM EX{PECTED-TO-OBSHRVED

goAL

The goal- 5f the Individual and Team Expected-To-Observed
procedure was to provide the trainees the opportunities to sys-
tematically study themselves as individuals, as a team and the

training program,

DESCRIPTION

Bvery week each trainee, graduate studgnt,.and staff
member, made written commitments and'predictions on an "Ex-
pected-To-Observed" form. These commitements and prediéfidns
were classified into three categories.* The three'cataéories
were as follows: (1)."What each individual expected to accom-
plish in a week's time," (2) "What each teach expectéd to ac-
complish in a week!s time," and (3) "What each individual
baelieved would happen in the training progrem in a week's time,"

Individual commitments were made to the team members. |
Team commitments and. individual bredictions concerning the
training program were made to no one except perhaps to team
members, At the end of the week the trainees, graduate stu-

-dents, and staff recorded wnat the outcome of their predictinns
. *A% one time a category for "new 1deas" was included cn the
Torms, After a short period of time the group suggested that
the "new ideas" category be omitted. A blank sheet of paper
was placed on the bulletin toard on which to write new ideas.
They were then presented to the group during Total CGroup Eval-
uation meetings,
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vere and wrote down fthe reasbnS»they believed the predictions
came out as they did., Some times discrepancles tretween pre-
dictions and outcomeé were discussed within the teams. The
"Expected-To-Observed" forms were then collected, briefly

analyzed, and placed on file by Team #1.

ANMALYSIS
. The "Expected—To—Observed” activity never réally became

an integral part of the training program, The group never
fully grasped the "expected concert" in spite of continusus
explanations_regarding the kind of commitments and predic-
tions required tc make it meaningful, This was evident by
the many changes made in the terminelogy of the varlous
categorles, It was evidenced by the irregularity in which
the forms were submitted, PFurther, 1t was evidenced by
the team mempers reluctancy to discuss within the team and
the total group what the outcomes of predictions implied
when they were inconsistent;

A number cf the expected forms were collected, but
as a result of not haﬁing the tgam commitments made to
Tthe total group very little discusslon occurred around the
discrepancies. The nformatlon collected concerning the
program vas not systematlically presented btack to the indi-
vidual or the teams because of the following reasons. One
was, some trainees did not make predicticns."Alsc, haviling

each individual trainee make seperate predicticns regarding
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the training program made the procedure too fragmented,
Finally, Tezm #1 never devised a method that would system-—
atize the "Expected-Te-Observed" activity. Consequently, the
"Indlvidual and Team Expected-To-Cbserved! curriculum ac-
tivity very subtly - vanished from the training prcgram.
Since the "Expected-To-Observed" activity was left
to the discipline of the individual it 1s difficult to duc~
ument even subjectlvely the positive effects to which it
can be contrlbuted, The records indicate that at the begin-
ning of the training program a number of trainees did submilt
thelr forms, 'This implies'that some consideration in records
do not indicate what degree of consideration or what influ-

ence the self-study had on the trainees,

RECOIMMENDATIONS

The category for "feelings about the program" should
be removed from the form. The individual and team commit-
ments should be made in written form to the total group.
Ezach team should be scheduled to discuss their individuzal
and team expecteds wlth the total group every other week.

By forming four teéms the total group would be able to have
individual and team self-study meetiﬁgs twice a week. A
group recorder would»record a new sef of commitments for the
team's next scheduled time, Group discussicn would -center
around the 1éck of discrepancies as well as goals which are

not achieved, This would focus on thg possibllity of setting
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goals that require little or no .effort to schieve and goals

that are set but can not pessibly be achieved 1in two weeks

time.
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Self dircction through systematic
self study, Teanm discussions around
intorpcrsonzl rcliationships and
individual torzvior; potential pro-
blea arces, motivations, fcelings,
lcarning meihods; cic,, that contri-
bute to similaritiss and discrepancics
betwoen expcecicds arnd obsc vnds, or
+hat czn “ossibly intcrfere with the
achicvemsnt of gozls, Achieving of
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Learning mcthods and kinds of lcarncrs

