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Summary 

The New' Careers Development Project trained 18 inmates 

for y70rk as Program Development Assist.ants. Intensive 

training was done for a four-mon~h period at the California 

Medical Facility, a state prison, and was carried out in 

three phases: 

Phase 1 (8 men): January 1965 MO May 1965 

Phase 2 (6 men) : October 1965 February 1966 

Phase 3 (4 men): February 1966 - June 1966 

Since parole, the men have ,\'orked. in a variety of program 

development positions: training nonprofessional aides, doing 

surveys of new career job possibilities, and helping set up 

ne,\' career posi tions v1ithin social agencies. 

One of the 18 trainees has been returned to prison on 

a ney] robbery conviction. A second disappeared t\VO months 

after release from prison but has since come back and been 

reinstated on parole. A thi~d was returned to prison on a 

technical parole violation, but rejoined the project after 

seven months and is presently \vorking in. the program develop

ment field. 1\'70 others have had minor law involvements. 

Of 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 lmv 

involvement. 
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,t e Fifteen of the New Careers trainees ere presently working 

in the program development field. Salaries started at $6,000 

a year and now range up to $13,0,)0. Employers include private 

social agencies, no~-profit research organizations, universi-

ties, state governnent agencies, and county Economic 

Opportunity Councils. 

The history of the project follows: 
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Background of Pro'j ect 

The Ne\" Careers Developmen t Proj ect grew out of interes t 

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 people 

Most self-help organi~ations begin with the premise that 

persons who he..ve lived through specific kinds of problems can, 

help others cope 'Ni th those same problems. Alcoholics 

Anonymous and Synanon are two viell-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 because 

trust is giv~n more readily or communication is more easily 

established. The other is the..t the helper receives as much, 

if not more, benefit than the person helped. As Cressey puts 

it, itA group in v7hich criminal A joins with some non-criminals 

to change criminal B is probably most effective in changing 

criminal A, not B. "I 

The use of offenders to help other offenders has thus 

lCressey, D.R., Changing Crimine..ls: The Applice..tion of 
the Theory of Differential Association, Amer. J. Sociol., 
1955, 61, 116-120. 
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been s,een as a way of developiu3 new and more effective 

approaches to rehabilitation in a field in ~\'hich success 

percentages are notoriously 1m",; and as a 'Nay of bringing 

about change in offenders themselves. 

In June of 1963 the project director organized a 

symposium, vlith National Institute of Mental Health funding, 

on The Use of the Produc ts of A.~ociC'"l Problem in Coping 

"lith the Problem (Crime and Delinquency). 1 The symposium 

brought some 40 offenders, ex-offenders, correctional 

treaters, and correctional administrators together to consider 

'what had already been done in using offenders in correctional . 

work and ,,,,hat taG implications of this were for future develop

ments in the field. This symposium '-7as a direct precursor to 

the present project and played an essential role in its 

developmen t. 

The nonprofessional revolution 

The use of nonprofessio~al aides has a long history, 

notably in the aimed services and in the health fields. In 

the last few years, the use of nonprofessionals has increased 

rapidly, in both scope and number, suggesting radical shifts 

in the vending of professional services and the deployment of 

. lExperiment in Culture Expansion. Proceedings 
conference on ':The Use of the Produc~s of A Social 
Coping Hith the Pro~lem (Crime and Delinquency) . il 
California, July, 1963. 
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professional skills. This II revolutionll is seen as an anSiA7er 

to t'Wo problems: the decreasing need for workers in material 

production jobs; and the inadequate number of professionally 

trainer persons. 

Though there are still arguments on the capabilities of 

private indust~y 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 per capita service. Both Medicare and Head Start have 

shifted people's expectations of the services they are 

entitled to expect as a matter of right. The situation is 

similar, though less dramatic, in other professional service 

fields. Note~ for example, the grmving demand that:; something 

be donell about crime and delinquency'. 

People are expecting more service, and they are expecting 

better or more appropriate service. Professional workers 
. 

are facing increasing criticism, 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 betvleen professional and client. 

They are thus seen not only as a supplement to professional 

manpm'ler, but as providers of ne,'] and unique manpower re.sources 
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hitherto unavailable. This is, in· effect, an extension of 

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

the "oute il generally. 

The grm.;ing importance of program development 

The professional service fields are finding it increas

ingly hard to defend continuing their existing programs as is. 

Aside from the need for expansion of services, both the public 

and clients themselves are becoming more vocal about 1;·,hat 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 to staff 

who are occupied with the operation of existing service 

programs and who have neither time nor inclination for the 

task. A groY~ing number of agencies, however, are establishing 

special program development staffs whose sole function is 
. . 

the creation and implementation of neV7 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 
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to bringing about chcll1ec wi thin individuals, groups, institu

tions; or organization:;. Self-study is simply the application 

of the scientific method to the achievement of goals. It 

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 a.s necessary. 

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

that it involves the active participation of the targets of 

change in their mm development, including all levels of staff 

within an institution or organization. The project director 

has used this approach in working both with small groups of 

confined men e.nd \'7i th correc tional cOIT~uni ties. 

The Ney] Careers proj cct 'vas intended to develop one 

kind of problem person (the offender) for a ne'tv type of 

nonprofessional role in the program development field. Self~ 

study was· seen both as a ,.;ray of developing the individual 

offender and as an 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 prograo development in other areas of human service. 
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.. ., 
The Original ?lan 

As originally conceived, the Project was to bring 

t:ogether an experwental group of 25 inmates in a :lsocial 

d 1 ' I' f . d r to .t-' eve opmenc ce::1::e:c" or a per1.o o=F S1.X mon\...::!s. T~e center 

'V'as to be a. living-working unit vlit::-~in one of tbe California 

state priso~s (Sa~ Quentin was seen a3 the most likely 

possibility.), t~is unit to be p~y8ically distinct from the 

remainder of -:::'1e insti~ution, \-7it~1. separate feeding and 

recreation faci '.ities. Graduate f.I tudents in the soci~l 

sciences we~a to participate in the training progrem as pert 

of the i:change and. development::ee.ms;: \-lith the inmates. (For 

a description of these teams and of the role of the social 

chcnge agent, as t:l.e trainees \'ler-e, then called, see Appendix 

A. ) 

Follo~in0 tne six-month center program, the subjects 

'Were to be paroled to community placements, if necessary 

partially subsidized by the project, for an additional 

months of comoined \'70rk 2nd t 
. . re.1.D1.ng. It was expected 

. 
~, ..... 
"::_.t~ 

at the end 0"£ this time they v,70uld have demonstrated sufficient 

cape.bilities so t~l.at they could move into fully paid progr?.rrt 

development positions \'7ith social agencies. Ti.1ey were to ~2. 

follm·Jed fOi: an e.ddi tionC).l yea1:". 

A control group of 5~, chose~ at random from the pool 

from which t~:'3 experimental grou?~'7aS selec ted, w~re to ~e 
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paroled at tne same tima, but witr.L neither institution nol:' 

community training nor with community plecement assistance. 

The Plen and Reality 

The proj8~t undSDvent a se~ies of modifications over 

its three years. Some were necessary to accomodate to 

Department of Corrections admini3trativ~ proceduras, and 

some came aoout bece.us2 of shirts in the larger social-po1iti-

ce.l scene. 

center 

The con~ept of a social development center in wnich all 

inmates would be trainad togeth~r was ti.1.e first to go. On 

the basis of preliminary discussions with Department staff, 

it had been expected that the C2.nter could be ~"lOused in a 

minimum security satellite barracks at San quentin waicn also 

housed other special programs. San Quentin is in the Se.~. 

Francisco Be.y Area and provided ready access to potential 

employers and to the educational institutions .J::. .. • 1 J..rom HL1~C!1 

graduate students were to .be drown. However, the staffin8 

and security ~spects of the center were seen as a problem 

b . t' L. t' t"".t:: 11' . .... y ~ns ~~u ~on s arJ.., as we as cne presence or women ~n 

the progrem. It was c.lso fel t t~lc.t proj BC t requirements for 

a full schedule of both day and evening ~ctivities would put 

undue strain on regular institution procedures. 

9 



The project was set up finally at the California Medical 

Facility, c. resenrch and treatment oriented institution S5 

miles from San Frc.:'1.cisco. A sepnrate housing unit ~'n!s found 

within the institution, but spece limitations restricted tne 

number of tr2in2es at nny one time. To accomodate to this 

change) we pl~nned three non-ovezl~?ping groups of eight 

trainees each 2nd shortened the institution phase of training 

to four montns. 

The control ~~oup 

The next proolem '\vas that of finding a lergeenough pool 

of eligible meil for random selection into experimental and 

control groups. The project design celled for releasing 

trainees at a fixed time to go on to additional training c~d 

jobs in the cOITununity. This me2nt finding men with pcu:ole 

dates coinciding \'lith the end of th8 institution t::ai:ling 

period or ~aving the Adult Authority (the paro~ing board) 

set parole dates ~hat would fit the program schedule. We 

overes-cimc:'.ted the flexibility ·evailc.ble 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 ro~Dery). As a result, the idea of random s8lection 

from a pool of eli8i!J1e inmates wcs given up for P~!ase 1 c:md 

'V1e selected ei3:1.t m~n '\vith no as::;ur2nce that they could all 

be paroled at tne end of four mont~s. As it turn2d out, only 
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five of them were; one of the eight remained in the institu-

tion for 12 months. 

For the second phase ~'2 tried to avoid this proble.m oJ 

selecting only men with assured pero1a dates, but this 

drcstica11y restricted the. number ~vaila~lc. The pool shrunk 

to ele.ve!l men, of '\07hom four were selected as experim::!nta1s 

and five as cont!:ols, with tTHO !!dded to the program outside 

of the r~ndom Selection procedure. 

For Pnase 3 the idea of a control group was again aban-

doned and the four nost ?romising men out of those av~ilable 

were selected. 

Teel!l tr~inin::; 

In Phase 1, graduate students made up part of the cha~g8 

and de""elopI!'.ent temna i:::lto \vhich the trc.inee.s were grouped for 

, ... , h muci1. or: c._e progr2m. They \10rked l1a1f- time, paid by proj ec t 

funds., but beceuse of the long cormrmte from San Francisco to 
. 

the pfedical 7c:.ci1i ty "1ere e. t tCle insti tutio!l only tt'70 day£' a 

week. Bot~ trainees ~nd students felt this ereeted morale 

problE:DG c:'.:ld interfered "1ith teem efficiency. It \Vas 

recommended ":;y them that students \'70rk £u11- time during 

Phases 2 a:ld 3, or not at all. 

By Pnese 2, hm'1ever, the "Jar had eBcn1.e.ted. Students 

were conce:cned c.oou t dro.ft s ta tUB, and ~']e could not find any 

willing to givs up ful1- tiree sC£lOol ~tte:ldCl~Ce to par'l:icipe.te 

11 
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.~ in the progr2m. Pnase 2 ~nd 3 teems therefore consisted 

only of ·the inmate trainees. 

Job plf!cems!1ts 

T:te proj '2ct proposal ,·]ns first submitted in September 

of 1963. It rred in fact been planned for a full year before 

that date. Its me.thods were developed a.fter conside.raDle. 

informal liai son \'JOrk ,·]i th Depa1:'tmen t of Correc tions staff 

nnd with staff of related agencies in the San Francisco 3 Los 

Angeles, and Se.n Diego arens. Tney were based on an asseGS~ 

ment of Depc:n:tment and agency interest in this npproach to 

developing inm2.tes; of the direction of program development 

in these agencies; of the direction of social change in the 

country in generel; and of· the pr'oo8.ble speed with whici": .. ell 

this wns likely to occur. 

The Economic Opportunity Ace. of 1954 '\~as passed sl"!O:ct.ly 

before the proje~t got undenvay. The money end attention i~ 

focused on \'lOrl-:ing wi th the poor in other tha.n client roles 

was an affirrl'.2.tion of t:l.e directio:1 t~l.e proj ect was tnking. 

The expansion both of humnn servie·e.s and of opportunities for 

the poor to pnrticipa te in mea..'1.in3ful ne,>} kinds of jobs and 

careers made the outlook for finding. work placeQents for the 

project trai~eas even better tnc~ nad first oeen anticipated. 

Not only did we expect that plC'.cement:3 would be available, 

but thct ther2 would be a real demend in the correctio~s 
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field for parsons trained in ~aDe~r.ch end progr~m development. 

He ware, hoW/ever, overly naive in assuming tnat our 

ovm view of t~a need for progrerri. development v7as shared by 

agency staff, or that there was a direc t rela tionship oet"·7ee!:1. 

2. recognized naed 2..."1d org.:lnizp-tiong.l readiness to change. 

Federal funding for research e.nd demonstration progrems has 

provided t:l.e 3reates t impetus to neVl progr2l1l development) 

but the esc2lation of the war in Viet~am hes sharply curtailed 

the availability of such funds. Ivforeover) with or without 

.... . d .t: ' • 
OUI..S~ e J..unCl1.ug, e.gency staff aD a group tend to be resistent 

to innovation. This resistance baa been most apparent in 

correctional agen~ies) on whom '.;]2. COU!1 ted for' placement 

e opportunities. Ple.cements in the criQ.e and delinquency field 

have been aV2ilaole only outside of. Celi£or":1ia. In gene1:al, 

there was litt:le trouble in pleci:1g. t~e trainees on jo::;s 

as l6ng as tha project was payi:1g their salaries in full, 

but it wes far more difficult t~an ~nticipated to place 

them on jobs with other fundins. 

Field trainin0 

It "7as o:cigi!1C\.lly intended to p:?:cole men to one geographic 

area in order to facilitate continuing training for the fi:L:'st 

six months e.ft2l: parole. ?-lego't:i.s. tions \.Jere unde.rwe.y wit~1. the 

American Frie:1ds Service Corr.mi tt:ee for use of Cl half,,-lO.Y ~:.ouse 

for released prisoners they plcnncd to open in Scn Francisco. 

13 
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Use of the ~"'loUSC as Cl living Oe.JC \vould facilitate the field 

portio~ of tr~inin3, and would nslp ~aintain group cohesive-

ness. 

The reality 'tvas that jobs were h£rd to come by, evsn 

with project willingness to subsidize pert of the menls 

salarie.s. T'ne j oDs obtained 't'wre scattered throughout th.3 

State end th2Y \'Jere tempor£l.ry, 30 that the trainees wcre 

requir'2o to move every few mont:"'l::> or oftc:mer. This precluded 

L: t' , 1 r, d!... 1 1 . . d ' t l' '0 e use 01. r.e na J::<.·my Clouse e.n SLL£rp y 2.I!J.~ t2 wna Call d 

done in the. \·]e.y of a systematic field training progr.:2.m. 

Selection Met~ods 

The proje~t intended to demonstrate that there exists 

an untepped pote!1t:inl \vithin t~"'le offe!1G.er g:coup. It 'V]as r~ot 

intended to s£..y (1) w:lether this potential exists witt-:in 

SOUle 'or 2.11 of::enders, nnd if SOQe, hm·] many; (2) whctner 

this poten~i~l can be tapped better oy oeClns ot~er tha~ those 

C!:1.ploY;2cl in this study; or (3} wi.-Let potentinl exists for other 

kinds of development than t~"'lat u:1dertc.!;:en here. In snort., 

we are not ;:ryins to C.ssess offe::1ders as 2. w~10le) and t~"'l2 

group worked 't'lith is not intenG,2c .2.S representativ:;; of t~1.e 

total prison po?ul~tio~. 

The conditions that ~elped define the study populction 
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~cre dictated by the interests of the project, on the one 

~ d arnd of tne Department of Corrections and the Adult I.an , 

Authority on the other. 

Project concerns. The first decision was to draw men 

only from t~e De?artmentis living group (therapeutic 

corr.munity-type) pro3rams. A variety of such programs was 

available within the prisons and prison camps~ some as special 

experimental units and some as part of the regular institution 

prograII1ming. They v.2.:ried in the degree to wi:;.ich therapy was 

subordinated to otDer considerations, (such as work schedules), 

and in the sophistication and dedication of their staffs, but 

they all had in comrr:on tte use of several large group meetings 

a \.,leek including staff cmd all members of a housing unit 

(anywhere from 40 to £8 men) for the purpose of discussing 

current. problems of living and working together, plus 

additional small group Qeetings of l~ to 15 reside~ts with 

one or more staff members. 

T~-Le choice of the living group progrC'.IDs as a basis for 

selection did not come from some notion t~1at ,ole were in any 

sense selectin~ men \-}ho ~·lere ilcured:! or better adjusted tha!J. 

those not in such pro:srams. Rather, because the role of 

social chc.nge agent as ~]e conceived it involved working with 

groups "of people wit~ differing interests and points of view, 

15 



and because t~1e proj ec t training C!pproC).ch j t '.{ ,I r i:.' 

work in groups < '\VB hoped ~o exp.loit the liv j n.~t, 
.I .. t~l-(;tl;~ 

ience by finding men whose exposu~e h~d: 

(I) taught tiem how to lis te-::l to otcwr P-:'.~(}P ll~ ~ 

(2) 

of vie';'1, how to become sensitiv8 to ot~~:: : < 

of refBrenc.e, and hOH to avoid pr2r!wtur~ 

judgments; 

helped them develop soma tech~iques 

these differences; 

(3) give"!:l them experience in ex,':!mining th2ir ~',.1~ 

behavior, particularly its impcc t on Ot:1..:!" ;" «:'.' ~~\; 

and 

(4) 'helped thet! to become cowfortaDle in -';vorki~~ 

grou?s: expressing £zelings and ideC'.s ~-lic:;i~,1 

gro~p, a"!:ld listening to those of others. 

We set four months as the minimum C:D.ount of exposure 

living group experience. The figure was chosen arbit=-~~~~ 

A minioum of an £th grade reading lev~l (~s m2~SU=~~ 

oy the re~ding section of the California Ac~ieveDe~t r~$; 

was required. T:1is condition WeS not deternin2.d by $0':-::::;;: 

beli~f that pre~ent reading skills Yere rel~ted to ulti~~:~ 

SUCCeSS in a chcnge ngent role but rather by the ne2d r~ 

cover Cl lDrge nr:1ount of naterial in C'. rel['.tiv2ly S~Ol~\ 

training period. 

Another condition wr.ts phr~sed .as ':faraili2rity 'i-lit ~i • ~ 
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thorld of the socially and economically underprivileged. ji 

Since we hoped to generalize the training experience to non
I 

offenders l,",ho lacke.d opportunities in the social system, we 

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

c~e selection pool dwindled, this condition actually got 

little attention. 1:7e can say only that tr"e trainees, as 

offenders, all had experience with being outside of the 

establishment. 

A final condition set by the project was interest in 

project participation a.nd willingness to mee;: its conditions 

(i~~luding project decisions on geographic pla.cement after 

parole and an initial salery then estimated as $200 a month). 
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Departmental concerns. There were two types of concerns. 

The first had to do with the restrictions laid on the 

paroling authority in setting parole dates. The most import

nnt condition governing selection was the amount of time the 

men had se~,ed in relation to their offense and past history 

llnd the date they would nOl.-mally· appear before the Adult 

Authority for parole consideration. l 

The other had to do 't>Ji.t{-1 the public relations impact of 

the project. If the men were to fail, failure should not be 

coo prominent nor embarrassing to th.e 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 whose offenses involved sexual behavior 

lDepartment of Corrections and-Adult Authority procedures 
r.,Llke ;tt possible for inmates to reques t a brief ~xtension of 
their tim~ in prison to complete training or treatment 
programs. It is also possible for men to be released up to 
three months before their parole date in order to take a job 
t~'"i.~t \-J11l not be available at the time of e1.eir regularly 
scneduled release. Thus the proj 2ct could consider men 'tvno 
had parole dates set somewhat Defore the training period \-las 
to terminate or up to th:::ee months after. 

Host proj ect candidates, hm.Jever, did not yet have parole 
dates set at the time of s2lection. Those who would appear 
[or a parole hearing before the training progre.m was to begin 
could be considered as tentatively eligible, pending the out
c~ce of the nearing. For t~ose scheduled to appear before 
t:1e Board within the next four monti.1s, an advancement of 
parole hearing "las requested so that a determination of
eligibility could be Dade. 
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',Jith force or vlith children, heroin usc, or assaultive 

b(!b:wior wore eliminated from consid~ration, as were men Hith 

n history of hospitalization for mental illness or of severe 

d chronic alcoholism. :m 

Interview 

Men \·]ho passed the ini tial screening '·,ere interviewed 

in small groups of four to seven by two or three members of 

project staff. For Phase 1 role-play situations \vere used 

:lS an assessment procedure. The role-play simulated the work 

of a change agent \'70rking wi thin a correc tional ins ti tution. 

The problem set was participation in a meeting to consider 

the effective utilization of manpm'ler within an institution. 

The men were nsked to take one of several roles: the assign-

nent lieuten2nt, the supervisor of education, the supervisor 

of institution maintenance, a member' of the inmate advisory 

council, the associate vlarden of C2.re and treatment, and a 

social change agent. The role-play took about ten to fifteen 

r::inutes and v7as followed by a discussion in which the men 

\o,'ere' asked \'lhere the meeting was going, what kind of ge.mes 

were being played, what conflicts of interest were expressed, 

ho',.J !;light it he.ve been done differently, and how it \ ... ould 

have then turned out. The situation was then re-plnyed, with 

the nen nov) taking different roles 0 At the end, the men 

ranked each other on the following: 

19 

I , 
( 

i 
! 



s· -

-----.-~ .. -.- .--.-.~ .. --
~ .. --

'1 ) \.i- Is 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 be~ng played. 

(4) Copes well "lith the games being played. 

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

The purpone of role-playas a selection device was to 

see, first of all, who vlas able to' take on ne't'{ rO'les and hON 

\.;ell; hm-l sensitive each man was to the different frames of 

reference expressed; what kind of coping skills he demonstrat

ed for dealing v7ith these differences; and \'1hat rational 

l!pproach abilities he showed (that is) his ability to state 

relevant infO'rmation, define a prO'blem, clarify discrepancies, 

L!nd make explicit expectations for outcomes of actions taken). 