Unuv-g,,nd"nn which loarnlnn Tmothods arc appropiate for
the individual and the tcam, and which mcthods arc not
appropiatc.

e e g s tammiatims - Geten e oy

Purpoaﬂkul activity perceived as important ‘
‘Continuous cvaluation of individuals and tcoam scon as
1mportant in kceping oligned with goals, Sclf growth
viswed as very important in xc q11z1rg any goals,
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LIVING GROUP

GOAL

The goals of living group sessioné were to provide a
setting where the trainees could work with their personal
problems that prevented them from acquiring and using the
sk1llls needed to become effectivé agents of change. These

included interpersonzl problems that came about as a result

- of living together and other persocnal concerns.

DESCRIPTION

Three special living group meetings were held during the
first phase of training. Two marathon sessions which the in-
mates trainees initiated fhemselves and one which three
visiting graduate students from the University of Califdrnie
at Riverslde requested.® Regular living group sessions were
held three times a week on a hourly basis. Two of the sess-
ions were held with the eight inmate trainees and the train-
ing supervisor. The third session included other project
staff, graduate studerits, and inmate trainees. Subjects ’
discussed in the 1living group varied from how individual’
trainees were viewed in the prozram by the rest of the group
to possible problems the trainees could encounter when placed
on internship in the community.
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On several ocecslons the tralnees and the training
supervisor used the last fifteen minutes to analyze the pro-

cesses it went through the first forty-five minutes and

establish group themes,

ANALYSIS

Because of the subjective nature of the meetings 1t 1s
difficult to document the development of the trainees resulf-

ing from living groups. The purpose ol the living group

meetings was never defined., As a result limitations could

not be used as guideiines° If a definition was formed as

a central theme of the groups, it possibly could have been
the following: "where are yvou going?¥ “what may prevenﬁ you
from getiing there?" and "what do you Intend to do about 1t?"
This was especially true in the discussions held in the
special living groups,
During the llving group sessions a number of the train-
ees were reluctant to participate because they felt, as a
result of thelr prior experlence in therapeutic community
programs, they had grown beyond.the néed to discuss‘personal
concerns, Other tralnees felt the time could have beeﬁ used
more advanﬁageouSIy on team projects. Hence, at times thi
living groups were somewhat less than welcomed because of the
regularity with which they were held.
. A number of group skills were developed'by the trainees.

These skills were in recognizing "games" and power structures
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within the group, (e.g.,.one~upmanéh1p, evasiveness, and
sub-groubs). Skills were developed working with and through
‘group process problems., What is more; the group learned the
value of post-group for determining group themes. As a re-
sult -of consistent exposure to the living group atmosphere
fhe trainees experienced some gfowth in dealing with them-

selves and others.

RECOMMENDATIONS

#1 Living group meetings should be held three times a week,
These meetings should last for an hour and include inmate
trainees, grazduate students, and project staff, Dis-
cusslons would consist of problems that arise from day
to day and problems that could arise during internship
in the community.  These meetings‘combined with the regu-
lar two-individual and Team Expected~To-Observed meetings
should lend to the development of coping skills in learn-
ing content and personal relations. ’ |

#2 A three day sensitivity group should be held at the be-
ginning of the next institution training phase., Parti-
clipants should include all of the "older" inmate train-
ees and graduate students, the new inmzte trainees and
graduate students, and project staff. The olders could
acquaint the new tralnees with the pilot phaée incluaing

the internship tralning in the community. The sensitivity
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group should 53 equivalent to.at least two weeks general
orientatlion, Thils would facllitate a more ready response to
speclfic training by the new fralnees.

In addition the NCDP's goa2ls and development methods to
the sensitivity group could be used to focﬁs on and work
with interperscnal concerns of group members. Starting with
the flrst senSitivity group soclometric measures could be
used to illustrate how each memker of the group 1is seen by'
thelr peers. Prior to the next schgduled sensitivity group

soclometric measures could be given again, and the differ-

ence between the first measures znd the second measures would

be contént for discussions. The sociometric process could
be duplicated for the nexf scheduled meeting.

Thcse.meetings should be held approximately four times
during the instituticn training phase, and could be spacéd
over an equal amount of time and -last for a full day. The
length of time between meetings would allow for significant
cﬁanges to be observed by the group, and the length of meet-

ings would allow all of the subjects to be discussed.
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Group discussions around pcrsonal
valucs, protlcms, and intcrpersonal
relationships, that impzir functions
and crecatc blocks to the achicwvoment
of goals. Bccoming scnsitive to the
neceds and values of others, and “their
effecet on ovn noeds and valucs.
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Discussions to gain abiiity %o rccog—
nize theme of group, and to sct the
climatc of the group., Learning to
rocognizo gamcs and power structurcs
present within groups, and how thoy
effeet the group (i.c., sub-groups,
authority) . Dcvelopment of ability

to draw pecople out in groups. To de-
velop ability to liston and understand
what is being said in a group,.
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Acility to rclate to othecrs. To com-
pose and dcliver offectively in a

group. Te organizc thoughts and mat~
crial and communiceic them to others,
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Lcarning methods ¢

and kinds of 1c arvvra

Loarning ideas,

attitudes, a=nd valucs of othcrs through
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RESEARCH METHODS

GCAL

The goals of the research orientation were to acquaint
the trainees with the role of’scientific research in, .‘and
how it could be applied to systematic studies of change. -

These goals included the characteristics and limitations of

statistical methods,

-DESCRIPTION

During the initial orientation period of the NCDP research

orientation was allotted four days a week. Two hour periods

for about two weeks included a tour -of the institulon's Re-
search Service Center; a brief explanatiog of the mechanics
of the machlnes in the processing room; two other methods

were used, one methéd was a two.hour class held twice aqweek,‘

+

and the. other was team consultation twice a weék for two
hours, |

In the class setting the instructor Kelley Ballard, a
statistician from the institutionts Research Service Center
ﬁsed current research séudies to illuétréte survey, and
experimental design and why careful planning was needed,
He would assign homework tc be completed for future classes.
On occasioh each team woulq present a homework asgignment

to the rest of tﬁe group in the classes,

-
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The team consultation method required that each team
request the assistance of ﬁhe consultant when needed. Some-
timés he would help in planning the best approech to team |
projects which in&olved statistical elements, and at other
times he would consult with the teams as they encountered

statistical problems while working on their team projects.

ANALYSIS ' | . ‘A ) | |

The reséarch classes 1a¢k of productivity was evidenced
by the many times the instructor had to hold discussions :
with the group regarding the purpose of the time he had sched- i
uled with the trainees. It was further evidended by lack of |
réspoﬁse on the part of the trai%ees to the research con-
cepts the instructor was 1llustrating.

The lack of response on the part of thé majority of the
“trainees can be contributed to a number of factors. One, ‘
prior to the training program the majority of the trailnees
nad had no experience with research énd questioned whether ,‘~?
or not they could grasp“ip; Another, What individual trainees |
did grasp was of dublous quality. Incorrect interpretation
exposed was, personally catastrophic. Finally,-clarification
of concepts was not asked by some of the tralnees for fear
they would.become further confused, Incorrect homework com-
bined with the lack of clarification responses frem the train-
ees brought the formal instructiontto an eﬁd, and as a result

a team consultation method was devised. If a team was training .
:
|
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on a team project which did not require consultation the

team had two alternatives;. to sit-in with the team that was

recelving research. consultation or to do without it.