The value of the role-play for getting at the pO'tential 

for taking on a change agent role is open to question) but 

the method aroused immediate involv8ment and a great deal 

of interaction among the men in each group. As a procedure, 

hm~ever, it was very time consuming. It was therefore 
. 

dropped for Phas~ 2 and 3 selection in favor of a more direct 

intervimv in ;'lhich each man I s expectations of the project 

were discussed and each was asked to talk to the group about 

his areas of strength and ·1;o]eakness. 
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Peel:" ratinSjs -
The men :J.ntervie\ved were' also r.nnked by their peers and 

ataff in the living unit. Ranking was done anonymously on 

the following three variables: 

(1) Offers the better ideaso Ideas are most often 

folloHed. 

(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 

vie'\v. Under stands wha t· is going on. 

Rankings of the three tended to be similar, that is, men 

ranked among the top three or four on one variable were 

likely to be found there on the others. It is prob~ble that 

50':1e overall judgment of being a 11 good guyll in the sense of 

fitting into the living group gc.me 'I,;']as involved. 

Final selection pool 

Decisions on 'inclusion in the ,tentative selection pool 

~cre made by project staff on the basis of the interview' 

ll;)d a review of the man f s records. Peer ratings were used 

primarily to resolve doubts about men about whom there was 

S~C question of suitability. In only one case was selection 

::.cc1c directly contrary to peer judgment. This man '1;·]arned us 

in advance that he \~ould be rated 10\03) which he was, since he 

21 



~ had recently been the focus of unfavorable discussion in the 

r,roup for his irresponsible behavior. He was, however, 

villing 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 

n parole date ancl ""iere not scheduled to appear for a parole 

hearing prior to the training program, a request was made to 

the Adult Authority for advancement of hearingo The final 

selection pool \'7as determined after Board action had been 

taken. 

Pnnse 1 selection 

Phase 1 \'7as scheduled to run from January 1 to Hay 1, 

1965. In Hay of 1964 two of the project staff visited living 

~~oup p~ogrcms in Southern California, then the most active 

units in the Department. They talked with inmates and staff 

about the proposed project, what it was attempting to do, 

and what problems it might face. Ideas ""vere solicited about 

the program &Ld the selection procedure (the idea of using 

peer ratings came from these meetings). In October, a staf.f 

. ::'I~r::.ber again visited the units to talk about the program and 

ask for volunteers and to screen men who were interested ih 

ter:ms of their offense history and probable parole date. Out 

of five living units, 47 men asked to be considered. Nine 
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e 0 ( these subsequently "Ylithdrew) and nine more were found 

ineligible on further screening. TL1.is left 29 men to con-

p 1.dcr. Following interviev}s and peer ratings in late 

~io\!c!!1ber, the 29 were reduced to 13. Two of these had 

pnrole dates. Two more were scheduled for Board appearances 

in December; one received a parole date in August and the 

ot her v18s denied for a year. Advancement of Board appearance 

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

determine whether or not they might be granted parole by the 

end of the institution training period on May 1. The Board 

grnnted the request for only two of these men; both were 

given May 1 dates. 

Of the pool of 13, there vlere four men who could 

definitely be paroled by May 1 and a fifth whose parole 

~1.ght reasonably be advanced to that time. Random selection 

of cxperimentals and controls was out of the question. He 

took the five men with pa role dates 'plus three others that 

~c felt showed exceptional promi~e with the idea that if they 

vcre not granted parole in the spring, they could remain v]ith 

the project and help with training in later phases. 

r,~ 2 .!. .t1Se selection 

Phase 2 \Vas scheduled to run from October 1965 to 

r(;~ruury 1966. Selection was expanded to include tHO special 

1 i '.'ing group programs in Northern California and an institu

ticn which ran living group programs for the majority of its 
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1 n::H1 tcS. .In July of 1965 visi tSv]ere made to each unit by 

project staff, staff in this case being trainee graduates 

of Phnse 1 (for two of the units the graduates were fOliller 

\!~it residents). Their task 'vas to dlscuss the program, 

fln!iwcr 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 eligible pool of 26 following the 

interviews and peer ratings. This number too quickly dwindled. 

Three men \·lithdre\·]. Of the remaining 23, five men had parole 

dates and five v7ere scheduled for parole hearings prior to 

the beginning of Phase 2. Advancement of parole hearing 

~as requested for the remaining 13. 

Of the five' who went to regularly scheduled Board 

ht::nrings, three v7ere denied parole and two were given parole 

Jutes but refused admittance to the program, on grounds that 

were not made clear to project staff. Of the 13 for whom 

l'le'lanced hearings were requested, seven were refused. The 

r(~nining six were given advanced hearings and parole dates 

0!1 February 1. 

The eligible pool from \vhich we planned to select both 

l"Xpcrimentals Gnd controls was now reduced to 11. Selection 

\IllS further limited by the choice of t\VO of these men outside 

random selection procedure. One, a Mexican-American, 
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taken both because he "7as Hexican-American (there 'Y7ere 

such candidates) and because he shov7ed unusual leadership 

?otential. The second, who was due to be paroled shortly, 

t;>.lked 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 6 elec tion, the pool "vas no'to] 

nine, of which four were to be experimentals (space at the 

Ecdical Facility limited new trainees to a total of six) and 

five were to be controls. 

It was apparent from experience with Phase 1 that 

c?portunities for well-trained minority group members were 

opening a.11d tha t there 'ivould be some advantage in placement 

i~ having minority status. To ensure adequate representation, 

'.J0 set t\~o of the four experimentals as minority g1.40Up 

ce~bers. The four minority group members in the pool were 

pGired, based on staff judgment of potential strength, and 

che five Caucasians 'i'7ere placed in two groups of t'YlO and three 

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

Phase 2 trainee. 

To the obviously inadequate control group of five, we 

ndded four men who ,vere in ti:Le tentative eligible pool and 

1N:iO were paroled about the same time as the Phase 2 trainees 

~ut who had been refused consideration for the project by the 

?'oard. 
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P~ase 3 selection 

Phase 3 was scheduled to run from Febru~ry to June 1965. 

Because of diIficulties around scheduling advanced hearings, 

a~d subsequent tension with the Board, it was agreed that only 

tlen '\vith parole dates between April 1 and September 1 '\vould 

be considered. Selection was to be limited to the four units 

tnat had shm·m the largest number of promising candidates in 

the earlier phases. Again, a trainee graduate visited each 

of the units, follm'1ed by staff visits for intervie'\vs. Thirty 

men expressed interest in the proj ect, but six later \.;rithdre,y 

and 13 '\)ere found not eligible. This left 11 men to consider. 

Because job plac~ent for trainees in the first two phases 

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

Pnase 3, but it vias planned to selec t them from an eligib Ie 

pool. Perhaps staff was by this time too tired or dis

enci.lanted by the difficulties of training; or perhaps t~e 

pending termination oy the Departwent of most living group 

?rograms had lowered unit morale. For '\vnatever reason, this 

group of 11 as a v7hole appeared to show les.s premise than n2.d 

Deen true of candidates in earlier phases and did not shm'l 

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. 

~electio~ overview 

Table 1 sUIT~arizes the selection experience for t~e 
three phases -of the project. 
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three phases of the proj ect. 
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Table 1 

Selection Exper~ence by Training Phase 

Phase 1 Phase 2 Phase 3 

No. interested 47 159 30 

No. found not eligib1el 9 67 13 

No. \vithdrew 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. hearing: parole 2 6 
Refused advanced Bd. hearing 7 7 

No. final eligible pool 5 11 4 

No. selected 82 6 4 

lReasons for ineligibility include: next scheduled Board 
hearing too far off to request advancement; legal minimum 
parole date precluded parole by end of training; scheduled 
date of parole too early to request ex"tension of time in 
institution; nature of offense; limited reading skills; in
sufficient time in livin:s group. 

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

This is the way the 12 trainees looked to Department of 

~orrcctions staff on their admission to prison. l 

1. 24 on his admission to prison for two counts of 
robbery. He ~vas implicated ~vith three partners in 
robberies of a pm,m shop, j e\1Jelry store, and super.
market for a total of some $14,000. The four had a 
pact to corrmit 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 th~n the other men. His prior 
knm-m delinque.ncy was minor. He had served 90 days 
in j ail on a burglary charge when he wa.s 19, complet
ing three years of probation .... 7ithout incident. 

2. Not quite 20 \l}nel1. sentenced to prison on a burglary 
charge for breaking into a department store and 
stealing money, .sU::1S, and arrilll.unition. 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 esce.ped. A car theft 
at 16 gave him a term in the Youth Authority (Calif
ornia;s state detention system for juveniles), He 
completed high sCllool in 8. youth Authority institu-

. tion. . 

3. 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 knm·m delinquencies were traffic 
offenses and· misdemeanor charges \·lhici.1. \Vere. late!;" 
dismissed. He was a poor ~tudent in school and left 
in the 11th grade when he was IE to go into business 
for hims el f . 

lTh· . f . . k f h C 1 . C e ~n ormat~on ~s ta en rom t e umu at~ve ase 
E~-::-::ary prepar~d c;t the D~part~ent I s Reception-Guidance 
en~ers on adm~ss~on to tne pr~son system. 
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The Trainees 

This is the way the Ie trainees looked to Department of 

Cvrrcctions staff on their admission to prison. 1 

1. 24 on his admission to prison for t'V1O counts of 
robbery _ He \'1as implicated \'lith three partners in 
robberies of a paT"m shop, jev7elry 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 
knm·m delinquency was minor _ He had served 90 days 
in j ail on a burglary charge when he '\IlaS 19, complet
ing three years of probation \l7ithout incident. 

2. Not quite 20 when sentenced to prison on a burglary 
charge for breaking into a department store and 
stealing money, :;;U:lS, and ammunition. He had a long 
delinquent his tory, beginning \'}i c·h petty theft at 15 
and a burglary charge for which he was sent to a 
forestry camp from which he escaped. A car theft 
at 16 gave him a term in the Yauch Authority (Calif
ornia's state detentio:A system for juveniles). He 
completed high sell00l in a Youth Authority institu-

. tion. . 

3. 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 knOi-m del.inquencies \-lere traffic 
offenses and misdemeanor charges ~\lhici:-! \Vere later 
dismissed. He was a poor student in school and left 
in the 11th grade when he was le to go into business 
for himself. 

IThe information is taken from the Cumulative Case 
Sl.!!:"mary prepared at the Departmen tIs Reception-Guidance 
Centers on admission to tne prison system. 
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4. Sent to prison at 26 for auto theft. He planned to 
s~rip the car and sell the parts to buy narcotics. 
His first arrest was at 16, and he had been a court 
ward several times fo~ burglary and traffic charges. 
At 19 he \,}as placed 011 probation for smuggling 
marijuana, and he had five subsequent arrests for 
petty theft, burglary, and possession of narcotics. 
He had usad 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 driver. His work 
record was unstable and he had been fired for 
absences and narcotics use. 

5. 27 y,hen sentenced to prison for grand theft, the 
charges sterrming from a $2[00 theft from his employer. 
He "las drinking at the time, panicleed after the 
theft and ran ar.vay ,assuming an alias and living 
without incident for 18 months until he \·1as 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 jail term 
for forgery. He left school in the 10th grade at 16. 
He had worked as a bartender and cook. 

6. Sentenced to prison at 23 for a charge of second 
degree robbery of a gas station in which he used a 
sii!lulated gun. He ~,]as implicated in several other 
robberies and the investigating Probation Officer 
described him as ';potentially da.ngerous and not 
afraid of anything. il He served a term in the Youth 
Authority for robbery when he was 21. His only other 
arrests were on traffic charges. ,He completed high 
school at 19 but had been wot'king part-time since 
he was 13. 

7. At 24 he was on probation for' passing bad checks, 
for vihich he had served 60 days in jail, when he was 
charged with atte~pted grand theft and sent to prison. 
He was first placed on probation at 21 after giving 
a,party involving liquor and juveniles. He completed 
h~gh 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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8. 

9. 

10. 

------_ .. _-

Sent to prison at 22 for first degree robbery of a 
grocery with three Yo1..lnser companions. A forgery 
charge was pending "liwn he r8ccived the sentence. 
There had been no prior knm'm delinquency. He quit 
school in the llta g~nde at 17 to enter the Air 
Force where he served three years and received a 
high school diploma. After leaving the service he 
\wrked at unskilled laboring jobs. 

At 23 he stole and forged some blank payroll checks 
from his employer, \·]hich gav0 him his first prison 
sentence. He T:las sent to a boys I camp for car theft 
when he was 14. He had subseqdent 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 klthority for 
robbery. He had considerable difficulty in school 
and 1;,]aS f5.na11y expelled in the 10 i:h grnde for being 
truant and rebellious. He completed high school 
in the Youth Authority. His work expel:ience was 
in blue collar jobs. 

Sent to prison at 22 for forging $900 worth of ch3cks. 
He had been ir:.vo1v2d in antisocial activity since he 
,.;as eight, 'when he served a s lookout for an older 
gang that co~~itted bur:;lcrics. He had adolescent 
charges of burglary, as':';i1ulc, receiving stolen 
property, an~ ~arryin3 concealed weapons, and he 
served terns b(J\~~h in u juvenile fares try CST,P and 
in the Youth A~thority. He was described by the 
Probation Officer as a I: real wise operator. d He 
begnn using marijuana at 14, experi~ented with heroin 
at 18, and used pills ircqu~ntly~ He completed high 
school at 18 and ~Qd t::l~cn a se:mester 1 s work at a 
city college •. He had worked sporadically as a clerk 
or laborer. 

11. Sent to prison at 23 for a series of first degree 
ro!:>beries of S\.l.?(~rr.1.'!rl:(~ts, amounting to about 
$18, OelD; t'i.]o fr.i!:ily :'l;~:;.:'~rs Ivere partn8rs. His first 
arrest was at 13 ro~ ~ttc:npted petty theft and being 
a runa~'}ay, cnd h(! Has i~:i.vcm infornal probation. lIe 
was put on probn tic~ .c~\':tlin at 15 for burglary. He 
was in no f1.l!'thcr Ol.l: ......... culty until he. was arrested 
at 21 for drunk0nnt!s~:; \ then at 23 for ba!:tery. He 
left school at 15 1n l!1C 10th grad~. He held a 

- fl' -,'\ d::> k db var~ety o· Boor~n,; J\',)1) an was -nown as a goo ut 
unstable worker. 
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12. sentenced to his second prison term at 26 for an 
at:tcrnpted roooery of a j e~.;elry s tore during which 
he 'Ivas shot several tiQCS and severely injured. 
He began his first pri~on sentence at 22, again for 
first degree robbery, and served almost three years. 
His known delinquEncy began at 14 with a robbery 
conviction for wbich he was sent to a juvenile 
ref Ol"wl1 tory from wh:'ch he escaped, fol101:o1ed by a 
Youth Authority term at 16 for robbery and a five 
month jail sentence at 21 fo~ assault. He completed 
high school at 18 while in a Youth Authority insti
tution. He had had no steady work since he was 20. 

13. 27 when sentenced to prison on a second degree robbery 
charge. He had earlier ht:lped another man plan and 
execute a robbery and was given probation. A year 
later he violated probction by leaving the state; 
he "Nas charged \yith bad checks and car theft, then 
sent to prison on the original robbery charge. This 
"\'las his only kn01:'7n delinquency. He had worked as a 
sale£man since cOD?leting high school and had become 
manager of a chain store. 

14. Sent to prison at 28 for his involvement ,,\'iith five 
other men in a thaft of paintings valued at $70,000. 
He had served a year in jail on a burglary and car 
theft charge ,·)hen he was 22 and had h2.d nu:nerous 
traffic misdemeanors. At 26 he was placed on 
probation for forgins bad checks. His \·wrk record, 
as a warehousemen and truck driver, was stable. He 

.had coopleteci nigh school and attended a year of 
junior college. 

15. Sentenced to prison at 21 for first degree robbery. 
He I'12.'S implicated with a gang in a series of 55 
business robberies. His record began at 9, when he 
"\vas c1 ted as a rune.\'1ay. At 16 he spent a term in 
the Youth Authority for car theft, and.at 20 he 
served a DvO month jail sentence for battery. He 
quit high school in the 10th grade at 15. He had 
worked at unskilled jobs. . 

16, Sentenced to prison at 24 for grand theft of $46~ 
worth of guns frow a sporting goods store. He had 
an e~:::tensive record of burglary, going back to age 
17. One series of lQ burglaries was reported, and 
anothGr of 32. He spent 16 months in the Youth 
Authority for burglary when he was 18, was paroled\ 
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then r'eturned 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 'Nho would rather steal than \vork.1I 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 tel.Ul, charged \·}ith possession of 
firearms by en ex-felon. He was then 32. His known 
delinquency began \olhen he 'tvas 13, with charges of 
burglary and malicious mischief. TIe served jail 
terms for car theft and fO,r 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 '\las at 25 for bad checks, 
but there \'7ere similar unrecorded offenses for 'ivhich 
his fa-;nily hed made restitution. There \Vere also 
charges of probation violation, petty theft, and 
traffic misdemeenors. He was a high school grad1.1,a te 
and had attended a state college sporadically. His 
last Hork \'las as a salesman. 

At the time of entry in the project, the median age of the 
, -
~, ~Cn was 26~ with a range from 22 to 35. Two of them had 

t "':-Yl.,;d prior prison terms, and seven had served terms in the 

Jt~ Authority. Half of them were presently in prison on 
~ \ \ 

~~cry charges (including the man charged with possession of 

. ~~n») the others on charges of burglary, forgery, and grand 
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At' theft, Thefr average base expectancy score (a group p'redic

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

n~rccntile of the prison population with an average expected 
t 

success rate for the total group of 58 per cent. 

Eight of the 18 men 't.Jere minol:'ity group members. On 
. 1 

testing in the Reception-Guidance Center, the average I.Q. 

\/15 110, 'tvith a range from 98 to 123. Seven had not completed 

~1igh 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 follm'ling table su...umarizes the. characteristics of 

! h\! group and compares them vlith the nine men in the control 

tit ~~ roup, I t will be seen that, compared with the proj ec t 

tr~inees, the control men were slightly. older, had more prior 

confinement history but f~ver aggressive offenses, a slightly 

1 ~··.J\ir expected favorable success rate, contained fewer 

::inority group members, but were 8l?proximately the same in 

t~sted intelligence and reasonably similar in educational 

'nd occupational background. 

-------
In 

~sed on the Army General Classification Test (AGeT) 
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e. Table 2 
'" . c~~r~ct~ristics of Experimsntnl ~nd Control Groups 

36 - 37 
31~ ... 35 
32 ... 33 
30 - 31 
2f 29 
25 27 
24 ... 25 
22 ... 23 

}kdinn 

~:o:1e 

Cnc 

'10:1e 
0:-)..; 

Table 2e 

Age 

~xEeriment.9.l 

1 

1 
4 
5 
5 
2 

26 

Teble 2b 

Prior Prison Terms 

Experi12cmtc.l 

16 
2 

T~ble 2c 

Control 

1 
1 
2 
2 

2 
1 

31 

Control 

L~ 
'5 

Prior youth Authority Terms 

11 
7 

35 

Control 

4 
5 



Table 2d 

Admission Offense 

Robbery 1st degree 
Robbery 2nd degree 
possession of firenrms 
Gr~nd theft 
Burglnry 2nd degree 
Forgery 
Stt:ltutory rape 
~~:lrij ucma sales 

Table 2e 

Experimentnl 

5 
3 
1 
6 
1 
2 

Base Expectancy 

/\vere.ge rm·] score 
Percentile rcnk for 
.:!vcrnge score 
Expected feilure rete 
for nverege score 

Table 2f 

Experimental 

48 

55 

42 

Minority Group Status 

'T~ .t-!gro 
H~xican - American 
Cc;ucnsic:m 

36 

Experirnent2l 

7 
1 

10 

Control' 

3 

1 
3 
1 

,1 

Control 

43 

48 

Control 

2 
1 
6 

! 

I 



Table 2g 

AGCT Score 

120 - .129 ~ superior 
110 - 119: brightMover~ge 
l~O - 109: high-everega 
90 - ~9: low-average 

H'::Dn score 

Te.ble 2h 

Experiment21· 

2 
8 
6 
2 

110 

Years of Schooling Completed 

Some college 
12 
11 
10 

9 
8 

Tcble 2i 

Experiment~l 

4 
7 
1 
5 
1 

Past Occup2tionel Level 

~ :lIes, busines s 
Skilled 
S~mi-skilled Dnd unskilled 

37 

Experiment.:.l 

4 

14 

Control 

2 
4 
1 
2 

III 

Control 

2 
3 
1 
1 
1 
1 

Control 

3 
6 



.' The Gradunte Students 

Selection of students to pnrticipate in the Ph~se 1 

cr.:'.ining pro8re.m was Degun by staff contects of social 

science depnrtments at the University of Celifornia at 

B(:rkcley cmd SD.n Francisco State College. Interested 

5 r.:.ude.nts 'Y]ere seen and the nature of the proj Gct and 

ccr:r:litments to it v]e.re discussed. Those who continued to be 

i::tcrested "Jere asked to come to the Medical F.2cility and 

~2et with the group of eight trainees. 

Response to this initial inquiry ~·]as limited, perhaps 

in p3rt because of the travel and modest 'pay involved ($200 

'1 month for half-time work), and in part because of the 

requirement that students COIT@it themselves to field place-

::e:nts ,'lith the. treinees after the four-month institution 

tr:.:dning progre.ID. Only eleven, most of them from San 

~r~gcisCb State College, followed up with a visit to the 

~~dical Facility (eight on a Saturday three days after the 

tr~inees' arrival and three on individual visits durin~ 
~ 

the follmoJing \·7eek). The meetings 'toJere intended as an 

opportunity to get acquainted, but the first of these, with 

eight of the students in one group, was stiff end effortful, 

~ith each person trying to explain who he was and what he 

stood for and with efforts to impress on both sides .. 

Follmving the meeting, the trainees ranked the students in 
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order of preference. These rankings were the basis of 

szlection. 

The four students c!:-~osen ,vere all from Sen Fre.ncisco 

Stc:..te College, t'·l0 majoring in psychology~ one in sociology, 

<:!ud one -- the only woman -- in counseling. Each student 

,·)as assignE~d to a trainee team, this assignment also deter-

mined by the trainees Y • preferences. OnG of the men was 

forced to drop out during tbe first month for personal 

re~sons and \·]as not replaced, leaving one team without a 

student member for the remainder of the program. 

Although it "las originelly planned to hnve each student 

stay with his tre.ining team for .a year in the field, the 

problem of finding jobs for the trainees made this impossible. 