The abllity toc use comfortably research techniques was
one of the goals which the tralnees were strilving to achieve.
Limlted development was indicated by the correct response the
instructor recelved during the classes and in the correct
homework which was submitted and 1t was further reflected
by the team project final reports,

Listed below are the kinds of research characteristics
illustrated by the instructor during classes and team con-
sultations:

A. Research Furdamentals (models and systems)

B. . Systematic Study Method (expected-to-observed)

C. Problem btatlng (hypothesis forming, cause and
effect, experimental designs,
establishlnw guidelines, and
controlling “variables) -

D. Data Collection (observations, questionnaire
construction, construction,
sample Selections, record keep-
ing, reference sources, and use

of consultants)

E, Information Coding (data categorizing, data pro-
- cessing, and data evaluation)

Descriptive Techniques (charts, graphs, etc.)

Hypothesis Testing

Elementary Statistics .

H . @ "

. Research Report Construction
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first four weeks of the next institution training phase.

RECOMMEMNDATIONS

The class approach should be re-cstablished for the

It 1s felt to be necessary that the fundamentals should
be acquired, It seems reasonable to assume that the funda-
mentals will have to be understood before anything

more can be understood. After a four week period of class

‘instruction the team consultation method should be resumed.

ot gt e % PO g & T v
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PROPOSAL AND REPORT VWRITING SEMINARS

GOAL

¢ The objective of these sgminarsAwas to hetter acquaint
the trainees with proper grammar, punctuation, spelling and
vocabulary, use of outlines, report preparing, use of refer-
ence material, and the development of writing clearly, con-

cisely, and persuaslvely.

DESCRIPTION

Knowing that much of the trainees work during, and
qulte possibly after, the tréining session was centered
around writing, this seminay was introduced on March 12,
1965, It was conducted by an inmate of the Research Ser-
vice Center here at C.M.F., Four hours weekly were allottced
to these seminars. Originally the sessions Were‘set up -
{or Ffiday eveings 6 P.M, to 8 p.m. and, Sunday afternoons

12 p.m., to 2 p.m. Aftef two such sessions.and some diffi-

culty finding a suitable meeting place, due to the fact that

-our offices were secured on weekends, the semlnars were

changed to Wednesday and Friday evenings, € p.m. to 8 p.m.
and were held in the maln project office in R-Wing.

‘ In the béginning, the seminars were conduéted much like
any traditional class. Dittoed sheets of information cover-
ing a review of basic composition, were prﬁvided and, sup-

plemented these by short lectures. “After several such

- e
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‘classes the trainess felt that it would be more profitable
to use the service as a congultant by teams rather than as
aitotal group, Staff was so informed and the schedule was
changed. The four hours remained with the teams each having
the services of the consultant one hour per week. At first
the consultant used as reference material for instructilon .
the report and other written material previously done by the
trainees, but after the teams began to utilize the service
one hour per-week most of the time was taken ub with mater-

ial currently being prepared.

ANALYSiS

'It should be Aoted that these seminars began at a point
more than half way through the trzining program, and at a
time when all of the teams were well‘into thelr respective
projJects, Much help was given to the trainees in. these sem-
inars., This 1is very much in evidence when comparing materilal,
broduced before and after the introduction of these seminars.
Probably the value of the inmate consulfant can best be |
1llustrated by the fact that in every team project final
report appreciation of his help was acknowledged.

One possible explanatlion of the development of the
tfainees skill in writing of this could have been that the

inmate was an ecologic peer to the trainees. This allowed

a2 great deal of person@l_intéraction because the -trailnees
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Lectures and homework assignments,
Rescarch fundamentals, models and
systems, sysiematic study, ezpcctod

to obtserved mothods, problem stating
(hypothesis forming), cause and effect,
experimental dosign, cstablishing of
guidalines, controling of variablcs.