T'\'70 of the students \.;Iorked \vith one team during a summer 

educa.tion project in southern California following the end 

of Phase 1 training, but both returned to San Francisco for 

the £9.11 .!32mester. The third student was unable to leave 

San Francisco because of family responsibilities; the training 

p12cement expected for her and her team in that area did 

not TIe.teria1ize, and she did no further '\.wrk with the trainees. 

All thre.e students, however, returned to the institution for 

the three-day sensitivity training meeting th2t began Phase 

2 and also participated in three Dqo-day institution-field 

staff meetings held during this phase. One of the three has 

since work~d "li th some of the trainees.' in DvO separa te job 
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settings 'and has maintained person!).l contact 't'1ith several 

of them~ 

The Staff 

The proj ec t began 't'7i th three full- time staff members, 

all former employees of the Department of Corrections. 

Although they kneH each other 'Idell and hed worked together 

for many years, they represented different sets of interests 

and as such made for both what was probC!bly desirable diver-

aity and undesirable conflict and ambiguity. 

The tone of the proj ect and the training program vlas 

set by the project director. He stood for maximum p~rtici-

pation of the trainees in their QI·m development, for freedom 

to make and learn by mistekes, and for a self-study approach 

to sociCll che.nge. His concerns were long-range and his 

interests and time during the three phases Here increasingly 

devoted to the development of ne'tv, programs outside of the 

institution training program itself. He represented inspira-

tional guidance, cammitwent, and a sense of limitless 

possibility. 

The co-proj ect director continually struggled bet1;veen 

an intellectual cO~Bitwent to the training principles and 

Ql inclination for setting structure and limits. Her specific 

concerns were 1;o]ith the d~velopment of research skills (during 

.Phase 2 she serv2d as consultant to the. team handling the 
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research study group), and she took over much of the projoct's 

r.d!;.inistrative detail. During Phase 2, she "7<lS the only full

d~e staff member· and \'i2S at th~~ institution on most days 

frem 8:00 A.H. until 9:00 P.g •. 

The training supervisor (a title holdover from the 

original plan for a social development center), Dennie Briggs, 

h!'.d the most extensive experiE'!nce vwrking \'lith inmates. He 

hnd set up the Department of Corrections' therapeutic community 

programs and had run such programs in one of the southel."U 

Cnlifornia prisons for several year3 .. His concerns \\1ere 

l:!rgely "lith the development of skills in ,·wrking 1;vith groups 

nnd v7ith maximizing the unique potentialities of the trainees. 

e NeY-t to the proj ect director, he was the most important staff 

influence in Phase 1. Because of commitments to projects in 

the field, he was not prBsent during the last DvO phases of 

institution training e;{cept for a two-\'7eek visit during the 

third month of Phase 2. 

Virtually no professional staff was present "during Phase 

3. The proj ect director met ·tvith the trainees several times 

a v7cek and the co-project director met ~·;tith them occasionally 

for the first bvo months. 

A fourth staff position \Vas created by the trainaes, 

th9.t of \'1riting conSUltant. Its development is discussed 

b~low (see Training Components). Two men held this position, 

first as inmates, then as parolees. Their functions were 
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much more clearly defined th~n were those o~ the other three 

staff members, and as ip~£t8s they established different, 

. and probably easier relationships with the trainees. The 

first men to hold the pOGition -- he worked with the men in 

Phase 1, Phase 2, and pert of Phnse 3 -- informally assumed 

other functions during Ph.3.se 2 when he lived in the project 

dormitory, taking on n kind of counselor or advisor role. 

The Training Setting 

The California Medical Facility is a treatment oriented 

state prison to which m~n are assigned for intensive group 

psychotherapy programs. At the time the project besan, the 

. t· .... ·· h d ,... D I DO •• ,.. ~ns-~~uc~on ODse on~ OI tne Jepnrtment 8 ~v~s~on OI 

Research units plus two outside r8search units and extensive 

medical research progr~s. 

The institution population is divided into patients and 

workers, the latter assig~ed to the institution for mainten-

ence purposes and not GS treatment candidates. The project 

trainees were clessified es workers and as such were paid 

the maxmum wage allmqed, $7.00 a month, out of proj ec t funds. 

They \'7ere housed in a separate c.ormitory U!."1it (a former 

kitchGn of a housing \'JiLlg) which consis ted of one large room 

and a store room '-lhich the trainees turned into a typing area. 

A television set 'Has provided. The trainees each had a key 
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to the living quarters so they could go in and out us they 

pleased during the time they were free to move within the 

institution. They ate in the main dining roam and had access 

to the ""lOrkers I canteen and to institution recreation programs. 

They were subject to all institution custody regulations, 

counts, and lockups. 

Project offices were located in a wing containing the 

education classrooms, occupational therapy and art studios, 

and group therapy rooms. The project was given one large 

and three small offices, which allmved each team to have its 

ovm quarters. The men had to check in and out with an officer 

at the ~ving entrance. They had access to their offices five 

days a "'leek, from 8: 00 in the morning until 9: 00 at night, 

tt except for a lunch break from 11:30 to 12:30 and an afternoon 

count and dinner break from 4:00 to 6:00, during which times 

the wing was lObked. On Saturdays, the trainees met in the 

Administration Building, outside the main control gate, using 

the Superintendent's conference room for meetings and some 

adjoining research offices for team work. On Sundays· and 

holidays they ~'lOrked in their living unit. 

As a group the trainees had little to do with other 

. inmates in the institution, though individually some rene':-7ed 

acquaintance with men they had known elsewhere. Close ties 

\-1ere established, hmvever, with the Research Service Center,. 

an inmate-staffed unit that had developed out of the 
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Department's institution rC8~arch unit and later become 

affiliated with the Incti~ute for the Study of Crime and 

Delinquency. The Center conducted research projects and 

provided data process:tug ana clerical services for the s taft 

of other projects. It was directed by two free persons, a 

research psychologist and a statistician; except for a 

secre·t<2.ry, all other employees were inmates or parolees. 

If.elley Ballc?rd, the Center iSS tatisticiclU and later its 

director, worked with the trainees on research methods in 

Phase 1 and becc:.me a resee.rch consulte.nt during Phases 2 

and 3. The Center provided clerical and accounting services 

for ti.1e project, and all of the written work done by the 

trainees was sent there fo~ duplication. Feedback from 

Center personnel to proj ec t trainees and ste.ff -':'1a3 frequent 

and often critical, and it served ~,n importcmt function 

throu~i:lOU!: . the proj ect as e measure of the level of competence 

tne.t might be expec ted of i:he trainees when they went to v10rk 

on the outside. 

Within the institution"the project trainees were seen 

as e very special group, naving privilege.3 1;'1811 beyond those 

accorded most inrnntes. T:1ey were viev-Jed initially with e. 

mixture of appr2hension, sce~ticiGm, and G~metimes hostility 

by custody 3taff, feelings u2doubtedly int8nsifi2d wh2n the 

head of the Correc tions Agency nnd the cb.ai1.1I1an Qf the parole 

boc:rd ITI2t \ji th the trC!.inees durin~ the firs t week of Phase 1. 
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There \7ere occnsional shakedowns of their l:tving quarters, 

end considerable rumor·mongoring among both inmates and staff, 

but on the "7hol'c the trainees ,·,ere. treated \vith great fairness 

by steff and eventually accorded a grudging respect on the 

part of several who \Yere closely associated with them. There 

'Here no disciplinary infractions during the duration of the 

project. 

The Training Curriculum: An Overview 

The training progrem was developed from several 

assumptions about the process of learning and development. 

They \'~ere. formalized as a set of seven "learning principles il
: 

1. There is nn inte!:8ction beb'leen kinds of learning 
methods and kinds oi leat~ers. 

2. Lea'rning, i!1cludins value and attitude change, is 
most rapid, permanent, and uSClblc \.7hc:m it is a vital 
function or S08e purposeful activity, game, or system 
perceived by the learner as importan~ to himself. 

3. Learning is more eff2ctive when it results from the 
effort to find ans~]ers to self-initiated questions. 

4. Artistic ahd ge.me activities are \\lays to explore and 
learn without having to f.ace the commitments of 
\I real life. i. 

5. lIKnm'1 Thyselfii is still a fundame.ntal principle. 

6. Self··study is more effective and less resisted when 
it is part of an achievement ratner than a self
curing system. 

7. Group sharing of self-study in achievement tasks 
generates pm·]e.rful force.s for enhe.ncing 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 approaches to learning, that learning should be 

meaningful to t0B trainee and he should be an active partici

pant in hi s m·m learning, ti.1at study of oneself is important 

but should be done around a task rather than therapeutic 

orientatior, and that involvement with and commitments made to 

one's peers may be more 11elpful in learning than invol vernent: 

in an authority ... learnel" relationship. 

To this end, we wanted maximum participation" of the 

trainees both in planning aDd carrying out th3 training 

curriculum; content centered around specific tasks or projects 

initiated by the trainees; self-study focused on the trainee·s 

achievement of tasks; and maximum involvement of peers in 

e providing feed~ack, counsel, and structure and in doing the 

training themselves. 

Phase 1 pro~ram 

The first ten days ~t the Medical Facility constituted 

an orientation peri~d for both staff and trainees. Each 

evening "las devoted to a program plannin~ mee1=ing, the goals 

of \'lhich were to develop training content, meti"lods, and 

sch:.:;dule. The givens \'7et"e the nature of th3 social change 

agent role as conceived by the project director; the resourceG 

available in project staff and within th2 institution; the 

USe of teams and team projects; the limits set by the 
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institution; Clnd the time available. To these should be added 

a self-,study approach \vhich, though never clearly understood 

by the trainees and never very well implemented was seen as 

the heart of the development approClch. 

The meetings were effortful. The issue of trust was 

rampant in those early days, and the trainees alternated 

between ii~ don t t knmv, you're the experts, tell us what to 

do, il and liyou wouldn I t pay a:1Y attention to us anyway. II 

Staff vlere not overly successful at communication and it is 

sD.£e to say that both 'I;'Jords and concepts often we,nt over the 

trainees 7 heads. They in turn 'Nere reluctant to question or 

to admit ID.ck of understanding. Yet a program was developed, 

a."'1cl in retrospec t the tre.inees saw themselves as having had 

a major hand in developing it -- which in fact they did. 

The progre.m 'tvas built around teem ectivity, with team 

projects takin~ up the majority of the time. Each team 

consisted of b;qo trainees, a grnduate stu~ent, and a staff 

member consultant. The teams were fonned on the basis of 

trainee preference), ~li th some. neces sary compromises ~'7hen these 

preferences conflicted. Though st"aff were intended to play 

CL'I1 advisory rola to t~le teams, in actuali'ty tha role was not 

claarly defined and it varied among the three staff members 

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

and kind of direction given. 
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The trainees and staff came together as a total group 

for a series of other activities: reports on the progress of 

team projects~ discussions of research methods and of 

principles of organization change, and seminars on current 

corrmunity programs. Living groups (analagous to therapeutic 

community meetings) were held three times a .'Vleek. There was 

also a weekly meeting called Total Group Evaluation which was 

used to look at the progress of the trainees and of the 

program as a \·7hole. After D;\lO months, a oeminar on proposal 

and report writing 't-la3 added. 

The content, progress, and problems of thi~ first phase 

were the subject of a report prepared by the three trainees 

who were not pe.roled at the end of the first treining period. 

__ The report is reproduced. here as Appendix B (RetrospectivE!. 

Analysis of the Pilot Study). 

Phase 2, ple.nning 

The three men remcining in the institution \'7ere given 

b']O tasks follO'i'Jing the te::..-mina t~on of Phase 1: preparetion 

of a report on the first training phase, and development of 

a program for Phase 2. The man continued to live in the 

institution N3'\v CareerEl housing unit and lj70rked daily in the 

proj ect offices. The proj sct direc tor met v]ith them q'lice a 

v7621<, "7ith his time divid2d beD"een planning discussions 

and a living group. Tensions among the three were high, in 
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part because of the pressure for self-directed work, in part 

because ~f different working styles, and in part because of 

disagreements over the way to proceed. 

Oth8r staff members end trainees working in the field met 

with the group severel tiress during the summer, and early in 

September a three-day meeting of all project staff and trainees 

vlas held to settle f~n2lly on the proposed training program 

deve~oped by the three ~en • 

The program, as outlined and adopted, contained consid-

erably more stl~cture than did Phase 1, but also put more 

res?o~sibility in the hBnas of the trainees. The basic ,notion 

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

the trainees thenselv8s -- \'ws developed by one of the trainees. 

The other chengs3 and i~novetions -~ a three-day sensitivity 

group to initiate training, ~n expansion of living groups, and 

conducting surveys as part of initial orientetion -- v7ere also 

developed by the trainees. Steff contributed emphasis on 

retaining the expected-to-observed strategy cmd the importance 

of keeping trcck systematically of ""1hat \'7cnt on in the program, 

but the methods for doing so came from the g.roup. 

During this period the name social change agent 'Has 

dropped and replaced by program development assistant. "Change 

agent'; made the traine2s' role sound as though they 'Here to 

ac t as independ2nt instl.-unlants of chango, and this concept had 

aroused some concern and hostility in both employc~s nnd others 
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with ~'lhom the trainees came in contac t, as well as giving 
., 

the trninoes themselves some difficulty in understanding just 

what th8ir role was to be. Assistant was felt to more nearly 

express the level at which the trainees vwrk2.d, and progrem 

development to reflect mora accurat~ly the activities with 

which they were concerned. 

Phase 2 pro;;ram 

The Phase 2 program offered· the trainees fewer choices 

e.bout hO''";1 they would occupy their time. Then;~ \Vere more 

activities and more checks on whether or not they had been 

done. The program also offered consideraoly more respon3i-

bility to the trainees for the conduct of th~ program. 

The orge.nization was again based on self-selected te.e.ms 

of L1'1O tr2inees each~ but this time with each of tha three 

tee.ms assigne,d an lI older, 11 one of the trainee-holdovers from 

Phase 1.1 The olders in effect took on the role formerly 

occupied by staff, with staff now ser\1"ing more truly in a 

consultant capacity. The four specific content areas of 

organizetion change, 1 reseercl1, in tCl."'Vie'\·]ing, 2.nd group dyne.mics 

were handled by the trninees themaelves. Each team was 

responsible for preparing, presenting, and evaluating material 

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

lO!.1e of these men '\°1ClS pa.roled Bidtvay in Phase 2; a. second 
shortly after the end of Phase 2; and the third tOvlard th~~ end 
of Ph~se 3. 
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~.;pcre four area'3 and three teams) one team took on rcsponsi-

bility fo~ two study groups). The trainees also took on a 

large part of the administra.tive responsibilities of the 

program, rotating thaoe monthly among the teems. A fifth 

conte~t aree.) \·Jj:iting skills', was handled by the inmate (not 

a trainee) 'Nno had worked with the group during Phase. 1. To 

facilitate his '.;Jork, he moved into the housing unit: "7ith the 

men during Phese 2. The other activities from Phase 1 

continued, though in somewhat modified form, as discussed 

belm". 

As in Phase 1, slightly morc than half of the formal 

--------

trainin6 tine (57 hours a v7eek: ten .hours on weekdays, plus 

e s·even on Sa turday), that is, the time spent in the proj ect 

offices, uas giv~m to i; team "1Ork and study." Thio mennt time 

free to work either as a team or individue.lly, or to take care 

of necessary personal business in the institution (heircuts, 

clothing araH, etc.) 0 The time for a typical "leek is outlined 

in Teble 3. The schedule was kept flexib19 enough to 

accomodate outside v'isitors, changes in institution schedules, 

and the special demands of individual team projects. 
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TElble 3 

Scheduled Hours per "leek: 

Phase 2 Program 

Activity Hours per Vle8k 

Team work and study • • • • • • • • 

Study groups (four, @ 2 hours each) 

· . . . 
• • . . 

30~ 

8 . 

Living-learning groups • • • • • • • • ... 7~ 

'\A7riting seminc::.rs ane consult2tion . • " • ~ 3 

Social tre~ds ~nd issues • • • 0 • • • • 0 

Group sharing of self-study • • 0 • • fI 

Pl:'oj ect progress reviev1 • 4 • • • • • • • 

Progr~ planning 2nd evaluntion . . . . • • 

Total scheduled hours for week • • 

3 

2 

1~ 

1~ 

57 

The Pnase 3 progr2D. wns approximately the S2me as that 

in Pn~se 2, alt:hough the living .- learning groups ~'1ere cut 

to four nights a week (six hours tc:tal) and the. v1riting 

consul tation \·]8S increClsed from three to five hours weekly. 

There 1'iere b-7O tec::.ms, and one older who ~'1orked with both of 

them. By this time none of the staff vms 1vorking regularly 

at tbs Medice.l Facili ty end the older, WDO i."w.d been through 

both Phases 1 end 2, becn-me the mc::.instey of the trnining 

progrcffi, taking on most of the responsibility for its opcrntion. 
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He was helped by some of the Phase 1 and 2 trainees who were 

iwrking in Sacrencnto (noDe 30 miles ~l1:vc:J.y) 'I;'7ho came to the 

institution onc(or more tiDes c:J. week to conGult on specific 

s tudy gl~OUpS. Th8 older \·]D.S paroled during the las t month 

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

in the field. The \o]riting consultant, who had been paroled 

during Phase 2, came to the institution twice a week. After 

he abscond2d, the trainees selected anotner inmate, a 

Research Service Center e~ployee, to take his place. 

The Training COQPonents 

The follm-7ing sections describe the training progrCl!l1 

activities and their develo?Dcnt over the three phases of 

the proj ec t. 

TeeD projects 

The proj ects \vere i:1t2nded as a vehicle eround which 

Ducn of the trnining conte:tt could be put to une. Prior to 

the begin~ing of Phase 1, stcff'h~d done SOBe prelininary 

\'iork "i'lith institution st2..ff in developing possible areas of 

proj ect activi ty, but none of these "i'lere used by the trainees 

and, \-7i th SO!:1C cxceptio~3 ~oted belm], taG proj ects were se1£-

selected. The projects gave the tr£!inees experience in 

plcnnin6> car~ying out, and,completing a coop1ex task, and 

doii:!g this 'Ylithin the context of a tCc:!.m operc::!.tion. It was 
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intended originally that the projects also give the traina6s 

experience in \\lorking "lith professionals (the graduate 

students), give the latter experience in working with non

profes sional s, nnd provide both \vi th a chance to tryout new 

kinds of \'lOrk relationships. 

During Phase 1, ~10 of the teams combined and proposed 

the developnent of a course in group counseling" to be taken 

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 m~joJ; confrontation Hith 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 inr:late and sometimes staff informants 

with tape-recorded intervie\'is and small study groups as the 

method of collecting information. l 

lIn the study groups, selected intervie'\'7ees '-Jere brought 
together for further' discussion of the intervie~·, material. 
Host such groups used what CCl'Qe to be known in the project 
as the ;;5 x 8il method. This method, introduced in Phase 1 
by Dr. E. H. Porter, a project conSUltant, involves having 
the members of a group 'Nri te on 5x8 cards their ideas abouc the 
topic of group discussion. (The method is suitable for a wide 
variety of topics; for example, ~]hy do men fail on parole,' 
what's the first thing to do when you go into a social agency 
as a program developm::mt essistant, vihat ~']ent \'lrong with our 
group tonight.) Each card is to contain only one idea, but 
the group members are encouraged to write as Dany cards as 
they can. As they are written, they are taped to the \vall by 
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They gave specific practice in developing intervie~'l schedules, 

intervie~ing, conducting study groups, and coding data, as 

well as in writing proposals (which had to be approved by 

ins ti tution staff) and reports. Once a \',7eek the total group 

met together for Project Progress Review, the teams rotating 

each week to report on the progress of their projects. 

Another team ~-las assigned to take notes on this presentation, 

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

IThis method was also followed for the Social Trends and 
Issues Clnd the Progrru:2 Pl0..nning and Evaluation v.eatings and 
provided, in addition to its feedback function, practice in 
observ2tion, note-taking, Clnd writing. 

(#1, previous page) 
the group expediter. When the group has finished writing, 
they turn to the task of ?,rouping the cards into those that 
express siellar ide~s and giving the groups appropriate 
labels. In this way, the discussion is cade visible as it 
occu~s and the end result is an organized sucmary of the 
groupis thinki~?,. 

The nethod-has the advantage of cutting out D. lot of 
t - ;: ~ * i 1 • -I>- t:' ".," • 1 ..... t ne no~se ~n group nceLingG. lnere ~s ess ~ena~ncy 0 
the repetition of id2as, si~ce once expressed, they are 
there for ell to see. It aloo avoids the problems created 
by haviug verbally docin2nt people overdheln the quiet 
Benbers in a gro~p. And iin21ly, the card grouping process 
~clces it necessary for group menDers to be. clear about the 
positions they hnve taken and quickly reveals when these 
pos.itions a.r2 essentially the saae or are really expressing 
different ideas. 

The Ii1ethod \v8.S used extensively throughout the program 
(it hus also b2en introduced to several socic.l agencies by 
trainees 'YJOrking in the field), and tbe group freque.n tly 
turned to it ~·]ben they bece;-:2 bogged dm-m in repetitive and 
emotionclly ch~rged discussions. 
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I The Phase 1 projects are discussed in the report on that 
i 

part of training in Appendix B. One team undertook an ongoing 

study of ths training progra~m itself, a project suggested by 

staff. Another surveyed pntient attitudes tm·mrd the insti-

tution group thsrapy program. A third studied reasons for 

dropouts in the institution;s academic prograo.. The fourth 

did not complete a project because of the early parole of one 

of its members. 

Hith Phase 2, the projects became more related to the 

actual work of progrcm devolopo.ent assist~nts~ probably 

because of the nm'1 accumulated experience of the first phase, 

trainees in the field. One team took on the development of 

a Nev] Careers Project brochure, a task suggested by the field 

trainees v7ho were frequently nsked for information on t:.eir 

\Vork by agency staff with "i:1hom they came in contact. This 

team also '\'7orked toward the development of a field training 

progrcn, another task suggested by intra-project needs. 

A second teaQ took on the problCQ of the development of a 

nonprofessional career, using inmate intervie'\vs and study 

groups to help develop a job description and proposed career 

ladder for nonprofessional parole'aides. The team brought 

in several members of the Departmentts Parole Division as 

consultcmts -during the course of the proj ect. Their report 

served as the basis for the development of a parole aide 

position in a special prograo in one of the Sacramento 
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District Parole Offices sev~. 

is included here in App8ndi.~ .. 

\·lOrk that \~'<lS done in Phas2~ 

-., ... ~ths later ~ (This report 

~'~~ln axnnple of the project 

.~ ::<1 3.) The third team did a 

similar study on the use 0:: ""~~:--:..-.)fessionals as aides in 

an alcoholisGl treatment pr~: .. .., 'Using a staff member of the 

State Departoent of Vocati:::--:.:.. ~"~"3bilitation as a consultant: .. 

They also prepared a tentc:'..' ,'" ,'"':..:tline of a training ,program 

for such aides. 

, 3 . ts .r=oli-... Pnase proJcc L __ ~"~ 
.,": sbilar format, one team 

developing j ob descriptio::.~ .. '-:'" :;.::-.nprofes siona1s in Ciedical 

services and the other fo= ..... '.>'" .. .'., .... f~ssionals in the field 

of mental retardation. 

Each of these four 

progrno developo.en t in a 5'> .. 

\vhat 'Here unnet needs on 

,~:~ ~~=lt ~~th the issue of '\ ... ..::- ",,'-"_ \V.L.. 

They began by defining 

':"\.:::-. ~-:: of clients, then the kinds 

of Dni.ctions nonprofessic::~. .... ~. -:~":.:1t: perform, ,then the problem 

of building such staffin:§; "'... ___ ::;~ agency; s operation, 

including relations to p=7_ "~"' .. ~:;,zl staff, plus some attention 

to proble.ms of training c.::._ 

for career ladders withi= 

,.""~ .. - ..,....d ~pecific proposals ' .... ~ ..... '---0. ~L _ 

... . cy All- four -',' ~!,..:-::sor~ng agen • 

teaI:ls Dade use of relevc:~ = '"- '0,"":-$s:"onaln in developing their 

ideas. These projects rs~~ ' .... '~~ .:;, substantial improvement 

over those carried out 1....-:- "''::-:'' ::-s-:. phase of the progra:n, both 

in terms of their relev~"":.·,;,,~. ...... ~::-.:--j ect concerns and their 

specificity. 
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An additional project activity took up the time of one 

of the Phase 2 and both of the Phnse 3 teams. This, a 

National Institute of Mental Health sponsored study of 

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

v7ith inmates viho had been invol vod in severnl incidents of 

violent behavior. The teaI!J.S intervimved a group of such 

inmates at the Medical Facility, then coded the intervimv 

material. This project provided field placements for 

several of the trainees and is discussed further beloH. 

Study 'gro~ 

The greatest innovation in Phase 2 was the introduction 

of study groups planned and led by the trainees theQselves~ 

T\'lO of the content areas had been covered in Phase 1: research 

lilethods by a consultant statistician, and organization change 

by the project director. These two ~reas Here retained 

a!1d two others - interviewing and group dyn2nics - were 

added. Each tenm chose a study group area to handle for the 

training prograr::lo It \'1as expected that the team older Hould 

have some content knowledge to help the teams plan their 

presentations and some experience in ho'\v to use resource 

material and consultants. 

lA Typology of 'Violence According to Purpose, National 
Institute of l1~ntD,l Health Research Grnnt [r!!-I5970-02. The 
project is sponsored by tbe Institute for the Study of CriI:!e 
and Delinquency. The project directors arG J. Douglns Grant 
and Hans Toch. 

58 



I , 
! 

1 
f 
! 
I 
i 
I 
J 

f 
i 

i 
f 

f 
f 
i 
1 • 
! 

~ 
I 
I 
i 
~ 

1 
i 
I 

i : 
i 
t 
1 
I 

. 
I 
f 
I 
I 

I e 

) 
I 

-----------------------

Each study group I:'.lct O!1ce a week for a two-hour period, 

the teaD.planning its presentation to the other project 

meobers Bnd staff. Evaluations of progress in grasping 

the materiel 'vere made mid't'7e..y in the training program and 

again at its end, and some attempts ~lere made to intt'oduce 

quality control Qeasures. Each team suomarized its activities 

weekly, ~nd a final report - ... including study group activities 

'i'7eek by 'iveek, what the group meeting was intended to - accomplish 

end \'7hat it actually accomplished, evaluation results, and 

resource raaterial used -- was prepared. Tbese reports were 

to serve as the starting point for Phase 3 study group 

activities. 

In practice, the teams varied in how systeI!1atic they were 

in planning and record-keeping. At least early in the progratr.~ 

all four tended to prepare for study groups the night before 

they 'i'Jere to be held. Goals 'ivere of'ten not accomplished. The 

trainee listeners were sometimes bored and often critical of 

their colleagues v efforts. One tefu~ introduced 'tveekly reaction 

check lists to find out how }:he' group meo!:;ers felt about the 

study group's content and I!1anner of presentation in order to 

iL1prove their handling of the study group. 

Despite criticism, the study groups were taken 3~riously, 

aE , .. ).~ ::."8 the evaluations. The a tI1'!osphere during thE:! :.:itter 

wa~; irLt.1istinguishable, to sta;Ef, from thet: of college students 

taking a iinal examination. (The final evaluations used in 
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Phase 2 are given in Appendix D.) A great deal of effort 

was e~pended on the final reports. Each team surveyed its 

'Nark critically and made extensive recoIDf.1endations for change 

in the next training phase. The research study group report 

~'las never cOrllpleted, but the team meobers responsible for it 

'Ylorked as consultants during Phase 3 and presented much of 

their material at this time. 

last weeks in preparing final reports, avo of the!:l (organiza

tion change and research) \'Jere not cOJ:!pleted by the time the 

taen \'Jere paroled. 

Organizetion ch~n~e study grou~ 

In planning the Phase 1 training progran, a weekly 

total group neeting called Principles of Organization Change 

~'7as scheduled. The meetings \'7 ere' intended as informal 

discussions among trainees and staff of how c~"mnge is intro

duced and ~plemented in a social agency_ The trainees of 

course had no experience ba::kground to draw on, and the 

discussions tended to be abstract" 't·]ith liw.ited trainee 

participation 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 th8 activity WGS 

renamed Organizational Role PIny. The trainees and staff 

simulated persons engaged in various types of group meetines 

,..7i th Ol1e or tHO of the trainees tnking the part of ehange 

a~ents. The situation most often played was a 'meeting of 

a group of non?rofessione.1 aides, 'I;'lith the change agent having 

the task of discussing thp. aides' experiences with them for 

the purpose of feeding' this back to agency staff. Situations 

,.·~ere also tried involving agency staff with conflicting need3 

end varying interests in a move to implem::::nt ne'iv nonpro-

fes siona1 positions ,.·]i tbin the agency. 

In Phase 2 this activity beca~2 the Organization Change 

Study Group, and it reverted to a more formal consideration of 

the problems of change. By nm·, , the program development 

assistant role had beccne more real. The Phase 1 trainees 

who bad been paroled h2.d fed back their experiences to those 

still in the institution. IDe project itself had aroused 

interest C\Dong members of seven;.l agencies, and visitors 

who "']ere trying to develop ne,.] programs using nonprofessione.1s 

became more frequent: 

The study group was concerned specifically with one kind 

of ch~nge, the introduction of nonprofessionals into a hum~n 

service agency. It made use of outside consultants (agency 
. 

staff 1vith experience in' ioplementing new programs), 
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discussions. of written m2.terial on chc:mge1 ("1hich were read 

aloud by the trainees in turn, then each section discussed 

until everyone felt he had understood it), and attempts by 

the.group to outline specific change strategies. The 

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

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

second study group held during Phase 2, and as indicated, it 

did not go 1·1e11. The second is study group =1114, 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 
was to acquaint the trainees of the nature of the 
Orga!lization2.1 Scudy-Group, cnd to tne !:.1cthods which 
were to be u3cd for learning about chan8e. Another 
was to increase £.':·]a:ceneSG of differ8.~t but related 
aspects ':7bich should be considered in ple:rrni::i.t; 
strategies for chan3e. The third i·n:lS to increa:3e 
abilities in detcluining Io]hich inter-related 2.SP2CtS 

of a change stretegy s~ould bc given consideration 
in order of ir::-,portance over others. 

IThe material used was The DynC!Elics of Planned Ch2nge 
by R~ Lippitt, J. Hatson, ana B. L'cstlcy Q'ml York: E.:!;:'court
Brace, lS'SB); and liA stre.tegy for nm" ce.rcers develcp::-:Gntil 
by J. D. Gr£!nt (in :;jmv Cc..ree~s for th~ Poor by F. Riessman 
and A. Pearl, New York: Free Pr~;Gs) 1965). 
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VHAT INTENDED TO COVER AI'ID Hm~ I~~1'ENDED TO DO IT 

The expediting team intended to give group-members a 
brief orientatio:l to hm-7 the study-group "]Quld be 
conducted, and what methods would be used throughout 
the trainin~ phase. This was not 'done in the first 
session because it was conducted during the training 
phase orientation period, and had a.n outside visitor) 
as a guest. 

Each member of the expediting team v]ould take turns 
of explaining how the study-group sessions would 
operate. Following the explanations would be 
examples of content and methods. After this brief 
in troduc tion to t~l.e s tudy-.3roup, the group memb~'!t' s 
were expected to individually outline on five by 
eight cards the first seven steps of a change 
strategy v7hich \·]ould lead to the implementation of 
a nonprofessional prog;:am into the Department of 
Social Helfare. 

After 2cch groun-memoer had determined what aSDect 
\'las to be considered first in his c~l.ange strat~gy, 
the ce.r·.» ::ould be placed on the blackbo.3rd) and 
the s ...:udy··;:~!'oU? e::pediter \vould 'Senerate discussion 
arounc: (~i3cre:::, .. '.c·:es among initi8,l steps. This 
proce.ssQulC': ;::H;. :r.:epeated for st:eps one through 
seven. 

PHAT ACTU_\LL Y COVERED AND HOtl ACTUALLY DOi'lli 

Orientation to the purposes and methods of the 
Organizational-Change study-group was given by the 
expediting team. T~cn~ the grou? was given the 
task of individually listing from one to seven 
steps to t2.ke in an effort o-f imple!:!enting a non
professional prog:cam in the Departme7'.t of Social 
Welfare. Nonprofessionals in this progrem were 
to be those people who had been, or were turrently 
receiving \'lelfare stipends. On a five by eight 
card, each group-member wrote the step he would 
take first, for example, i'Research the Departcent," 
these cards were placed on the board. The study
group expediter asked the group-merr:bers to detcl."::!line 
which of the individual first steps placed on the 
board, should actually De considered first. Then 
all hell broke loose. 
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This study group progressed rather haphazardly for a 
number of reasons. One being the expediting team 
did not have a well rounded plan with which to begin. 
They had· a gene~al idea of what they would do, but 
for the most part they planned to play it by ear. 
Consequently, when the group members began to 
determine what step should be considered first, 
they were all working from different frames of 
reference, that is, some trainees automatically 
assumed that prcljninary plans had already been 
made, othe1:'s did not make this assump·t:LoTlo Once 
all of the initial steps were placed on the board 
and the group was asked to single out one first 
step, the group became bo~sed-dm·m in ciefending 
their individue.l cO!T.rnitwents. Hi th a maximum 
amount of defending by the group-members and a 
minimum c:;rr.Oi.:nt of clarifying by the expediting 
,team, this group never progressed beyond the first 
step in the change strategy. It is believed, 
hmvever) that sODetning about organisational-dynamics 
was learned througn the debates that arose in this 
study-group. 

14th Study-Group 

PURPOSE 

February 3, 1966 

The purpose of this study-group was to increase 
knm!led3C of i~A. Si:r~te?y for New Careers ~Deve.~opment, It 
as ~lluGtrated 1n the Dook, New Careers zor tne Poor, 
Arthur Pearl end Frank Riessman. 

"1MT Il'-t~E(-~DED TO COVER AND HOH INTENDED'TO DO IT 

It was expected that the group would finish this 
chapter during this session. After it b2.d been 
completed, the expediting team expected to phase 
the group into a gcner.s.l discussion and revic,'] the. 
contents or the entire chapter. During this dis
cussion, the teruo intended to encourage sroup 
members to recall be.sic principles of change v:hich 
were illustrated in the chapter •. 
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These principles would be written on the blackboard 
a~ group members recalled them. It was believed 
that this p.rocass \·wuld ra-enforce the learning 
that 'tv-as obtained from the chapter. 

HIlA! ACTUALLY COV~R:SD Arm HmlT ACTUALT-,Y DOrTE 

The same process of reading aloud, feeding-back to 
the group, and discussions for clarification purposes 
was used. Durin~ t~is session the chapter was 
completed, and the group phased into a general dis
cussion concerning change concepts illustrated in the 
chapter. Group-members were asked to cite some of 
the change principles which the chapter conveyed. 
As these principles I'Jere cited, one team member , .. Irate 
them on the blackboard. They were as follows: . 

:t,TEED FOR CHAl\:GE 

A. People becoming unemployed as a result 
of automated machines. 

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

POSSIBLE INTERVEr-1TIONS 

A. Leisure 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 public 
sector, and retrain profession~ls 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 t~o nonorofes3ionals for everyone 
professional at'no extra cost. 

Additioncl monies made available to support 
and create career expansions for the dis
advantaged. 
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• D. Change end Developm~nt: Plan for continued 
innovation, evaluation, feedback, and re.
innovations. 

SaNE OBSTACLES 

A. Continued technical advancern8nts, if not used 
to further the goals of all mankind. 

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

C. Indifference of the disadvantagad peop18, 
lack of confid~nce, fear and hopelessness. 

D. Parkinson's Law: Monies used for additional 
professionnl staff which does not increase 
the opportuniti~s of the disadvantaged. 

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

F. Resistance. to chan8e by grass root people 
in the con:munity due to lack of involvement. 

At the end of this session, g=oup members cowmented, 
llit had been a learning experience.· J 

The study <group \-18S handled similarly in Phase 3, but 

more use \'78S made of written material (including proj ect 

field reports on a survey of the possible use of nonprofession

als "<1ithin 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 Hedical 

Facility and hmi1 one ':;]ould ~o about setting up ne1'~ career 

positions within the institution. 
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Besearch st~dy Rroup 

When the project was first conceived, the trainee's role 

in the field was seen primarily as one of collecting and 

feeding back data for the use of program administrators 

rather than the training and job development roles most of 

them subsequeT':tly 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 "]e11 "\·]ith the men (he had had extensive 

i experience in training inmates on the job and had once been 
) 

~ a nonprofessional himself, having come to his nresent level 

of competence through on-the-job training rather than through 

graduate school), he held very high standards for trainee 

performance. His talk \-]as frequently over their heads and 

the trainees could not bring themselves to ask questions 

or in other ,~ays reveal their ignorance before their peers. 

Moreover, they had difficulty in seeing the relevance of 

v}hat he '-7as trying to get across -- hov} one approaches a 

problem systematically, the nature of evidence, hypothesis 

testing -- to being social change agents. Staff efforts to 

interpret were of little hel~ and staff themselves were 

lKelley B. Ballard, Jr., then co-director of the 
Research Service Center. 

67 



" . 

'. 

divided on the value of this part of the trnining progrem, 

which further confused the trainees. Trainuc attendance, 

attention, and cooperation ':o.Jith the research skills seminars 

dNindled and the sessions were finally ab&ndoned in favor 

of using the consultant for infornal consultation on team 

proj acts. 

In Phase 2 an effort 'I;']as made to bring the conte.nt of 

rese.arch c los el~ to the ac tual '1;·wrk of program develop.cen t 

assistants by discussing it in the context of program evalu-

ation &"1d relating it explicitly to the expected-to-observed 

s trate.gy. The central question was: hm·] can a program be 

evaluated. This meant attention to issues of measu~:ement, 

objectivity, and quality control, the importance of making 
. 

goals and rationales for a program intervention explicit, 

hm·] one develops an hypothesis for testing, and hm., one 

states an hypothesis in terms that allm'7 it to be tested. 

Efforts '\'7ere made to use ongoing team proj ects as examples. 
-

The study group did not go sODothly. Unlike the other 

three, which had a high degree of trainee participation, 

this tended to turn into a lecture by the b·w study group 

leaders, the other trainees lining up in a rm'1 as in a 

classroom. This response may have been aided by the stance 

and attitude. of one of the Dna study group leaders, but it 

'\"'2.S probably also a reflection of the trC!inces 1 feelings that 

research. 'I;·]as something tccImical, difficult, and not really 
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related to anything they themselves would be doing. The 

study group leaders worked persistently to overcome this 

bias but were not too clear on the issue themselves, and 

they tended to get sidetracked into explanations of statis

tical terms and methods, The co-proj ec t direc tor \·,orked 

closely with the presenting team, but she was hampered by 

an academic orientation and a130 had to struggle \'lith ways 

of making the study group content relevant. It was only 

tm'lard 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 proving an 

unnecessary barrier to both study group participants 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 

fiel~. The post-evaluation measure reflected this develop

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 trainees to evaluate both content and presentation of 

the material. Responses were used to help plan the approach 

to the next study group meeting. 
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e The two Phase 2 study group leaders 'Vlcre the field 

backup men for the research study group in Phase 3. Kelley 

Ballard had served as consultant to them during Phase 2 and 

had spent considerable time revie"t·:!ing and commenting on the 

trainee responses to the evaluation measures. These con:ments 

't·1ere tape-recorded and served as material for discussion 

in the Phase 3 group. 

Intervim·l study group 

Durins Phase 1) intervie;;·]ing was done by some of the 

trainees in connection "toJith their team proj ects, 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 

content. It included types of interv:i.c\·]S, defining intervic't:1 

goals, creating rapport, formulating questions, and the 

importance of question wording. Nost of the study groups 

were taken up ~qith actual interviews by the trainees of each 

other, followed by feedback by the other trainees on the 

strong and "t'7eak points of the intervic'(']; and \·7ith interviews 

of inalates in the institution \"hich "t,'('rc ta.pe-recorded and 

then rated by the group (these ratinGS \Jare used as the' 
. 

evaluation measure -- see Appendix D). Tapes made by an 
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experienced interviel']8r in an earlic.r project were also 

availabl~ and were used as illustrative material during 

some of the study grou~s. 

The Phase 3 study group also made extensive use of 

role-played intervie-.;·]s by the trainees and prac·tice interviews 

with inmate 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 intervim·] objectives. 

Group dynamics study group 

The group dynamics study group also developed out of 

Phase 2 planning, though it actually had some similarity to 

what was done in Phase 1 as organizational role-play. The 

ration.3.le for including it as part of the training curriculum 

1;'7aS that the trainees, as program development assistants, could 

be expected 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 \·]hich much more skill 

needed to be obtained. 

The content of the Phase 2 study group included types 

of groups (especially the contrasts between therapy, sensi-

tivity, and task groups), ways of observing groups, note-

taking, hOY1 to feedback information, hm·] to state problems, 
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how to help a group conceptualize issues of group discussion, 

and i"lO'N to expedite a group. The methods included discussions 

of Qaterial presented by the study group leaders and role

plays of group meetings. In one type of role-play, half 

of the trainees "]QuId role-play a group meetin'g (a living-

learning~ task, or discussion group) while the others observed, 

took notes) and y)rote out what feedback they Vlould give to 

tr.e group. (This method ;;'1as used for the evaluation measures; 

see Appendix D.) In another type, part of the group role-

played a discussion or task group, one of its members acting 

as group expediter. The other trainees observed and took 

notes on the expediterls techniques, then fed back to him 

hm'7 he was seen and gave examples of incidents in the role-

played meeting that could have been handled differently. 

The P~ase 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 presentations to the otI"Ler group members. 

The presentations ",er.e recorded and later discussed and eval-

uated. 

Social trends and issues . , 

By trainee account, this ''\1as one of the most successful 

and best liked project activities. Originally called Current 

CG::'.!I!unity Prograos, the ne\'] name was given it during the 
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P·.lase 2 plannin3. Ea-::-L ,,']eek one team was responsible for 

p~e?2rin~ and making e preoentation on a topic of current 

iDtarest to the rest oE tt~ ~roup. 'Reference materials were 

evailej19 in the proje~t l~crary ~nd staff cnd graduate 

,., "-1 Ta' ':In L'- ~ ,~L. .. _ _ • '-' ~ere sometimss ao~ed to bring in needed material 

i from the outside, but the choice of topic and manner of 

, 
1 
; , 
f 
! 
~ 
! 

presentetion were left up to the teem. 

The discussions "'Jara ~1.eld Saturday mornin~, in the 

S1..lperint znden tis conference room. Staff "t"1ere no t regularly 

present. This cnd t::1C satting (a well fu~,:nished room with 

, 1" d" • upt'~o_s cere C~l.a~rs ~ ~n relatively free of the custody 

pressures of the main ~cll end living qunrtGrs) may hnve con
l' 

tributed to the relax3i atmo3phare and ge~eral acceptance of 

this activity. The trainess thems~lves pointed to the impor-

tance of h2ving it t~-1eir e,ctivi ty, one plc::.nneQ. and carried 

oui: 0'" tl:.eir m·m. 

A 1i1ide rc>.nf;e of topics "t']es covered durine the three 

The Econo~ic. C?por-"!:unity Act 2nd ve.rious nspects 

of ci"1t3 T;]er on poverty \V2r.::: discussed in s~vcral meetings in 

11 " ' a ~nr2~ p~ases. Ot~ar topics included nutom~tion, the 

popule'tio!l axplosion, p:co":!lcms of teeno.ge moi:he:-s, ,!llconoliso, 

d ' ,. .. . I"'" ,. ,... rUe e~~Lcc~on, tne e~~2ct3 or incClrc~r2.tio:l, n2';'] techniques 

in !JGycc:otn3r~py, end air C:lQ w~t2r pollution. T~12' presenting 

i:8~m vlro'te th:::ir m~teri[l.l in <ldvance and pasced it out to the 

g:COtl9 on the dny of t:;,2, mz<::i::i:ng. The te.:'.m mCm~2r!3 som::::times 
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~eed dirGctly w~ct ('.nG Dom3tim:::s gave thG 

follm·].;d by a gcnr.>"":.ll r~-i 3r> 11 81"''; on Anothet> teem took. critic.:l1 0'-- ""--'- --- _:.,...L. w.L. .... 

notes 011 ...... t .. 1 d· . \-' L.ne pres.:;n nC~0!.1 C:1C U1CUSS1.0n; 'CD-esc were dup1i-

cat::a C\nd passed out to [:11 treinees a few dey3 later. During 

P~1c:se 2, the \'7riting con3ul1::::mt us ed the teflm presentations 

to comm8nt on the trci:1GGo f 3tyle and d~livery. 