Data collection (obscrvations, quest-
ionnaire constxiction, sample sclece
tion, rccords keeping and filing,

" reference sources), data processing
(catcgorizing and coding of data),
data evaluation and conclusions of
Tindirgs, Hypothesis tcsting. Use
of deseripitive techniques (charts &
graphs), Statiatical methodology and
natbmatics of rescarch. Research
report construction,
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Learning mcthods and kinds of lcarncrs

Icarning oy treditional mcthods, i.2.; Joetures and )
nomcwork cssignments, Learning through toam discussions. I
JLcarning by porforming tasks and using of outside con-

- !

sultant.
Purposcful activity porceived as imvortant
Resaninl skill socn as 1mportant in future

Sclf-initiatsd questions )

‘roecdom to ask gquestions without fear of meking mistakes
with various

or of being wrong. Ability to cxperimcnt
roescarch methods in differont scttings.
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felt that he understood their particular problems.

RECOMMENDATIONS

There are several suggestions fér improvement open for
the use of this type of service in a training program. The
first of these would have to be earlier intfoduction of
such material., It can. be arguéd tﬂat if progress was_shpwn;
which it was, then earlier dpplication of a Writing Seminar
would have greater benefilit for the trainees. They would
simply have more time avéilable to develop this skill.
Another possible improgement would be the possibility of
testing the trainees at the onset of the training program
ih this skill area and again éfter service, to indicate
points for improvement. The California Achievement Test
wés given at the beginning of these seminars back in March,
but was never foldowed-up; It was found, as.a result of'this
test, that the trainees placed very high on this evaluation

measure, but it could have been givén agaih to see if any

difference may have occurred. .
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Rovieow of basic sentence clements,
grammatical terms, and punctuation,
. Develop ability to usc dictionary,
the libraxry, and other refcerences
"arcas", Dcvelop communicative writ-—
ing, proper usc of vocabulary (torms
and jargon). Learning to writc with
a clcar, concise, descriptive, and
pcrsavsive style. Organizations of
thoughts and matcrial., Dovelop usc

of outlincs and note taking tcchnigues,

ch“niﬂg proper rcscarch roport writ-
ing, Propcr usc of footnotes, quotes,
charts and graphs, bibliography, ctc:
 EBxapination of, including discussion,
traince produccd written material,
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Locrning methods and kinds of lcarncrs LEARNING
Learning by classroom mothods, homcwork assignments,| - I PRINCIPILE
toam discussions, and utilization of consultant. #1
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SEMINARS WITH PROFESSIONAL PECPLE

GOAL

Seminars with professional people had several goals,
‘which provided the trainees and graduate students with an
opportunity to better understand; and bulld, a working know-
ledze of .the dynamics of organizations. Séminars foer the
cpportunity of interacting with, proféssional people ("Ins").
These seminars provided the total group with content for study
and discussion,'including information on other programs cur-

rently being done, or of interest to New Careers Development.

DESCRIPTION

The semiﬁars varied gfeatly depending on the visiting
professional; however there were three catagories of semiparsr
A, introdﬁctory
B, teaching
C. consﬁlting,.
During the early phase of the training program at Southern
-Cbnsefvation Center for the first few weeks at V‘acaville,~
a number of meetings were held wilth staff members from the
institution, from the Department of Corrections Central Office,
and the Ad;lt Authority. These meetings offered the trainees

and graduate students arn introduction %o administrative pro-

cedures and functicns. Some of these meetings were pre-
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discusgsed, with thﬁught glven to what should bte discussed,
and what was deslired from the meeting. Most of the meeting
had a ﬁost—discussion period where the trainees, graduate
students, and staff, discussed Qhat went on, what was learned,
and how it could Be abplied to New Caresrs, and how the sem-
inars could have been bettered. The 1argest'cohcentrétion
of ‘these meetings had been held in the early part of the.
training program, but there were others spotted throughout
the entire training period, These seminars can best be
described aé introduatory Seminars.
| - The second type was one of teaching., In these, the
professional was ufilizéd as a resource for‘specific skills.
Time involved ranged from a few hours to a day or two,
The shorter sessions were a lecture type of meeting, with
-the'professional explaining techniques that he had found to
be useful and valuable in performing various tasks., In the
longer sessions the‘professional also lectured, but had the
added advantage of performipg somewhat the role of a con--
sultant. . . | |