Cutside spee.kGrs W8i:8 o::!casion8.l1y employed. During 

P~1.aoe 1:1 for cxc.mp13, c B:::r!':.8ley faculty mem~er active in 

t!:-.e :b::-ea speech rnovement CC .. m3 to the Nedicnl F.:lcility to 

.. . h .. . 
Ol.OCUSS tl:2 campus 31. tu.~L:~on, and during PhunG 2 a psychology 

profaB sor nt S.:ln Francisco S tete College discussed his 

resecrch on alcoholism. In Phase 3 this practice become 

mo:·:e :crequent) \~ith outsid::: Dresentations by tr£.ine2s working 

in t~1.e field sC~leduled t>;}ice a month. There were nlso scvel.:'Cll 

"- • • I. 1 tt .,..,..,.. .. -a d' t mee.L.l::1gn va CL1 ue G"CQr:r:J 0:': ~genc~es ~nvO.L~V·:2: 1.n povel.:' y 

The qu~lity of ti.1'2 nor~,: done? in these 30ci::'.1 Trends 

.::s was thG cmount of timG and 

effort trvlt \'](;nt into t~18ir pl:'Gp2.rr:..tion. One of the evalun-

ectivity COL1De~tcd on t~e sup~rficinl qu~lity of So~'2 of the 

pap2rs which, he said, sounded like: Iltypic['..l book reports 

r~c.d ~::l:l at t(:op tn to rG:f18~ t the cont:::m t .;!ccur.:::tcly.;1 . i 
I 
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s~m8 r~?~~t8 WG~C c~iticized for en uncritical 
, I 

. r 
CCCG!?t·.~nc(l o:c. 

eltcrnctivD l.'.:ld vieble colutio:1S to probler:w. Other of the 

~;-~ ~l"r'" "''''en ~('1 r~""""'-' "''';~C!u'''c' e eon:-c"'.1.°n;"".r,.7, · .. ..,u ... l. .. on.ly re?:Ji.. ... ::; ',' \..: "" ..,\;; - <-" ..!i..l':''::' c..~'':: i c." ... .... ~ , .. 

i·:liico.ti·Jl1D of rC.:!D:m£'..ble r·38earcQ. inta the subj et Dctter) out 

gG::l3!':l.1 soci~l welfare field and evcluativ3 C·:;J::'1! .. ::mts 'which 

train'2(w vC!.r'i.3d vlidely in t~leir educatianal 

beck~rou~d nnd their cese with written Bcte~i~l -- some had 
'-

it to £'.Ll0ti.1cr person -- thin did nat nec~unt for ti.1e unevcn-

SoDa of the cost carefully done 

!?~P'3!"S cnr.h;; frac Dcn "i:;]i·tl1 lini ted fOrDD.l educe.tion and no 

./-O"t 1 ro •• 
~c ... ~v~ y ane. ,s~r:.e cr C~1e nost 

sU'Jerfici:;.l ~md u:lcriticc.l p:::-esentRtians freD 02:1 with c:)11a8~ 

cxp8ri::'l.cc. 

I 
1 1 '· . A" 1 .. trcin-;;C!s to cave SIp l.n cer'3S;: an·..!. ~nvo VGl::.em: ~i:1 i:;sues 

au ::sido -:"r t~12 ?:cojcct itself ~nd to stic:ul.2.te m·mrenesr. :)f 

pInec. In this nre£: t~i.a Socinl Trend3 p);:'2sent:.lti·::ms hcd c 

lir.:it~d SUCCGCS. Less attention 'Ne.C ?:lid to the 

f · 1" ..,.. I 1· , po ;:c!.1ti -:;1 'J - t l~S .:J.C;:~ V1. ty :C'Jr Lle p~n8 tl.'l:~ i:r~inc3S reVi~Ji1 
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i!lfm .. '1Tlation c1.~itically) preoent it obj cc tively, and evaluate 

it :.tn relation to problems ~;.]ith \·]hich they y.]ere concerned 

activities 'which they could be expected to u.ndertake as 

program development a.3sistants. In this area more learning 

~eeded to be done. 

vIri t~n8 seminar's 

Though learning how to v')ri te was Ol1e of the ITlost impor

tant n~eds for almost all of the 18 trainees, this skill 

area 'Y]as not considered in planning the orj_gina1 Phase 1 

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

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

no tion of learning by doing. Hri ting 'YJaS, hOv7ever, immed

iately involved in the trainees' daily activities, first in 

prepnring notes of whet: went on, thG.n in 't·n:iting me.teria1 for 

the 'Vlaek1y Current Cormnunity Progrnms present9.tions, and 

finally in preparing ti1.e teem proj ect reports. 

All of the trainees I written mnterial :'7es typed by 

them on ditto masters and duplicated in the Research Service 

Center. An inmate employe8 of the Center, a man who had 

t 1 ..... h' f au g ill... ~gL1. school English for a numb-:::r of years, 'tvc:1s quite 

vocel in his criticism of t~"1'3ir efforts. He \vClS familiar 

with the program end had also bccor:le ncqu:.inted with Cl 

number of the trainees through inform~l contacts in the 

institution. It is not clec.r nm·, 1vho 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. Sinc€ he was a worker in the 

Center, he met with them evenings ~ j weekends. 

As discussed in the report of Phase I training, the 

approach taken was first normal, academic, and classroom 

oriented. It did not work 'veIl, and the trainees opted for 

less formal individual and team consultation, a decision 

probably helped by the pressure of turnin6 out team project 

reports 6 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. In 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 prQject as an editorial consultant. He found livinb 

quarters near the institution and continued to work daily 

with the Phase 2 ~rainees.. His time durin; Phase 3 '-1as div

ided between work with trainees 6n 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 follmv-up 

intervie'wer for the proj ect. This activity was interruFted 

in mid-~iarch by his abscondin6 with a rented car, a project 

tape recorder and project credit cards -- a disruption in 

trainin; discussed (continued on next page) 
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in S~8e dctail bclo~ (see Parole Perforrnnnce). The Phase 3 

trninees took this in strida) intervie~<}ed tHO athcr inmates 

a-:td chose one of then, £1..1:::0 a 'Harker in the Rese[lrch Service 

Center, ~s their writing consultant. 

Phe.se 2 teaching was done around the trainees' written 

W!Jrk:l beginning with a paper called "Hho Am 17;1, which the 

consultant requested during their vieek of orientation. The 

trnii."lees varied wid2ly in their initial level of ~'ll:iting 

skill: some could barely construct a sentence and were 

reluctnnt to try at all, ot~1ers had difficulty with such 

tnings as style and organization. The treinees were grouped 

in'te> t~1ose '1ith roughly ti."le snme level of writing nbility 

and kinds of '\'1riting problm:1s, and the consulte.nt 't'1Orked with 

these eonll groups. The groups ~'lere fluid in membership, tbe 

trcine8s moving from ~ne to another as the nature of their 

writing problems ch~n3ed. In addition, individual consulta

tions were held. The conGultcnt was always eveilable for 

infortil.:::tl help and one or more trainees were usually to be 

found in his office. In addition, total group ne'atings were 

held \'18ekly to discuss iSGues relevDnt for all the group: 

outlining, use of thG librnry cmd other r.::;f·2renca sources, 

foatn!Jtine, etc. 

Phase 3 consult~ti':::J:l elsa focussed on t~e tr.::linees I 

written w)rk ns it 'Vlns b8ing done. Both T/12'2kly tatal erQup 

semi~ars nnd incividu~l c0nsultctions we~e u3ed. 
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This activity (i"';1 P£:'~S2 1 it W8S c~lled I~.1dtvidu8l 

C::lO .!lot too successful in its impact, th0U3!.1. for staff it 

C:')~:lStitUt0d th~ heart ~f w:lat \'}8 hoped v7es happening with 

t:t8 trainees. The e.xpecte:l- to-observed st:rategy is the 

essence of the scientifi~ nethod: n probleI:l exists, one 

f ... . ,. d 1- . {-f • .1- d ;?:ccposes a course 0 aCl:~cn :cor en ~ng 'li7l. .... G ~L. nn a 

rationale for taking t~is pcrticulnr action, a prediction 

is r.1ade about \·,hat '\\1il1 h£.pp~~m, cmd what does happen is then 

observed; if the preuictic:-n is not met;; revisions are made 

in th8 rationnle and !l nsw course of action (and ne'\o1 predic-

ti-:Jns) are made. ThGu'~h not explicit, this strategy under= 

lies all of our daily bennvisr end the learning of young 

childr~::n. To the exta!1t th~t observe tiona nre not mnde or 

ara 1.gnored, th;~ lee.rnin~ is ineffective. 

Th8 naticm f0r tr£!.i:-du3 here \vc:1s to c,ake this strategy 

explici t in reI£!. ti-::m t:) t~le trainees I role devclopoen t, 

t::-tair Clcquisiti0n of kn:;~·7le·jge, Clnd their relationships 

\·,ith ~ther pe'Jple. I';: y]~s expected thnt ti.lis v70uld help the 

. t:cninaas te> use such n strc.tez,Y, consciou31y, in their 'Hork 

£113 prOc,rClf.'l developcent cssistnnts. It wes the core of what 

we wer2 trying to get at tb~Jugh tha research oethods study 

8rouP alth:n.lsh, DS stntGd .2D:)ve, this WllS nDt successfully 
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,The Phose 1 expdriaDce ia discu~scd in the report on 

this p:trt 'Jf the s tucy. Fr::1.:', b'Jth trainee and staff point 

r:·"t r 1 'J.L Vl.ew ~ 1. was UnSUCC3GS!:U ~ In Phase 2 pore structure 

waG Biven, including en 'Jut1ine the trainees "Jere to £0110\'1 

in caldn3 il3xpecteus. il Th3 outline included a statelJ'ent 

of a pr'Jo1GI:1 th2. train'3e WGS having in work or personal 

ra1n.ti')nsb.:i.ps, a pr'Jp.:)sed action to handle 'the prob1eo, a 

l:'a:tianale for 'V7hy the action should' be of help, and a predic

tir)u of 't<]hat w.'Juld hnppen ns a result of t:-lis action. Both 

the action taken and the prediction of change had to be 

stnted in 'Nays that Li~de t:.!.eo· observ~ble te> others. The 

0ther trainees were to check that the action hod been tnkeu 

in the wey proposed and to ooserve ,-,hat t:b.e QutcOf.:1e of the: 

action was. These expecteds were written and posted in the 

nain proj Gct office. K:J.ch \-'leek the oeobers of one team were 

rssponsible for presentine their expecteds to' the group. E~ch 

trainee L:eL-lber 't-70uld ~b tain feedbnck on 'I;'7net had been observed 

froe the expected he c:.::l.c1e nt his- ~)!:ior ?resantation three 

w2eks enrlier; the sr')up w~uld then discu33 his current 

eX;?'3cta8 in terns of its relevo.nce to his developnent, 'the 

10cic of its r3tion~12, and the adequQcy of the predictions 

nade. 

This structure -O;·7['..S instituted by tha older trainees 

nnd \·10.s nccepted \vith s':)oe [;:ruoblinG by the n2W ones. It 

was not n fuvored activity, The. prcblen continued to lie 
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·e osi:::::n2:L~ly in the natur2 of the expecteds rnndG. These 

SOffi3timCC had Cl morc.li3tic ql.!nlity (I will try to talk lGSS 

c-"'1d listGn to others more) or \'7ero vogue in tone and intsnt 

(I will work hnrder on v7~:,iting), despitG efforts to stC'..te 

, '1 • 1",' d b b 1 00381:VC;) ..... e wnys ~n \,m~C(l 'cnG c:x:pec te s were to e, rougl1.t 

c~out\, Hore importc.nt, hO'V1GV81-, VW.s thnt it never seemcd 

renlly clenr to the trainees ns a ,·ihole JUGt why they 'Nere 

engnged in this nctivity, that is, 'Vlhnt relationship it had 

to b2ing progrnm developmsnt nssista~ts. Some resented 

putting themselves on dis;?lC1Y to the group and b.eing mnde 

respo"Clsible to the group. The d.iscussionG that followed 

eac~ presentntion wers sometimes indistinguish3ble from ..... 

living group sessions. Hm·] much impact they had on the 

trein·ses t total dGv21o?ms!.Lt is hard to assess. Staff was 

n2ver reC1lly satisfiE::d that i.:he t~·70 hours devoted to this 

activity each 'Week ~·'.:3.3 being effectively used c 

In Phase 3 the treinees made a decision to clearly 

sepnrc:!:te tnsk froLl perGon~l develo?L1ent 2xpecteds, the 

12tt8r to be reserved for th2 living- L3erning groups. The 

activity \'72.8 carried out r~or8 successfully in this phase 

then in the others (?r~b30ly lnrge1y bccnuse of the cxamplG 

and direction p;iven by the older), though it w~s more limited 

in scope. The 2x?Gct2ds UGu.::;lly concerned .2Ctounts of 'Nork to 

be cCi'[p.?letcd in ['. given tiDo, "1ith nttention to periods of 

the dey during which the trcince wns to be observed engaged 
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in this ;?orticul.!:.r wcrk .sn~;tJ.'2nt. Feedb.:lc1: v1U.S siven on 

t:le p3rcentage of the eX?2':!ted. that he.d been [.let. The 

trcinees still had difficulty in making reclistic ex?cctcds, 

but in ev~lunting thin ~~tivity at the end of t~e pro3ran 

t:!3Y felt thnt: it hed bec!:l of renl benefi.t in pr"oviding then 

y,,-t \'" 1_:-. SO"",':> pu:::! 'n ro'l:,' nrc} I" L. t ' ] .c • t ' w ... ~,. ....,~ ~ ... ,'<..J. cccec~) :LSu8en ana se . .L-organlzn lon. 

T~lUS, though c.ttention \-]9..8 u')t focussed on the j?robleDs thct 

cnusej diff.iculty in getting "t;]ork done en tice, tbe result 

V1£,S S:JDe chanse in e.ctu21 .behavior. 

L ·· 1 ' lV~!:l~- e~rnln~ groups . - ~. 

The living-leernin:; grouj?sl ~'lere anothar nctivity that 

C&ie under constant cr.iticisc, P-lost1y on the order of: 1vhy 

are we here? what's t~a ?ur?ose of these oe2tings? W~ 

Degen in Pbc.se 1 ~lith t:"s traineGs and the trc~~.nini3 coordina-

t-:>r r.18atin3 in the Gem IS 1ivin0 quarters three tic,:;s a week. 

pr82rc.r:-l £r08 that dealinG with less personal ccntent) nnd 

perha;:,s als'J served to') 2I::~phasize a split in the stnff. L8.tar 

in t(18 first p~L~se, cne of the three Deetin~.:.s 1>:'.2.8 noved to 

t ' . f r- , 
~e ~roJect 0 XlCOS, ~n th~ day the graduate studnnts were 

at t~e institution. 

IT~12 nCL1e c:>r::cs frJD IviaxNell Jon~s, end iG intended 
t·,) 3r.:?:'1~siz..3 th~t t~1~ )ur:poc:; of the srcu) is ta lC.:lrn fron 
cu~r2nt eX~Gri~nce. 
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Des?ite the dissotiGfaction with the living groups, the 

tir::8 GGv':Jted t:) th2r..l wo..s increased in Phas'3 2 frCQ three to 

five tices a 'ileal:, and £1:'':JD one to one ... end-e.-half hours per 

S2:38i:)n. The groups ~qere I::l'~ved froo noon until 7: 30 in 

th3 evening, thG ide.n being thnt by closing the training 

dey t::1G groups could serve te> brin8 to a focus issues that 

hed arisGn in the trainins ?rograQ durinG the day. The 

ceetin3s ,vere he1·~ in the r.:;.ain proj ect office, with staff 

cttencin3 o':)st nee.tings. One nccber of the grou? (both 

staff nne] trainees) "Nas assisned the responsibility each 

ni3~t of observing the 3rouP and' feeding back his observa-

tic~s during the la.st hnlf-:1:mr, then of recording the 

eveninG I S Ii theneiJ in a 103 book. No syst80Qtic direction 

W!ts Given on h:;~'7 ouch or vl~1at type of inf-:)ro.atiou to record 

an:: th2. o:)8k is quite :t:w.c1equate DS D recoru of the ?ro,sress 

livin3 c·:)nditi-:.ns, qunrrels 8ver the t:se ::;f televisi~n, 

conflict accn~ the trainees); srou? ~eobers' feelings about 

the ?r83r~m (c~ncern nbout in~bility to cc.mounicnte to others, 

fecr ~f beinG un~ble t~ lea~n> feelin3s that one's idGUS were 

n':Jt bei!l3 used); the functi::,nins of the erGup itself (~'lhy 

isn It infarmatian fee: bncl~ into the group, ~vhy aren f t 

,?r:;blcms beins sb:1red); unci neneral concerns nbout one's 

Z',:;le and the future C1C-'t·{ GO ~'7e handle the i'convict coce, II 
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HhEl. t d~ \'JG '·]£J.nt cut of life). At vnriouc tiL~'3s fr.-us trn tion 

with the?! grouJ? (it c102sn' t oeem to be 3:):i-T.l~' nrtYNhere) led 

t") ti!8 intro(Juction I)f cifferent kinds of structura, such [lS 

h:Jvin~:;: the [!;roui) focuc :m ODe individual 8~Cb. ni3ht. The 

r.;,r')u;?s were sOQetir:18s used as n vehicle for fsedbnck fr')II' 

ti.1e ?!"oj sct director on w::1nt was hap~enin:i in the field and 

I)n j~b possibilities senernlly. 

The Phase 3 grou;?s also proceeded unevenly, the trainees 

feeling thnt nb0ut ons GrOll? in four accoo~lished its 30nl 

of personnl develo?oant [lnd lenl~in8. Mi~way in the pr0grao 

t~1ey Dade n decision to nssi,sn one of the trainees to each 

3rcu~ meeting, Sivin3 hID Cl chclnce to take the floor cnd 

t lk "I t h O f 1" " h h . d t~O n aDOU - l ~S 28 ~n?s £.Dcut t_ e ot er trn1.ne"2.S an any u~ns 

els2 be botherin~ him. 
'oJ 

This ?rCCe~Ur2 revived 

in~er~st in the grOU?3 and onde them ~ore ?rcdu~tive for 

several weeks. They £l;~ain becnoe stD.le s~1ortly before the 

trainees wer2 to be ?arole~ and it was a~~in necessary for 

t:-.:.eo to C!.:l.ke a s~eci£ic effClrt to kee? the discussi::::ms 

prcblsm center8d. 

Des?ite difficultiss in kee~in3 the eroups mecningful, 

ClnG despite the f2elinss of nnny trainees th~t at least nt 

sane periods the srou:)s wer3 a 't-].::lste of tins, t!:1.e grou? 

continu2d to be seen" cs n resource for nesting ?rcble~s. 

At sev'3rcl ;;>oints in the trninins i?ro,~rClc the trainees, . 

confronted by crises involviu3 cne or ~ore of their nenbers 
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.ed their O'im groups in the housing unit after the end 

f tlle training dt2y: These merethon groups ran several hours 

.d someticies all night. There was gerierally no feedback to 

'~a£f, other than that the groups had occurred, and no overt 

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

:ogrem plenning nnd eV21uation 

This activity \·18.S Det up as a time for the total group 

) take a look at the tr8.ining program itself and to change 

direction if necessary_ Its purpose was not 61ear1y stated 

n Phase 1. The meetings (they were then called Total Group 

Evaluation) \·]ere led by the 'L:eam that took the study of the 

raining progra.:n as their team project. They were used for 

~iscussions of the expecteds made by the trainees, of prob

.~ faced by the group in task activities, and of interperson

!l pr:oblems v7i thin the group. They were al so used to collect 

8.nd feedbc.ck information to the trainees on how they ranked 

~ach other p-s change ag~nts, an activity thet caused so much 

. d r- 1'· d l· hI' nar x:ee_~ng ~ t \1a8 roppe(! ~n t. eater pl1ases. This mix-

ture of progrem end trcine8 evaluation confused the purpose 

of the group. There \'7ere complaints nbout the attempts at 

evalu.ation of trainee development and about the it1ay the teem 

\Jas copducting the meetings. 

In Phase 2 the ~ctivity was given a ne'tv title, Program 

Planning .9.nd Evnluation, reflecting the more specific intent 

of the meetings. Discussion of individunl expecteds was 

clvGn its mvn t1IDe (Group Sharing of Self-Study), and 
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4t8sponsibility for the meetings 'I;-1aS turned over to the 

e 

• 

entire group, tl-ic tec.ms teking tUt"ns in this nssignment. On8 
, 

L.13mber of [!. terun sorved ~3 expediter of tne meeting, placing 

tiLe ag0!1da on the bl~ckboard end trying to see that all items 

were covared. The other observed and recorded notes. 

The meetings servGd several functions! communication among 

the teams (we?re behind on our project); adminis~rntive problem 

solving (how do we schedl.!1-8. c:;.ccess to the tepe recorder); and 

piogrnm problems (the expecteds aren I t tied down as \'7e11 as 

t~1ey should be; the study gt'oup is no t going \'7el1, 'V7hat ~an 

\'7e do; how can T,'7e best use the outside consul tnnt 1;'7ho is visit-

ing next week; how cnn v16 mc-ke the living groups function 

better). They were ulso used for feedbeck from the quality 

control chE-rt l kept for -ellS pl:'ogrnm by onG of the teems and for 

feed-in by staff of what w~s going on in the field. In the last 

'Qonth of the-progr~m, severel speciel groups were called to 

discuss :-~_:; iI"1hc.t is a progrem development assistant. II 

This activity wc.s nnndlad simi12rly in Phase 3 

Con:.s.cts 1ilith the outside 

Efforts ,·ler\? me.de throughout the proj 8ct to link what 

IT" . t 1_ - • • 11 C h . .... L:f' _ ..... ~s C!..1o.r , r.:ep-c on -cnG we. OJ: t 2 me.~n proJ 8C\: O.l.. ~ce, 

s~m-]cd ecch progrc.ffi .::lcti-,.ri;:7 for the w2ek, ee.cn teem; s respon
sibility for presenting c.nd! or recording it 5 end wh;::;ti"lcr or not 
these responsibiliti3s -';'Jsre being met on 3ch(;ciule. Tn2 chart 
'-leG aev210pcd by on-2 or t~"'..e oldcr trD.inecs. It vIes n limi ted 
C!u~lity control dGvice~ G~:.m-ling \Jhethcr ot' not cY-p;;:cted activ
ities h~d tnkan pl~co but not whather thay hed to.ken place in 
a way to meet th0ir ste.tad purpose. 
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uas 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

inl 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 had 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 Clvn reques t because 

of their interest in what was being done in the project. 

The latter group included staff membe.rs from several Office 

of Economic Opportunity-funded projects which were training 

indigenous poor as cow~unity workers or human service aides. 

A staff member from the State Department.of 'Vocationkl 

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 ~'Jere frequent visitors, usually at the pro ... 

ject's invitation. An entire class of State College students 

who were in training for career work in c0rrections spent 

a day with the trainees, as part of a larger orientation 

program conducted by the men in the field. The project was 

visited by a staff member from the National Committee on 
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2rn?10ymcnt of youth '0:10 'NaG doing a ~urvey on nm-; careers in 

cot'~:-cctionG for the Pi::G::;idc:1~' D Committee 0:1. Delinquency .:lnd 

youth DeVelopment. A group from the Unive:tsity of California 

2xtenGioTI Media Cente~ also s98TIC a day to discuns the p03n-

ioilities of mal:ing a tre.ini:1g film on nm·] careers. 

ri"tcrG 'l;vcre several persons "1ho played ~n im?ortant role 

in t~:e proj ect v7ho sG.ould b~ specifically mentioned bec.e.use 

of ::~1.eir imDac t u";)on the trainee.3. 
~ ~ 

E. H. Porter, a psyc~ologist then with Systems Development 

n .t- • ,. ~ ,. 1 t - ..:l • pI 1 
l,o:-pora,-~on) 'V12S ot"ougnc In as a consu em: u.ur~ng _ nase 

£I.t e. time tile group I'JaS ;.1aving trouble in dealing "tvith the 

CO:'1cepts of organizatioa structure and c!.le.nge. He spent (:1;'70 

days on his first vinit, tilen returned severe1 times durincr 
o 

t~G course of the ti'J.:cec J ... , 

c:ra~n~ng pnC'..ses. His main effort was 

ft-' directed at getting t~le e:coup to look at en organization an 

l! tol.:e.l nystem cmd to ~ecome a.;;-]Elre that C:-'&ige directed at 

eny por~ion of the system ii.Y·lol \Ted change in c process affect-

system as a 'i'7~:..018. Be also introd~ced t~e group to 

t:'18 5 X (3 card technicn.:.e GG3cribe.d earlier and to tIle use of 

DimulB.tion models in 18a~-ning. 1 
'-

Ip . d . d J: ... r' . orter ile tile grou? S?2n an a..:tcrnoon l.TI a t. gam2' ~n 
wrtich each man w~s assigned a role in ~n or~aftizetion faced 
'lid: a ?roduc tion tasl-:( t~le cons t:!:uc t ion ot -a tink2r- toy 
truck). Roles wer8 283i~nGd for centrel of~ic8 nt&ff, train
e~s, field cupervisorD End wo~kcrs, end c~2ngc agants. Lines 
ot corr.mu.nic~tion 2!10 c~12ins of corr;rr.and 1;-781:e rigidly fixed, 

/')('1 
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Porter became an impot'tent person [or finny of the trainees. 

:!I.! \ws asked to lead tiLs ;:~'tee-day sensitivj.ty session that 

o,cned Phase 2 and to hal? with the dcvelo?ffient of the field 

(reining progrem. Tno tr-ainees "]~10 \'70rked in Los Angeles, 

\;.:erc ne lived, used r~im for both formal and informal consul-

.:ntion on their '("ork end tile problems they \'7ere having with 

C:1cir ne\,] role, and b.a helped them wor1~ i:i.1rougb. several person-

cl cL"ises. 

Ham'le.ll Jones1 sgent £1..!:l c:fternoon \tJit~"!. the project late 

in P:1Clsa 1. Thc group ,(1?-S i::1en facing serious problems around 

t~e issucs of trust, feedback, and staff-trainee splits, and 

Ulcre 'NaG also an·.i.Iru::1ediate crisis sterrlIling from the reCOIDm-

cndntion of a staff r!leIDOer t:wt one tra.incc be dropped from 

t~12 proj ect. T~e after:lOon occame a prolonged living group. 

ISU~)(:!i:"in tendeut of Di'::.<3leton Hospi ;:.£.1 in l"ielrose, Sco t-
1;"'":"")..:1 ~,...,,:I !:"\"tl~or o'f """1:~-" 'i':-·'::l··':'!'"It:\U~';C Co--,,· ... .; "'~~ Ti..,.." i-·~~;n(:\c.>C! ~---, .... ~ ... I\..l c:..\".!t 10_ _ _ .. ~ ..:._.:.c ____ L...l. ...:. ............ ,-_t-,. ...~_ \-.L.C' ... _1. __ t:,J 

~:2d some :E<ll:lilL~ri ty ':']i L: ~:iG \'JOr~: anC S 2vsr2l :~ad read his 
.)ook. 

(#1 p~evious pcg2) 
e.:1d co:rmunice. tiO:l 'Nas D.llm·78d only by ';']rit t·2!l IIlSiIlO (this 9ro
vidcd 2 record of w: ... at ,\72nt on in the ge':::2). 'T~lc! geme !,)roc
c'2ded for c.oout c:n hou:::. LO.n 0normous c.r.,QU::lt or :)2.DGr work 
weB produced. T~e cruc~ W~= not built, ~~oug~ 0;c-fi21d team 
~2n2~ed to create a ~ot ~od. Central of~ice ste~f \]ere 
.~\'l2.!::1ped \'li t:l 'Wenos and 5;8.8i8 2:cd ti~nt t:'ley needed 2ddi tional 
:1:::;1? Field 8 tc..:ff COt!lD 1 :;.i;.l.c.d t~1at no 0:1:':; ;:old t~1.2IJ'. \~he.t was 
Gbii1.~ O?l.. The change £.~O:lt~ \'7Crc ineffective in linking the t'\\'o 
grQ1.:~:?s . 

T~is cJ{?cricnce \'7'=:3 Cl vivid one fo::::- ti-;c trc.inc2s (<!nd an 
1.!:l::1erving one for ene st2.:;::: \o]ho ~l.2.d \'lorl.:;:i in bur~£luc!'2.tic 
org~:li=ations), and p~ovid3d Gxtensive ~ctcri~l for discucsion 
of ot"(;2niza tional rolo.c ana chcmgc in t~ ... c 1j']2oks that iollouca. 
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It served to rCDolve o:c o..t least abate much of the tension 

t:1:!t \]a$ then current in :':'Otl1 staff and trflinG8s. Trainee 

rcc.ction ';'faS uniformly 908itive 8nd all ex?ressed a desire 

to ~i.ave more time with Dr. Joncs. Some even talked of going 

co Scotlcmd to '\Vork with him. 

The third person Idno i1t1d a strong pe:r..'sonal iClpClct on 

tns tre.inees was Albert EliClG1 who carne ~o]ice, not ns a con-

sul'i:f'.nt but as a visitor. Althoug~l. he spent some. time disCUGs-

inz ~1is vwrk at Highfields, ';:he I!lOS t ioportant thing from the 

standpoint of the trainees' \'18.8 the feelins of trust) under-

sta:J.di7:1g~ and mutual respect he immec1ietely created in his 

contact \'7ith them. He oecQ""!le for several a Dodel of what a 

good professional could ~e. 

~ield-inGtitution link3ge 

Phase 2 opened in mid-October with a three-day sens-

itivity training meeting. Planned by the three Phase I train-

ees, i~s intent was to eeoc the transition of the Phase 2 men 

into the progr~m. In adciition to the trainees in the instit-

ution, it was attended ~y all the paroled P~as2 1 men (except 

t~1e one then t>ac1:: in prison), the gradun'i:e stud8nts, and ty]O 

of the staff, and was led by Dr. P~rter. T~G meeting allowed 

SOEl2 time for the ne,\·] tr2.inees to talk aGout theJ:!1selves, their 

feclin~s about the proje.ct and each other, but it was actually 

lsuperintcndcnt of tl:e Ne"tv Jersey rrc2oroatory at 
Borden L:ov1TI. 



do~in~t2ci by the perolad Phase 1 trainees w~o used it in 

l ,.,·~,.·r.. T)"'rt to vent n2p.".f'.i:ive feelings nbout' conditions in the __ L0~ r-- '-

field ~ At le2s t i:hr.~~2 of i:~lZ new trainees eX?:C2ssed some 

discoofort [l.t this opan expi:"ession of feeli:lgs 2-l."1.d the lRck 

o~ structure in the meeting as a whole. 

recognized ~£ im?ort~nt 

C:1oug~1. to set up three £.dditionC'.l ins titution-field two-day 

rr.eetings during the course of Ph8.se 2. Ttlese '·l2.re not intend-

cd es sensitivity sessions per se but rat~er as vehicles for 

. t' b' .... l-' • '- ,...,. • 
CO!:iJ?,.un~c£. ~ng pro ..LeDS \;n"C:.l~n l.ne pro] ec r:: c.no ror a~scuss~ng 

~utual concerns about its future. 

T' .c' t .t:: t" '- . !"ie J..~rs OL i.1CSe mee"C~ngs WClS held early in December. 

It Deg::-.!1 wi tn feedback on ~E"oblems crented Dy tr ... c behe.vior of 

so:ne trC'.inees in the field: '\'1Ork perforos:lca, problems "1ith 

. '.c • ... h ' 1 • d' S?2:1C 0:1 quest~o!ls 0-,_ i::tle accuracy or t. (~ IeG~')p.CK nn ~tF: 

relavcnce to project wo~k. There were gener~l complaints 

f'.00Ut brz.?kdm·ms in cor:-.r::.unicr.tion bct't'7een fi2ld trDin·2.es and 

st~ff and beh,een the institution and thz £iald. Concerns 

W2re ~13o expressed ~bout t~e bureaucrntizction developing in 

c~c project and thz l2ck of 3taff support; sone trainees said 

T~1e second meeting, c:l Inonth later, conti2ued with mc.ny 

The treinees d2cidcd to cre2te the role 

of:' proj ec t coordin2. tor .sad alec ted one of tie P~1ase 2 men 

~o fill it efter ~is pcrole. His fu~ction ~as to keep in 
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touch with all the trainee3, both in and.out of the institu-

tion, and to serve as a Ii').1\: bCD'wen them end ste.ff. 

The final meeti:1g, ~:..::ld shortly before tl.-"e end of Phase 

2, was used to help plc.n c: i:ield traininf': program for the I 

I Pil~se 2 men after thGir :celease from prison 8.nd for the 

P~l.ase 1 men already wOJ:ki·.1g in the field. 

In Phase 3, linke.ge 'l,'Jit~1 the field was m2.intained 

p:ciiTIfl.i:·ily by the field t:cainees who s8r:ved e.s consultants to 

i:~:e study groups ?nd oy t:_e Social Trend,::: .3.nd Issues Present-

ations made by the men wor~i~g in the field. 

Three factors hindered carrying out an 2..dequate field 

training progrc;m: (1) t::-.8 locatio:1 of the tr~dnees I work . 

-( • 1 • h ' t' . '- C -1 & r· • d pl.acemen'Cs, WLl.~C VJere s?:r:ega nrougnom: f!. ~:cQj:-n~a an 

eV2i:'ltue.lly other states; (2) the pres sure £0)_4 produc tion in 

'. . .. ( \... , .. ,. d' . . 1 . 
t.i'~e1.:': J ODS, more tue.n. \'10;.1...:..0 be :coun l.n mos i: c~Vl. serv~ce 

positions for exe.mple) , -:;v:",.iC~1 laft little time for any formc::.l 

and (3) the l~c~ of available staff. To theSe 

t2if':~.l.i: be added the re8is i:fl.:i.C8 of some of the trainees to \'lork 

as a gro1.1:? on~e i:~~Gy left the ins i:itution or to subrait 

Ox: Lhe firs t fiv2 rr":::-(L pe.roled from F~.""£~S8 I, three moved 

to 3~c.reR2nto 2nd two to C! '::lr.all to'i'ln neC'_!.:' Riv·2rside. The 

e 
.r 

C'''-~:':-'''i'3y ur~der the sU?8":'vi.:;i.o:.-! of the proj o::'i: 6irector. The 
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tuo vJno movGd south worl:ed on a stlII'.mcr education proj ec t 

\"iti.1 thG trciining coorciin£ltOl:'. TrC!ining in both cases "Nas 

jo~-cent8red, that is, thGre was more concern for developing 

skills ti1St "]Quld get thrz job done and for dealing with person-· 

cl problems· that interfered with the j ob t~'1an with providing 

opportunities for more long-range and general development of 

the trainzes. 

Concern about le.ck of training for. ti.18 future v7as express-

ed by the Phase 1 trninees during the field-institution 

meetings that took place du~ing Ph~se 2. It was: al~o, of 

cou~se, of concern to staff. One of the Phase 2 teams under-

took as a project the development of ~ training progrnm that 

would teke account of the geogrC1phic separation of the 

the limitations of time, and the lack of. training 

well as the differing career goals and needs for 

training.expressed by tae trainees. 

The progn~m ,\vc:s to leave initiative primC'.rily in the hands 

of the trninees themselves. Each proj ec't memD8r 'toJ8S asked to 

make an aSSGSOm8nt of'hio goals, hiD level of skills in a 

nurr!Der of areas, and the importance of e~ch skill for his 

pres8nt job nnd his future career development. The skill 

areas included: report 'V1riting, reading~ speaking, interviewing, 

gr.oup skills, lis tening and o~serving, utilizing consultQnts, 

resec.rch' cnd Gvaluction, work relationships (interpersonal 

cff<:;ctiven~ss), office procedures, kno\071cdge of social trC!nds 

and inDues, consultation, typing and shorthcnd, training 

93 

I 
I 
i 
I 

! 



." 

oc·.'!.crs, D.nd tasl~ assessment. A set of potential t'9Sources 

~v2ilc~le was outlined: t~e devslopoent of study groups 

2t'ound G!?~cific skill e.raes, sCr.1inars·conducted by 

profeD3ionals, profes8ionsl conDultation, working with olders, 

£o~~al and infor~mnl present2tions to othe~ train8es~ and site 

visits agencies. The avnilaoility 

of college courses was elso investigated. From these 

resources, and from eny ot~"lers thetre.inee could devise, he 

\']2.8 aGl~ad to davelop his m'm training plcm for im?roving hiD 

S ·lr.1." '_1·.::: ';n tb ." l' . t '- t ~..... .8 arec:!s ('.e rG~ C \'lere l.mpor 3?:lL. a him. This 

developnent was to be reviewed monthly for ~t least the first 

£ou~ months after purole. 

The implementa.tion ~T1d follow-throU8~"l on this plan was 

left in the hands of the i?J:-oj ec t coordinc:tor. He had con-

Sl.·c'~~pbl.~ d1.·Icf~cul~y ~.',1·~i·1 1."0. ~r~ere ~7~~ no acnor-l ::1grea~ent __ _ _ ...... _ ... ,_.... ... LL •• ' au /.:.,1;;_ ~ C r. ::> .:;;U" 

t~-~e.t this \']ClS a useful T:7&Y to proceed and several of the . 

trainees expressed resentce~t at bGi~g asked to cie themselves 

dovm to e. specific ple.n in t~·~is. T,'wy. Tt10ug~1. the initial 

as ses SIT.8nt3 were ffic:.de, t~"1e:re \~as no sys teEle-tic review of ind-

ivich.le..l i:reining pl~ns. Some tre.inees on their own ini tie.tive 

~Gpt d~ily logs of their Bctivities and continued to make 
..,. .. , I ex?ectea,s IOl:' th81.r m·m Cicve opment. 

There Wr2S, hOT/1GVer, sor::e effort to o.e..kc trcdning resources 

e.v.::'-ile..o12. At the close of Phese 2, the tr~inees v7cre 

concentr:;.ted in two citiGs, Sacramento <lnd Los A":lgeles. 

Writing consultants w~re I!lc.cl~ .9.vailublc to the trainees in 
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t~le two ci ties. In S2C;:'~[;131J.to, the proj Gct 1 s editorial con-

suli.:2i.1t f:Llled this 1.010 (fm:, the fevl \'1ee1':s until he dis-

ep~eer8d); in Los Angeles t~e services of a profcssionDl writer 

\'lere o0tc.i!"'led. Dr. Portei:' was also made aveilnble tp the Los 

Augcles trainees, to be called upon as needed for help in 

their work. The project director met as refularly with these 

sub-~··("OU.DS as his scheduJ~e "]Quld permit. 0- ~ 

Other efforts to work with the trainees were left in the 

ha...T1ds of the ?Y."oj act coordinntor. As indica.tad above, this 

position was cree,ted on the suggestion of t~1e trc::..inees them-

selves arld was filled cy a P~ase 2 trainee who 'was elected to 

tne role by the grou9. He remnined in the job for close to 

five c~onths} when th8 proj ect ran out of uloney to pay him and 

he ~lB.d to te.ke ot~ler Gspl::>p.,snt. His role T;1as never cle2.rly 

agreed on by the treineeo. He himself, in lool:::ing back on hiG 

experience, described it ClS a mixture of "92cifier, snitch, 

messenger, go-bet<;·7e8n, flunky, org.enizer, office boy, end 

'-"'Lo!":b.t">y_ ~-lp-..il To ""'!:l.;n.;-"'i ..... c0;.n11un 4 c!"lt':on·':)f'Olonr;r '-h(:J 0-""0110 he .... , __ _ _ __ L '1.:"_ ......... -;._... ;.:....... ...... c •• .L... ::...!.! •• ;;;> ... _1_ u'" -.' L ~ 

pu:: O'..1t a monthly nGvwlctte:c nnd collected and distributed 

~o:!tnly r2ports on tt.8 £!.ctivities of the i:rciU2es. He we..s 

h!>t:'c.>d ;n S""craDDn'~o ~Tjd (",-=>~- up T,'cekly r.lt~.c_,-,_<;; r.'i''''0_t4ng~ T·,';th thl_e ~::.V<;;, ...... c:, .,-=:0 ~ ,c;.__ "-'~.... ,y ~ CJ. L! - ..... _ .. -'- _ 

n:en 'oorkinz there whicl1 \·Jerc effor ts to i.1.ancile a rr.ixture of 

1 •• • ., f .. d 
aG=l.~l.strdtl.Ve, JOO u~ctl.onl.ng, an p2rnonel problems. He 

visited trainees wo:-l:i:1.8 in other pc.rts of t~le state, partly 

to fi:1.d out what they were doing so it could be fed~ack to 

t::-_c :ces c of tne grout>, ?<1.rtly to be of w::l.?tever assis tancc 
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,..-:;J'..:a could 't.;tith the job or wit:) pcr80n~1 difficul ties. H~ lj 

served es a link betv]C8n t~i.8 proj ec t and parole G taff. Ha 

a1s-0 filled in occasiOl.~£'..lly for the traincas on vJOrk assign-

ments and helped an ovarvurd3ned office necretClry \·]i th 

administ':!:ative detail. Host: importantly, he spent considerable 

~fue \'li"i::h individual trainees trying to l1.elp them deel with 

pe~8o~al crises--financial difficulties, feelings about their 

~eabwant by the project, and no on. 
( 

He w~s frequently d.epressed about his job. There "tl]ere 

tl:'2inee complaints thet they did not kno;;·] . ~ . '\vnaL. wC'.s go~ng on 

and tL!~t he wasn I t doing tis job. He \-.]~ssee!l SO:!le tir;tes as 

au-tD.orit2.rian and sOrrlei:ire.eG as trying too hard to b3 friends 

~;ji!:n eV8!:yone. He bi.l:lself '\-1as concerned .s.rout tile r;.ultiple 

had te~inated end put an end to orgnnized efforts to ~'wrk 

with the total group. T~ere was also con~iderable job 

s:"!.i£i:ing e.bout t~"lis tiDe, v7ith t~e traincas nc!'] 10CGtcd in 

four ci ti2s: Sa.crc:sJ.en to, Oa~.land, lfKia~'-t, c.:'1.d Los A"i:1geles. 

l-.~~at reQ.~ine.d "!-Jere info1.Tl£.l contacts .:m:.ong those living in t::'e 

c~itical of thc field trci~ing .. They pointed to the absence 

of lC2.dcrs:·d.1p 2.nd th2 !.1c8d for some s truc ;::ure to kC2P the 

Tlley :::ound e lack of cl:lrity ldith r-=:gel:'d 



.. ----~-----

to prog:c£...'U goals and t~le f:un~ tioning of t::le program develop-

me'.1t ~ssis ta.nts. They 8£.'('7 severnl differc':lt tni!:lgs being 

ettcmpted--upgrC!ding e.nd ?roviding professional level 3kills 

to the trainees, providing slrills necessary to ndvclnce and 

service the expanded utilize.tion of nonprofessionals in other 

settings, trying to assure thnt the" trninacs '\;'Jould perform 

satisfp..ctorily on the j ob--Icss as a resu.l,t of conscious 

decision than of a general confusion about goals. It was 

suggested that the prioary task for the ?roject should be 

t~1e.t s te.ff should be made available fOl:- .this 

pu~po8e, and that trcining time should be stipulated and given 

priority status. 

Hhat "las actuRlly given priority in the program was kecj?-

ing tnc trainees on jo:'s. T~is mC2nt th2l: finding or dev-

eloping jobs and iITmecii~t8 job performance took ?recedcnce 

ovo:.:- a~y trt::iniue 3.ctivi;:y. .,." . t . l!.ven so, ~ :I.S :?o::wible that 

J • ene 

field tre.ining progrr.:: could hEl,ve been 'dGveloped and 

The Tr~ini~8 ~vQluation 

The evaluation cethod C{~S2n wes the use of outside 

consulcc.nts who woulci. vi~dt the project ::egularly and COCl1:lCnt 

critically on the treini~J ?rogra~ ~nd tt8 progress of the 

trninees i~ it. It \'1C:!S origina.lly pl~nnecl to ~lavc three 

evC'.luators) but only i:;]Q of ;:hc three selected proved 
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e :.'.vv..ilc::.olc. The; t~'l0 were A:ctbur Pearl, prOf8SGOr of cducntion 

n t tna Universi. ty ot' Orego!!, fu"1d Aaron Sc:mnis, then wi th the 

Office of Economic O??cr~uni-::y. Pee.rl, co-author of New 

C~rcors for the Poor, ted hnd experience in devalo?ing programs 

for training young c;t-offcmd3rs and ghetto you'i:h as non-

,.. • 1 pro:cessJ.ons_ .:.lides in t he ~:.une.n services ~ both ~·]i th the New 

York State Division for Youth and the Center for Youth and 

Ccr.:.r::.U!.1ity Studtes at }t:J";'1ard University. Scl'!iT.ais ned specific 

responsibility within eso for prOer3lTIS involving the training 

~~d placGment of nonpro=es3ionals under Title 2 of the 

Economic Opportunity Ac C. &"1d. \vDS feunilie!' ,\'1'i t~l such progl:l:.I:ls 

tn:cougnout the country. 