In the fhird category of seminars, the professional ser«f
ved a different role, that of a consultant. Throughout the
- training prdgram, with spégial'émphasis in the latter stages,
the'pnofesgional'people met with the prain&es, graduate
studénts,'and pfojéct staff, to further individual and project

development, Most of these seminars Were divided in such a

-
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manner as to permit the professiohal time with the total

group and with each of the four training teams. Professionals,
who are implementing programs for the development of '“non-
proﬁessionéls", consulted with the membership of this project,
to further the training, princlples, concepts, etc., where

the members of our project could meet with people represent-
ing other projects and exchange information useful to both.
Here to was the time .alottaed for the visiting proféssional

to evaluate our project‘génerally, and the trailnees specifl-
ical;y. These seminars also ranged in time from a few hours
to a few days. Near the end of these seminars, time was nor-
mally set aside for the consultant to summarize his visit,
and to feedback what -information he deemed valuable. A

written report was usueally received from the consultant ful-

lowing the visit.

ol

ANALYSIS
Meetings of the introductory type, provided the trainees

and graduate studénts, with axposure to the mechanics of ad-
mlnistrative processés, the strubtures, protocols, policies,
problems inherent in organlzatlional and administrative pro-
Cédures, This time allowed the pfofessiohél the opportunity
to relate methods of operating within an organization or}ad~
ninistration; the what, how, and why, that he had found to

te successful, as well as detrimental.
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The saeminars wilth instltution staff members also in-

volved an exposure to organizétional procedures and the
personal experlences of the professional. For the most
part, these seminars tended to be centered around the
individual institution, i1ts pol{cies and protocols. How-
ever, most of tﬁse seminars’were much in the class of aé
orientation and did not provide much interaction between
the trainées-and the professional,

The teaching seminars included professionals like Dr.
Elias H. Pérter, and Mr., James Robison. Dit. Porter spent 
two da&s with the project discussing and showing methods
for'évaluating a systeﬁ as a collected total, rather fthan

in 1ts Isolated parts. He utllized visual ailds during his

talks and passed out pfinted matterthe had written. He in-
troduced a technique of using five-by-eight cards in group
problem solving sessions. Utillizing this technique the group
found it could work on one gpecifiic problem or area at a
time. This technlique is of value when working with groups
not normally accustdmed to-working through different ﬁrocess
problems that may interfere with its productivity. New
Careers found that thié valuable and greatly versatile
technique sopﬁ became a working tool in the "bag" of all
train;;s.'

Jim Robison described and exampled a technique he had

worked 'with at the Pine Hall Project at Chino, California.

-
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This involved a series of punch cards, socilograms, and soclo-

metric ratings. Through the use of these methods it is pos-
sible to gain further insight into grdups, and the individ-
uals composing groups, by idenfifying cliques, hierachies

of leadership, and cther socilal groupings, that may add

or subtract tremendously from tﬁe development of the group.
Here the trainees gathered much information in the use of
research techniques pointed at working with and within groups.
The one flaw in this seminar was in the fact the Mr. Robison
Was'unaple to spend sufficient time with the project to

fully explain the uses and implications of his technique.

Hopefully, this will not re-occur in-the next training program.:

In the thirq type of semipar, the professional was used
mainly as a consuitant. Mr, Art Pearl, Mr. Aaron Schmals,
Dr. Maxwell Jones, Mr. Al Elais brought thelr knowledge
and experience as a source to expand and improve.ourAproject.
In the various meetings with the total group and the indi-
vidual teams, the trainees, graduate stﬁdents, and project
staff had the opportuhity to discuss‘different strategies
involved in bringing about change and'possible methods of
developing and utilizing training programs, to examine the
current program aimed at developing non-professionals, and

the social trends, issues, and policies that are today facing

. the overall development of man. . The professional was given

the opportunity to evaluate the New Carecers Development Project

N
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and 1its trainees énd to offer suggestions. as to the improve-
ment of both. The experience of the professional played an
impartant role in serving as guidelines and expansion points
in testing theoriés, concepts, brinciples, learned and devel-
oped by the trainees ofvthis project. One of the "off-shoots"
of these seminars was the feeling given the trainees of the
limitlessness in a New Careers Development field. The enthus-
iqsm generated in these meetings by trainees, graduate situ-
dentsy bfojecf staff, and the cunsultants added gfeatly to

the success of the discussilons.

Dr. Maxwéll Jonesﬁ seminar 1s an example of emphasis
Beipg placed on individual developrent and awareness. The
intensive sensitivity group created more awareness through )
exéosure by discussion of individual value systems and self
images and'how they affect others. The examination of the~
ﬁateriél revealed in these discussions promoted individdal )
growth proportional to the 6verall growth of the group and
of the project. An essenti?l part of any learning sysfem
is the better'understanding of onet!s self. As this under-
standing develops, the understgndihg of others also'develops.
Dr. Jones, added greatly to this»sensitivity to values, both
to dne'é self, and of others.

In summaﬁion,'Seminars with Prdfessiohal People yielded
much 1nformétion that was vital to the training program.,

Discussions promotes content for future study and the stimulil
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for self developmeﬁt. These seminars also afforded the
trainees; .graduate students, and project staﬂfva means of
moetiﬁg with professional people and thereby, created the
opportunity to better understand the "framps of reference”
of professionals. In all of the situations the seminars
provided the professional with a Iook at the New Careers
Development PrOJect a better undergtanding of the. traiang
goalsyband an introductlon to tho members of the pfOJGCL«

Certainly therc wa& variety and qcope to these seminars.

In most of the sem¢nars Lhe 3onger Che spssion, ‘the more the

opportunity for*informal meetings. In these informal sessions

much more feedback; to,and,from the visiting consultant and
the total group‘was produced, and fof this reason these
seminars seemed to gain the favor of all the tralnees. All
were information sources, some were teaching experiences,
and some the learning to work with a consultant, All of -
these were sounding boards for the building of a definition
of New Careers and the projected roles of the membership

-

of this project.

H:LONA”VDATTONS

-,
LY

benefit to the training program and its membership, had

“Many of these seminars might have produoed greater _

the techniques of pre-and post—discuséions been more spe-~

¢ific. This certainly would have added to an established

-
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_nearning;experlence for the trainees and graduate studcnus
Such thinvs as, what was dﬁsired, and what was derived

from given meetling should have been more refined and

e e —— & -

'pTomoted.-‘Another feature which could have greatly enhan- -
ced thesevseminars was a written report from the consultant \
‘ following‘his visit Since the project‘hired a great many

ThiS‘would have produced some expected«to«

”Anﬂﬁh&f recormemdat¢oz would
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TOTAL GROUP EVALUATION

SORL

The goals of Total Groun Evaluation were twofold.
First, to evaluate on an on-going basié what the ftraining
model and the trainees were doing, in order to make changes
as.needed. Secondly, to develop treinees in problem stat-
ing, collecting information, planning accordingly, and

evaluating the effects decisions had on fthe desired change.

DESCRIPTICN

The first ten days of the institution training phase
were used as an orientation period. The inmafe trainees
‘and project staff used part of the orientation period %o
design a training curriculum and establish criterion for
the selection of graduate students. Each evening the train-
ces and staff met for three hours to plan and develop a train-
ing pfogram for ihe remaining fifteen wecks of training.
| During these primary program development meetings the train-
ees were encouraged to share the responsibility with cach
cther and the siaff for making decisions as to how the
training model should be designed. After the initial ten
d2y program development meetings and the selection of two
fraduate students then the cvening meetings were converted

into weekly Total Group Evaluation 