The evaluators visited the trnining ?rog~a~ near the end 

rr..et v7iti1 each of the "tl:'aining tc.:?r.s, the:."l Det 't'7it~1. th2 totGtl 

g:rou.p for a feedoc::!ck ::l2ssion on their iCl?resoions of the 

prog:C~t2 end for discussion of th9 future of t:::a ne~'} cnreers 

, 11 I ...... · l ' ..., t' . t -r D~va~am: generC'. y. :J. t't!eS2 , tl.l.2y V~S~CGa. "a8 proJec !! ... 

se?£.rate tir::.es; in PhCS2 2 they ce.me on t.::le S£lE'.G. days. Only 

ana eVD.luCl tor '\'1Z-S nve.ilc..ble :.t the' terr:::iTIe tio:1 of Phese 3. 

P~-:C'.se 1 

It is clcp.~!:, th!!.t .::'.11 i::-:.e; pnrticip<.'..nts ;-Ire enthusiestic~ 
en.g2r to learn, .::..nd. ,:,.11 the tenos he.vc 1-,i8":l.. l'lOrr'.le. 
Ti~3rr.: is Em .:lurt'. o± n )'.1- d2f2r'lC i vcness .-:r.d "Ii ti:lOut 
exception, the 8n tit'c ~;!::oup tends t.) ,,)2. ::c..3k-oricnted. 
There nrc, howcv~=, soes difficulti30; in th2 fi~st pIece, 
... l.·'"\e conc~n~ o.cl.. '/'" -,.,....,.-..., ~"'~nt:· ;,.,. :"\'-'-'1--' -{""\u::: "l .... d t"''-' n," ... ;-U·., .. -2 \,1 .. ~t 1... - :. __ 1:-... _ 4.': • .,:,"':': ..Li.:> .-:.".!l-: __ ':'........... ....., 4..-.... ,- ... 1\':';. - _ 

of the tncks to oc ?c3:"f'Jr:::1cd £!re v,:-'.8uc. I t is no t too 
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clear what skills ~~c ~2cdad, whet t312~t3 arc required, 
a:1.d ~.,.,hnt knm·]led:sc i.J n8cess~t'y to succc33£ully do this 
j ob~ There in n tendency to s tress cor~,munic2. tion skills 

, . t ~ l' C) ,., .- :"":l •• • -.'" ,.. (":J '"' t· , !") f:l '"' Y'.... ; r-J: .).-1-- . I ~ ,. ~ • c "-a:1Ci ~ L.13,.,-,-=. eLl..;. cL_::.~n..:~_ ugen c.pp",,-._"Co 0"" L~.C "CL1..:;:!: <..pL:> L 

now recnst in new cloi:l1os. 

He rf'.iscd severnl points about the progr::.u"1 e..nd the, trainees I 

rG3pOnSC to it. First of all, does such .£. thine as a ~;change 

agent' exist es i1 vi201c entity thet can be defined and that 

people ~vill be wil1i:1.g to hire. If it doe,s, then he Sow 

nothing that had prepazoed t~1.2 trainees to p12Y such a role: 

'Wilen ne asked them "71:18.t tC1CY could do, tl:ey sc.id they could 

t~lk to peoo1e' he dou~ted this was , ~- a raarketablc skill. 'f7hat 

he sm<1 le.cking in the J?rograr.1, TIleS a portfolio of skills that 

were specific, concrete, and job-related. He felt that some 

of the things that had been stressed as core skills (e.g., 

getting along ,\:·7ith each other) \;oJere of not very 

sys::eo.~ $ developing j 00 desct'iptions and e.vclu2.tion models, 

cmd ;;'m1:'king em c.n expecte.d-to-observed strc.cegy. He felt 

furtr~er th.::t there should oe G'.. specific educatione1 cor::.gone.nt 

to the training, especially in the languega area. Finally, 

he pointed to what L1ight oe ;?n unreelistic opti!:lisc. on. the 

p?r't of the trainees ab0ut t:-:.cir own ccpcbi1iti8s Clnd the 

reception they would get. 3e suggested they Eight be he~ded 

for e big f~ll once they left the s~?athetic cnd supportive 

etnoephere of the project. 

SC~L"l!?is I firs t C'Jr.::!:'-~!1t '-l8.S that to grasp 

; ... _~~:'=l tr~;n:'=lp~ pc .... ce;v"'Q- .., c·' .... nCl"':> ~ .- -:.... - - - I. .....;. ... He. /;) '- They 
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e d8scribed it first as ~ set of activities, but es he spent 

core cim2 with theD it seeced to becOLle rr:ore a que.lity of a 

p::.rson end the feeling seece:d to be tnnt the specifics of 

training were less ic.porte:lt tn2n the totc.l four month f s 

cZl?GL'ience. He thOUg:-lt Gt!!ployers Vlould helve trouble wi th 

t;tis definition. The trainees, he said, 82.'1':1 til.cm.selves 

fun.ctioning in ·Nidely different Nays; though ell saw tbemselv8G 

es ch£nge agents, they tended to define change ngent in terms 

of the way they wanted to function rather than in teros of the 

specific job they nigat hold. He pointed out th3t although 

ti:le vlE!.y of looking at a probleIT'. can De Dore ioportant than 

specific skills, the first job the trainees w0uld face would 

damcmd a lot of skills Oil. the spot; he felt they could not 

cGri:'.)ete on this level. Ris other maj or point ~lad to do v,itb 

t~1eir v2.ry high spirit, t:~eir- ability to see theoselven as 

innovat:ors 2nd leaderG of n oovenant. This he snid had a very 

healthy side, but it si:wuld :J6 coupled uith S08e hU!!lility. 

Tile trainees tended to 'define both problems ::!nd soluti::>ns as 

very sicp1e; they hadn't bec~8e analytical enough in their 

2.?pt'02.ch to the' issue of chE.nee; c?nd they would need a climete 

of colerc.nce to be able to davclop within the job. 

Pearl found consic12.:.:c.blc difference oetwzc!l this and the 

. eC!rlie:c progrnD. It wes, :1C s~.id, a different ge!;le, and one 

he found himsclf:-nora CGC".:::o!:table Hith. 1'(len th.:: Phase 1 
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e tr ~in88S were nsked; !in~.-:..t ~-:'criie you got to offer? they 

!'.!1 S':lcrad: I can talk to people. Hhcm asked to describe their 

D~8t veluable ~ttribu~0, ~hey said: II~ en ex-con. The 

jr.l?ort.::.ut point of cou.:.::::e is: what cun you Go that people need. 

you need a product orient~tion &~d a sclcble cOE~~dityo The 

first progrf'.ri! h8 felt hed c lot of HDdison Avenue gir:~ickry 

d 1 b f . cl . an!" S oeans, ut e'\'l o2e..n2.ngl..u pro] ec ts. The trainees in 

P::Lc:.DG 2 bad turned out SO!:".2 real products e..nd e.cquired some 

pretty good skillG--b2t i:er, ~.:e felt, than tho3e !;'ossessed by 

ere.dua.te students. H2. fon~d ti.1C group Dore open end less 

defens:Lve them the fi:::s-c one, 'I":]ith less er;;phasi3 on motivation 

C'.nd o.:.ro on t(;l sks and ~1o;;'7 to do a job. T~J.ey had had some 

r'e~li ty fed DA.c1c to t~1eQ 2nd this had hel?ed. He said, 

11m'lever, that tj.ey '\'ler 2. s till too vflgue, n::Jt clee.r about where 

th2Y ware going or wh~t strRtegies were needed to get there, 

-2....1Q t9::lded to te.ll':. in ge!lere.lities. Thera WClS now SOLle 

recognition of the need fo~ syster:ls and f;:,r self-evaluntisn 

snd S::lI::)'2 effot'ts to de::>.l '\]it:! these need.:, but they were still 

but t~"1ey could cake cucL"L .Jetter use of t~1e ev~ilnble consult-

2n t S c?i:1d s taf f. 

He felt the trainaes i t~inking needed to be bot~ brander 

<IT.ld L10l::8 spec ific. T~"1oy couldn I t adequ~tly d:;finc the gcme 

they were in. Their intorost v70uld flag, he said, and they 

vlOuld lose their Co~itc2nt to the extent they did not have 
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FiL.£.lly, he point.3o out that they hn.dn' t tho'\..1.ght out the 

next level of skills t:1Elt vIeJ:"G needed. ~r:len e.sked ~. they 

te'L1dcd to tnlk about b:::cocing better in \·1:.1a·t they \-Jere already 

eblc to do. It 113 f<.!.r r;:o:ce ir.::portnnt, he said, to think in 

tet"c.G of v1i.12 t you can' do four months fros. nov] the.t you ceni t 

d~ r..ov]. 

Sch2ais m;)de many of ti:!e sa~e points. . He described the 

Overall, my iopre3sions of the NCDP prO~r2!!i nre very 
:cavoretb Ie ~ I cO:li:i'J.ue to be iC',pre13 oed 'I7i t11 the ability 
of t~1e3e trc:dneen to ;J.nndle a vcxiety of cnterials and 
problems in e. D-:?"-H12r· the.t is uS'.12-1ly :~.ssociated \·1J.t£l. pro
feosionals. Equ?lly ir.::?:cessive is tt:.eir iuterest end 

1. °1- A-. .... d. ,.. co ",-' aG:!.. ~ Ly Ul staY~::l!S 'CU?:C J..n on ·h'.12X ~G gOlng on l.U cue 
world at IRrge and especially when. the subject matter 
is relev~!1.t to \·lL"e.t t:1Gy .:lre doing. 

I would rank these t~ainees on a ~ar Wit~7 or indeed 
e.Jove} the kind sf YOU:l[·; '.: i:1 teL'n:' i:2!:e:l into govcrnnan t 
icnedictcly u?on r;rcdu:::'..tion froD college. ;,lhi.le th;:dr 
ebility to handle writt8TI end verb21 lengu~~c is not 
equal to the int2~n} t~air ebility ~c U32 I scientific! 
t00ls and analyze p~ob12BG is far 8~2eter. 

T\e trainees c'Or.~!:.:u'.:'d~?te their cor.:r:-.itr.. ... Gnt to hard ~'JOrl~ 
wi:'lic::l is evid2TIceG. by ~'7'lnt they nD.V8 l?roduced. ThGY cor::c 
c:crOS13 as ~ grou] ~= i:20.ture individuals W~10 ne.ve 

\~ -

IT~:3 use of intern tor cO'22~~rison i£ pror::'p,tcd 02cause 
they too c.re non'?:=:Jf23sionc~I13, are .2.cout t.:lC Ga::!e ngc, nnd 
8-3!1crally are eC!u2.1Iy ~:ard ~·;orking .:!nd dcdicCl ted youag 
pecple. 
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develo?ed sensitivity t.ow3rd th2~selv8s end othGrs thE\t 
should ?rove to be e.7.1 C13sCt in light of. t1:H:; problcI:lG 
they· nre bound to cO:lfr:on t. There is no ques tion thCl t) 
~'" ~ ('Troup ~'l"'Y ,":"jrj. I)·/"~Drlv·r.\d to ~roc'1'r""~...I. '"l nur-.'oe.r oi-c_~ c, b - ,<"1 .10.:' -;.,.~._" •• <.:;. t.. J..":' ~_ i:>.::> ,,~,~._ (.1 .. • J.. 

po~:dti-:ms on the outside c.t Cl !T.:uch ; .• ir:)12J:- level thnD. that 
now essociated with being a nonprofe8sion~1. 

'There arc; consider-oblc differences oetv78el'l this group and 
ti1e previous onG. HO\'3 r.:.UCi:l of this 2-ccountcd for by the 
orge..nizatione.l end personn81 chc.nges W2S not: eltrmys ob
serveble. I~ is only rcesonuble to a83uce that the 
opccific changes arc at lanst pertiel1y responsible. 
0:1 t''J.e other hand ot':1e1:' chnnges have:! 28..0 ['.. direct resl?on
sibility for these differences. Perhaps tha cost 
striking difference in that the trainees arc less con
cerned with g!:'OU? ;,J:roccss and i. th2:L'.??utic cm::c:unityi 
i£.plicntions as tl:;.sy e.re \'Jith dGvelcping a Get of viable 
cOl:lpetencies. T:-ds io Dir:.ilarly tru8 of t~-le entire pro
gram.. Huch of t;.:.iG, ~:.m']8VCr, rerr.ai:1c in the exen o:c 
, 8 tyle 1, since I do"J. it believe. tllerc h.,~8 been thf1.t much 
ge:in in ovcr2l1 coc:~jGte::1cc over la8'i: YCD.rn grou? It 
1!!a::-tifests itself noi: so ouch in ~v~l.at they cnn do, but 
in the k!lm'iledge t~,at t[tere is 2uch t:~.?i: they Ctln I t do, 
are £ee.r:fu1 of, or recognize that it i:J and ":]il1 conti!1.ue 
to be difficult. T~are is less brev~do in t~is 8rouP, 
less s ta ted D?tir::isr.'! t::.nt they CCln dD ell things .:md be 
all thinEs to ~11 ~8o?lc. There exists a nice and 
',r ~l f'"' , r. . .\- 1.' I I' . , t i.."!c- -:~.y' ?or-eJ...on 0:": l.n3ecur~\...y "linCH, '7 'CLl.Ougn no 
s 'CuI cl.fYJ.ng, does rGC!GCLll3na. r.1orc prec~::;cn2.'3 n, r:;ore. CO[;l

pe t::mcc end core ~~uc:ili ty. It r.crlcc;;3 i tsel f in a 
grp.2.ter co::-.citc8::1i.: -::0 settling dm·Jn 2nd ta.sk orientation. 
I t' is EI2.ni~ce3 ted in. i:!:':c recogni tion c:md concern over 
the need for continu;i.:ng training. 

One obvious rcasCrn :Eor this is tbe feGd~b2ck received 
fran thosc: out in cOJ:r:unitic:J v7hicil. c:f courS8 wes 2.0SCLlt 
1 '" . d '"\ -' '." . 2.S t t~C2. .t~:1at:L~el:, ~s ue to tne ro .... e ot tilG • O.LGer:::: · 
-';'7:10 heV8 servsd' to iZ1still e grcatGr' d::;gr28 af reality 

• , • h • • • I' 1 th I Wl.C::-l c'.aro er.:?1.aSJ.G 0:1 C!cqu~rl.ng tGC~~:1J...Ce. l4a _ or tll.an 
interperson2.1 skill.3. 

There is less surGness CliJout "ih.o 2nd \·7h.:lt thoy ere 
cO'Qi:ras ted v7i th t:").c f:;:c:.:zr grou? t S Z6' . .3Y 0..CC2ptA.tl':8 
t:'18cse1ves in ti".:.3 e.r:.::'iguous roL:; of C:.ang-a Agents. 
w:'-!ile they hDve 2.cce.Jted t:lcir ney] c.iccignC'..i:ion f:lS 

as 
of 
And 

Pr03rnE:. D8velo?c.c::nt AG:Jis tants, they d) not cor.::r::unica te 
any f2.cilc or coc.:::::only Q,:ccpted dcfiniti·:m of '\vh2t t!:lis 
means. Nor EIre Liey e:t all sure th21: \-}~:.atev8r they agree 
upon \vill be c:!ccc·.?t:oo in the cor.r,unity. 

~ 

Lnst yoars in,::tbi1ii:y to express doubt was disturbing. 

1,:)3 
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------------------,------

Thin yG~rs nbility to express doubtD, nlthoueh pleasantly 
diGarm~ng, mcy Qlso r8fl~ct Dome BOTIuine confusion on 
the pert of the traineo3 as a group 2nd with the NCDP 
as a '\Jholc. As individu.o.ls, the; trc.in2:2S ShON less of 
thG doubting 0nd mo::e of the 01d2r p:lttern, che.racterized 
I, t-'" . • , • 11 1 • r.-> I • uy op \.0 JJJ!.1.Gm [mei D 88:188 'Ci1c' t tney 'yn m2.,·.G ~t. J. ("us 
lends IDe to believG i:~l2.t it is in ti.""le gr-oup context tiwt 
t " . ,. . ' - . 11 . aeee cDcngcs arc m2.TI1.I3st. Lc8t 'C1.mo tncrc V1.rtuc y 
was a group sh~r8d mistiaue which f8d 80m3 of the grand
iosity and contribu~3d t~ the trainC23 s83ing themselves 
cs u..l1like eny other group. lyIy Q';lri :i:.'Gf:.ction is that this 
.... °1 . . d' r-. b ~s nol.. nGCeDGar~ y ne.~c~·c~ve D.!1 l.n 2:'::'C'C m.~y 2 necessary 
end desirable. They .?.re unlikG [my othe.r group nnd nny 
denial of this ic n.2iv·3. Last tic3 I felt that this sense 
of being a :lnm"l breGd:' group yJa8 elmont ClS important 
~s '\'7£1S thG knm'71edge thoy ,·i·3re gnini-:1g. T~is yenrG group 
nas less of it, Cllthough it is fer from b3ing absent~ 
Clnd yet tho group Scorns to be mc..nnging just CS \,,;:;11. 
Neverth2le3s, I believc that mcny of the concerns the 
trcinees express \,]iti"l regard to hm·] t::"ey 'Hill be rc:!lnted 
once they ore outoid3, aD woll as th2 nGed for such re
latedne3s) is an attempt ct coming to 8r-ips \'lith and 
forsing, some sort of overall grou? id2ntity. Although 
recognizing th~ir curr'31lt elite st2.tU3 t~"1ey erG presently 
determinad to deny it. Once on the outside I believe 
ti:1is \·jill change GG.d :st~tU:J problems, as they become more 
renl, "\<]5-11 become morc irn?ortc..nt. 

As it '\'78.8 true for tne other group, there was the 
clramo.tic realizc.tion of. le-!lrni!1'~ potGntL::.l th.~t the 
trC1ineGs 8i ther f31t th8Y hed, Gut i.l.E!.ct navar utilized, 
o~(' "t'7er3 Ui:1.·:J.\·][~re t~lC.t t~'l2Y even poso.Jss2ci. Lcnrning still 
proceeds explosively - v7J.th the oldc~D shoving morc; 
sophisticfltion e..nd 1es8 surprise:: ~ \'i:1ilo SOToe of the nc"t'] 
~ e .. ,-"'''''' .. .,.. .' t' 1 'I: 1 h.c ddt 
'Lrc~n8GS v1.n .. u:J.'!'.'.:y E.'.Clrr~:Ltt:~n~ ;:n2~r D2J:~1g O.UJ.:1 .... .l..oun:.;; ['.. 
learning tho. t t~13y \'7·3re inde8d brig~-:t. This \·]i1l bc 
troub18soITl:a cs t~-12Y go out cnd l2c.r:::l !:-1O"t-1 t"8clly bright 
they nrc, und y2t hm·J little they knm·7. 

p~-:.CSO 3 

Pearl ~'les the only eVGlu:!tor evailf?blc for the third 

p~lnse. H~ \vDS very criticnl of this progrE!I!l tor its s tcffing 

(or Inck of stnffing) pattern'. The older-younger concept is 

only mccningful, he suid, if supervision and nccoQntnbility 

arc built in. Responsibility for supervisors nnd 
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ndcinistrators should have been increased in this phase 

rather tha~ more curtailed as was actu811y dons. He thought 

that things had gone much better than staff had had ~ right 

to eX?Gct. 

Oti.1.eL""\·7ise he found -the Phase 3 prog:L~m not very different 

from Ph~se 2. The Phase 1 t~ainees had conc~ntrated on inter-

p8~sonal skills, the Phc:2sG 2 trainees were the ;;big system 

plcmners) Ii '·71-.ile the PhasB 3 trainees were able to deal also .... , . 

y]ith the details of plannil1g. The program appeared to have 

moved from highly diffuGecl general training to more specific 

skill training. On the ot;'i.e1:' hand, he felt this may have 

been done at some cost in conceptualizing skill. The Phase 

3 trainees 'vere more li1::e technicians. 

On the program as a \17l-wle he levelled three general 

criticisms: looseness of structure, lack of adequate role 

definitiun, end lack of adequate. delegation or responsibility. -

Structure can be loosened, h8 said, only -::'7h2n things get so 

systsrc~tized it is p033iole to relax and neve tLLe progra.ffi 

, • r t' . 
con~lnuc Lunc ~onlng. 

Finally~ he sUGgest~d that the inform.2.lity of the staff-

trcinec relationships could 12ad to unhealthy role strains 

:-nc.1 CO"" ':::u~~on -For ~JO r"'.:\ can'" F';rst'; .;. lr:>nr_~~ c· '.,",0 t'-,_--:;npes --- .1_.:> .... ~,_. ~.... -.;.c;.",. U. .... .1-0.- _~ ~ "1~ .1....1.._ 

to beli0,ve that the s~m8 kind of relntionsnips .2.re possible 

V]ii:~1 other people '·7itc.. v7~!om they will ~'1O~k; and tnis is often 

simply not true. Second, it est~blishes !cinds of referen t8 

about (!ow you ] ive .2.nd 3"pe~d money that places pcop12 wi th 
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e- lir.:iited. incomes under re:.l strain. It't>70Uld be less cruel, 

he felt, to keep rel~tio~stips on ~ more ~emote personal 

br".s~_s "L'.!ltil the trainees ~l.c..d 'become s t<:!.bilized in the 

"''''--''.~ .. -COtDn .. _h.l. ... y. 

Job Pl<:!.cements 

Present positions 

At trie present v1riting (August 1967), the eight Phase 1 

trninees nre v]ot'king in tb.e positions listed be1mv. Annual 

salaries are given in p2:centheses. 

Pt'o£essionnl Assist~TIt i~ the Research DepQrtment of the 
Joint C01T;I!liosion on Cor-rectional Hcnpm"7er and Training, 
\'Jashington, D.C. ($8,580). 

Cnief of the Bure~u of Cornmuni ty Relations in the Neli1 
Jersey St~te Departreent of Cowmunity Af£nirs ($13,000). 

Proje~t Men~ger witt Scientific ReSOUTC2S Incorpo:cated, a 
prive.te consulting or-gc.nizc.tio!"l in Union, Haw Jersey 
($l:)~000) . 

Te£l.cher-Counselor in the Experimental Col18ge .:.qt the E['.st 
St. LouL:: Cen;?U8 of. Joutr,ern 111inoio University ($8,400) .. 

Training Assistcnt C."~['~1:C-tim8) in the. Scheuer New C.~reers 
ProgrD.TIl in E~3t St. Louis, Ill.inois, a pr0'Sr:::2U1 cc.r:linis
tered by Soutnern 'Illinois University unci:;;,t" contr~ct \"iitn 
the U.S. re~crtmen~ of La~or ~nd the Of~ic2 of Economic 
Opportu:-dty· (equivE'-le.nt to $3,500); plus full-time enroll-
m '. t t':' ' , -1' ~, . U· . t en!... n uoucnern ... !.:!..:nol.S TIl. verG1- y. 

Research Director of t~e Western Addition Project at the 
F~~ily Sel~ice Agency, a nonprofit soci~l ~gency in San 
Frdncisco, Califo~llin ($8,000). 

H~s left the project; present position unknown, but'is 
reported to be plelnningi:o return to co11eg~. 

~ Returned to prison. 
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The six Phese 2 trainees aLe working in the follm·] ing 

positions. . . 

(F~ur oem) ProgrClD D8v21o~)[i1en t As.sis t2TI ts with the Neii1 
Careers Dovelopc8nt Org2nization,' a nonprofit corporation, 
working on the develop2Gnt and icplcDsntation of the 
Scheuer ~~CV7 Cn.reers Progrr~rf. in Oakland, Cnlifornic., under 
contract with the Oc:kland D2partccnt of Hur..1Cln Resources 
($9,000). 

Pr-:>j c:ct Director of Of)erations Grassroots ~']ith the 
IViencloc:Lno County Econou.ic Opportunity Council, Ukiah, 
California ($7,200). . 

Assistant Personnel Tre.ining Coordine.tor for the Hatts 
Clinic vJith tbe U!1ivGTsity of Souche):':!. California School 
of Medicine Healtt Project, Los Angeles, California 
($7,500) .. 

The four Phase 3 tr.ginees are working as follows ... 

Executive Secretary of the Hendocino/La.ke (Counties) 
H~ntal Retardation Board, Ukian, Californin ($7,800). 

Director of tne Co::::r:::unity D'2velopL1Gnt Project '\o]ith the 
ECOtlOl::ic OODortl1nity i:l2:e;:lcy of Fremont .. N2~·1ark ... Unio:l City, 
Calif8rnin~($S,000). ~ 

Training-Couns e10r ~'7ii:~-: the O. E. O. Re?;ional Trnining 
c"!.-ld Developcl2nt C8.::tel: at Scn Fern,mcio V~lley Stat~ 
Col~ege, LOG Angeles, C21ifornia ($7,200). 

T_._T_.~~ lc:>r'"t proJ·p_('~t-·, '""resen';- po "'1.' L .... 1.·on un'~noT'''''' ~ ~ - - ... i:-' .L... i;) t__ .v~ •• 

Pl~rc.~c~r h1.·~rnry ___ .. ~_,-".J.\.. " ___ , 

T~"1a story of how t::1ese jobs cece nbout is Ions end cOClplex. 

Hrwt fo11m'18 here is a sUJ.:.:t-:lary of the kinds of \::cploynent that 

the trainees have nad since their rele~se, and the ways in 

vl~licb. eep loynent oppor tunitiGs were developed. 
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Stetc contract. In April of 1965, the New Careers 
Developmcnc Project ottained the first of three six-month 
contracts with the California State Office of Economic 
Oppol~tuni ty to provide tec::-micnl a.s siG :.:.:mce to s te te 
agencies in ne\:] carGC~.::S develoomcnt. T(le contrac t made 
funds available to i..-ii:ce tt'ainc.~s as pr:ognJ..ITl development 
3ssistants and to providG reimbursement for supervision 
given by the project di1:'cctor. At this time the project 
established its main field office in S~cramento. The first 
contract was renewed for six months in Januery of 1966 and 
for an additional six months the follm-]iur; July. Because 
of a change in state administration and resulting shifts in 
Office of Economic Oppor·tunity staffing, there \Vas no 
further renewal. 

Three of the Phase 1 trainees '\'lere hired under the firs t 
contract. They conduo:::.ted D.. state.-,\·,idc sUj.:-vey of new 
careers possibilities \·7ithin state agencies. The survey 
resul.ted in VilO repo~ts: ;;Job and Cnr.oer Development for 
the Poor;: und a 400 pc::.ge ;:ReferEmcc Catalog'.le c:md Classi
fications of Occupational Titles and Job Dascriptions for 
Sub and Non-professione.ls.:I 

Several of the treinees "'t'Jere hired for ve.rying periods of 
time under the succee::'ing contructs. They \·wrkcd closely 
with a staff member of t~8 State Personnel Board who held 
a position cr2at~d specifically by ti1'3 State L~gi.slature 
to develop nm·] career opportunities for the Door in State 
service. -Among their a;~ivities, they did the following: 

vJo;:ked with staff msmbers c.f the State Depc;.r.tment of 
Employment to b'.1ild a nZ':'l careers strc;.tegy involving 
the placing of l'1:::igi:-!oorhood Youth Corps trainees in 
state agencies. 

Ho:cked with staff m8moers of the State Departm2nt of 
Public Health to iciQntify funding for tralning home 
health aid8s in nina countias'and to train trainers 
on the use of nonorofassionals. In Oct6bar of 1966 
one of the trainees T,·]as assignQd to the n::=wly cr2.ated 
Pu~lic rle3.1th i:~T,] C.s.l:'8GrS Unit: whic:1 "'t·W.s set up under 
Co contract \1it~1. t~'L2 StntG Office of Economic Opportunity 
to aid in the cree.tion of 2,000 nm·] car8ars positions 
in Califomin hco.lt~-l a3encie.s. Hhsn t~lQ state t;ontract 
terminated at tri.8 end of the yeClr, 'i:l .. c Department made 
f\?-nds nve.ilcblc to l~~c? thG tr-ainec vwdcing with the 
unit for nn 3ddition2.l two months. 
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Consul ted ~'lith locc.l Communi ty Action Agencies \'1ho had 
requested tccnuiccl ecsistence from the State Office of 
Economic Opport'..:.-::1ity in "n:-iting pr:oposals Clnd developing 
training prog~c.ms involving the poor. 

Cm1ductcd an orientc.tion progt"em for college students 
'1;·]110 \'J(~re preperirlg for career work in corrections. 

t<!orl'.:ed 'l;o]ith Univc:csity of Celifornia at Berkeley 
Extension stnff to plan and conduct n se.ries of state
wide training \~ot'l':s~:.ops for CldrriinistrCltors of COiTh.'il.unity 
J, I' " • I:lC CLon .t'>genc J.GS. 

'I";lo:cked \vith a ne;:·] C£l.reers task force organized by the 
O. E. O. Regioncl CCIT:muni ty Action Training Center at Scm 
Francisco Stcte College to plan and conduct D. Ne'\v 
Careers Horkshop for egency staff in the San Francisco 
area, 

Conducted e £urvey to determine. ti.18 current uses of 
nonprofessionels Drl.d t:1e potentiel for j ob adv~ncement 
in anti-poverty ~nd job development projects throughout 
the state to help in the future planning of anti-poverty 
progrcms. 

1~J.u+-Siservice CE:nt~l:. In lcte August of 1965 the State 
~O ...... , r' _. ··0··'· d ... . 1 Ph 1 :::c:!.ce OI .:::.cono:.:.~c ppoJ.:''CU!12.ty l1Lrc one o:c 1:n8 _ L nse 
'. . C· . ,., R . '- . . St t C1:"a1.nee.s ClS a mr.J:£tur.lJ.'CY R.C1:J.on epn;.s8n'C£.1:~Ve:Ln Cl a e 
Hultiservice Cent2J.:' ,\·jll.an it ooened in the vTatts area of 
Los ~ngelcs shortly aiter th8·riots. State O.E.D. staff 
1- d t d' . '- .. ' ." t' '" " of t 11e n:'). con::ac\.. ';'nt.:!.l. 'C~i.:Ln melD nrougn LlJ..3 0.mpJ_oymen - on 
the stete contract c~d ned used him, during the riots, ~s 
en escort for state offic:Le.ls '\lho were visiting the riot 
a:cee.. His role in the Center "tv8s to se:CV'3 .::lS a linker 

•• , • 1 • ..." .. ,- t. c-

;;'1lX!:1. 'Cne corr~u!uty, "2.2K:Lns :Lt aware 0::: 'cn8 SG:::''Vl..ces 
e.vaile.ble; to givG 2.osistc.nce to conmmnity g:roups trying 
to deV'2.l0p nc"t·] prosr.:::~.s and to help "tn:'ite propos2.ls for· 
funding; c.nd to halp mcrl:::~e the office. 3.2 t-Jorkcd there 
th:cm.lgh June of the £ollmling yenr -';']nan his contract expired. 

~YOA. In Octob2r of 1~&5 the Economic t:nd Youth 
"Gppo:ctunities Agc;ncy of Los Angeles cOl:ltrnctea ioJith the 
rle'\'l C2reer 3 Proj ec t to provide technic.'ll cssistf:nce in 
the developne.nt of nonpro.cessionrll positions within socic.l 
ngencies in the Los An~8lGs aren. The contract wos set up 
through the effort3 of one of the Phnsc 1 trninees who was 
then \'JOrking on the stete contract. Tile EYCA contt":lct he-d 
positions for two trainees as program development assistants. 
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e· They lwrked out of the centrc.l EYOA office and received 
technical Gu?crvicion f~om the project director. The 
cont:..:ac t expired six rr,ont~w IntGr Dnd nGW funding through 
EYOA could not be obt~ined •. 

Hhilc there the trc:line2S ~'1orkcd ,Jith £'.. lnrge number of 
agencies to e~tahlish interest in cnd help implem~nt the 
use of nonprofGocioD21s. They ware recponsible for the 
involvement of the D2?.::rtment of Comrm .. mity Servic8s, a 
componant ::lgcncy of ZYOA set up primarily to develop 

,.. ," , . 1 d' " . f progr:e.ms roY' you"Cil.., \·inl.Cll resu to ~n 'ena creat~on 0 a 
civil oervice ccree.s::' l.:;ddar for nonprof'8:J oional ,wrkers 
iu their agency_ T~3y ~orked with staff of one of the 
YOUt[-l Authot'ity insti'cutionc .snd helped plan the develop
ment of n Group Superviso:c Aide pooition th.3.t provided 
for the hiring of £o1.'11:a:::' Youth Authority ~wrd8. They also 
spent consider::.ble tiJ:l.a 'oith the stnI:c of t~1.e hal:E\<]oy 
house run by Lne Dapl:'.:ctment of Corrections in East: Los 
Angeles for narcotic o££8naet's ~nd helped develop -NAPP 
(i.':eighbornood Adult P~i::ticipation Prog:c.::J.m) funded non
proI2Gsional position3 for cOQIDunity workei:s \1ith the house. 

Dep::.rtmeu t of COITlJ:nuni '::y Services. After the BYOli. contrnc t 
m;:'?i:c':;d, t~i2 D~pcr"i:~:i!-.. t o.z COlLITiunity Services tried to find 
funds to keep thG t'\'JOCrain8es ~·wrking in Los Angeles. 
T~-10y made t':w t'Tf.,PP pas i tions th::l t \'wre 2G signed to them 
avo.ilnble for this pUr-pOG2. The pooitions pcid only $333 
a month, GO the proj~ct supplemented tha sclary to bring 
..... t .... , $t:"""" . r' .• " h k' t7"1 J_ .... U? 0 1...(13 ';l..iJ 'CCJ.:;'~ · ... 1.18 i:re~na33 cwo. iJSen ma "~ng. " n~ a 
.... ' h....· . , d' l' ..... k t' : d Ci.l.8y:e) t!.J.C L rt;!'J..UG8S con t::LnU2 the \.~n'J. or \']01";' fi8Y liar 

been doinl3 :Eor EYO~\. T;::(~-'T "\7rota propoG':'113 £01" funding for. 
COITlT,u:c,ity srOU;?::J t~l'?,i.: ;:l~~i r0quGoted DG?£.r.:trr:.eut halp. Th'2.y 
;..~, rl 1 1 " .... ' 1 '- •.• rorrr!"l .coY' !..!.~-,-?e,-, P D .. n ena CO"!:1C!'-.:-ct a \..nr2-3-,\·7eeK · .... :calL1J .. ne P b .• .. m J.. -

nOrlprOI9S s iona13 fo!:' t::'2 D2.?2r tr.1~nt of VocD..tiont?.l P~·~hnbil i
t12.tion in conjuTIction o;·J:i..tl: tb.::: O. Z.O. ;~.~gion£:.l Tr<.:ining .:::nd 
D3v~10prnent Cent:;r .:::t S~n Fernandp Vc.11GY St~t·~ College, 
On~ of the trc.inCG3 helDGd devGloQ ~nd Cami2ist2r Youth 

• 4 

in L'~giGlativ3 Ac tio!:, a proC;rc..re for 200 hi;;h school 
students in tho Sout~Ga3t cnd Vntts or2es of LOG hngalas 
COU:1 ty designed to f::rniliE_riz8 ttwm \·]i ti-:. tha fu.."'lc tio!l.ing 
of local ~nd stote govsrnments. 

V12.1 V8rd~. In Mny of 1955 b·]O of the .Phase 1 trl!.in2CS "l;lerC 
" -'t., U' " "'Cl'f .. D' ., - ... - • i1J.l:'SO. oy C .. 8 nl.v,,::!:'s~cy 0:": a 1. "ornul. <.1\: ~·.l.Vc!l.~S:LU':; .t.xt.:cnGl.on 
fol:' 'Norl~ on .:'. SUIT'.ITl2r cL:monstro.tion pr'ojcct fUTIG.2d !:>y the 
O .... r • f 'r." mh ,. . • b 
Xr.~C2 0_ ZconOffiJ..C ·..IppOrC'lL.iJ .. ty. L 2 P1:"o.lOC'C l1::'..O .;~n 

developed ;;.nd the propos::l \,.,rittGn by the 1'12.\'] Co.l:"·::;ars 
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trcining coordinctor. It involved tho dcvolopm2nt of a 
spacL:ll 'summ~:c school p~ogr:'.lm in Pord_s ~ .:l lou-income 
communi ty nG,:1r Ri v3i:'side, in "('7hich non:J!.o 3:.33 ::donnl 
assistant taochcrs (housGwives, high D~~ool students, high 
school drop··outs) end collE!ge G tudcmto -- l!ll but the 
lc.tter indig8nou3 to th2 community) \'lCro hir8cl to work. 
'1ith the children undor tel<=: dir~ction of spccic.l1y selected 
and trained profesDioncl tec.chors. TeL<.; t\JO trlJine:03 

1". d r1 t' ,.,.. I •• 1 • t wor~e unuer he sup2rv~s10n or tnc trclnlng coor~~nn-or. 
rr' '... r' ." t f L: l' 1 •• _ney '\'7ere lnVOLVGC1 J.:1.r'S'C 1.n S £1 .J: sa Gctlon c.nc trnJ...nJ...ng, 
then played a dote collection and £oodb~ck role to the 
stuff as D. vJhole. Their employment tcrmin.::t8d witil the 
proj ect at the end of the summer. 

T~e training coordin~tor continued to work with the 
U:liversity ct Rive::rside, trc.ining tG[:c~':Grs ,2nd developing 
programs for the use of nonprofe83ion~13 in the:: classroom 
nnd student pnrticipo..tion in t2CJ.cninn. The follmJing 
spring, th8 project paid one of the trein~os who was then 
en!:'ollcd in collegB to \'}ol.~k p,;xt- tim,3 l:Jith th2 t~elining 
coordinator on one of these'progr£ms, tn8 Ontario School 
District Proje::ct. 

Sc~mento jobs.. T!:-12 first job sp0cii'iclllly :toJ:' the 
Sc:!cr£'.:me.ni:o e.rec:::. y]£s ';'i:L'i:n tho Job Dav21op!:l2nt Progrnrrl spon
sored by thG Sacrc::..~.::nto COiT:.muni tv qclE.':)::'o COUTIO il. Council 
s tD.ff CBme to the proj sci: direc tor foc [!31p in sotting up 
the pt'ogrcID, D. proj sc:: involvins t~lC ;'-3.:cing ,~nd tr,2ining 
of aqult poor for lwr:t in public c:nd p:d.VCt2 nonprofit 
egencies in t~e 3~Crc.m2!lto [1l.~I~n. T:l'::;y occ-?ms in t2res ted 
......1 . ." d to ....,. r 1 r'l6 I: , ~ , 
l.n t.ne pro] 2ct 'Cre.:L:.1.2eS an ~n ~ \:i)ruQ..!:Y o:c _.':; v L'l:Lrea one 

.J:: t' ".., ,. ,... d ' :..r • 1 d 1 0.1.. nem ClS a !ra:Ln:Lng ·...,00:;:- l.n.::.tor. _.:!..G i:O e ,;.las to 2.V2 op 
.J-- ~ z:: • l ' ". a f:' d 1 \.-he:: 'Cr'::l1.n~ng progrr!I!l, 5G_ee'C r:1CJ. n~rc C:;:':3.1.L1SC5, en ,\,1Or.(. 
~,;y.;" !:\or-u"y c·-~;:.c ir ..:!""vr.:.loo"!"l'-" Job l)i"C~~-'ni·c --1::. lr;,L:t \'.t.Aoo<t-!J" Ct"",;:;t. ,_ oL~_J... ... __ i "l.c:.__ • _,.~') _'-'"' ~U:"::"' .. J.\~U. ... .. t:;; _Ir.;.;..l. 

tne Progrem six mO::1ti:'3 1.:!t2r to l::'.kc ~i.1othe:c job. In 
SeutGmb8r sGv2.ral of the proj~ct tr~in~cG co~~ucted u .' 

• • f.' - '1 f .' C t tra:LuJ...ng progrcm .cor p':::!:'O.\.G ['.1.(.:(.;5 .or: ':£12 .?ccrc.m2.n 0 
District Offica of the D20n~c~~nt of Corrections I P~role 
C21d Community Servic'3s D:L~lision ~s pelrt of th2 Job Dev210p
IDe::nt Progrc.rrr. 

Tho next job was clcvelop2d by one of the trainees working 
in Sucr.::mento on th2 statc COnLl.-:'!ct. H~ h81p2.d plcn end 

,. d . - .,.., I . ~ £ . . -T' h' h d W8.S L!.:LrC cs Tra~nJ.!1g '..JOO~(ll::1" :..~') r -01:' Ci.1G '!"!2J.g.1oorl 00 
ConG8rv.~tio71 Project. T~l.8 Proj .. ~ct, sponnor'Gd by tbe . 
S2.crnm::mto Ar2.f'.. Econo;:;.ic SpP:J:~ te~i ty Council, invol vcd 
training the indig;:..nouG ~:)Qor in s2vct'o.l 1O'CoJ-incoU13 nrees 
for -:;·70r.·K, as cOITnuni ty or~~n L ;~(.t" s. Tuo 0 i:her trQinees lVara 
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hired e.s tr.::linGr s for the Proj cc't (~iCl.cn one of them 
nbscon.ded mic"ll".y t~1r:ough the progt'nm, othar trnincGs 

k · . c ~ ('.J 1] d' r' h') "t'701: ,"~ng ~n u·~.<:r.:J.rr..8nl..O J:'J •• _.O 1.n loor lorn. 

This s~me man ~'1~S rG3pon.ci::'le for d~veloping two contracts 
bet"\o]C::t.:0 th~ SO.cr.::::m.::mto hr:eD. Economic Opportunity Council 
emu t~,· ~'ie'iv Co.r8C:CS Proj Get \'ihich provided jobs for bo th 
him ~nd 3ever~1 other tr8inc88. The firot of these projects 
\'7[13 e. ti,vo-month progrD.m to train cOII~unity relations e.ides 
for ~']Ork 'oith tha neishbo):,i.1.ood councils in i;~10 10Tl]-income 
nreas. The second \·n~s Cl m0.npm,}~r employment n.nd d8velop
ment survey for the Secrnmento County Dren. 

~os h~ge~es jobs. The trainees working in Los Angoles 
Clevelop2c! sc:v8ral other jobs for: thc8s81ves Clnd for 
other' of the trnin28s. 1:;:1 the Spring of 1965, one of them 
o0t~in8d un extra eV0ning job ~s a Teen Post consultant 
(the Teen Posts are youttl neighborhood centers funded under 
EYOA) • That summer b.,3 '\'1c.1S mnde Diractor of the Health 
Information Centar at the Watts Teen Post wherG he conducted 
classes for young people on venere~l dioeose~ narcotics, 
alcoholi3m, and sex educ~tion. He ~l:Jo gEl.V2 technical 
essistnnce to oti.-.. er Te2:1:1 Poot project::;. From there he 
moved to a projsct funded by a.E.O. through the University 
of S01.1thern C2.1ifoi.nic. Scb.ool of Ncdic:Lne '\'7here he became 
Ass:i.otant Personnel TrD.ining Coordin!!.tor at the !.-J{-ltt3 
Clinic. He scrv2d as trainer for th2 multi-disciplinery 
professional staff of the Clinic, a neigbbor~ood health 
cen·ter) ;:md 'is no,:? t:rai!1ing peo?lG from the corr;munity to 
"702:"k cs l:to.icon staff oet~veel1 tn::; t)csic heclth t8c'.!ID of 
profeosionels D:::1.d t1:-1(~ tcrget group. In the' spring of 1967 
. d- 1 d '; C 'h r" ~I • • ne eve_opa n JOo ~Qr D.nO~L8r o~ Lno ~ralnees ao a 
T r ,..·,. C c ~ 1 . T:;'''' ~- '- '-" 0 17 0 T) ,., C'" .... ~L ,.., '\"...,. • 0 !'I d ~:Ln.-nB oun", _._or ,.] ,J..I.U 'C!l<.,; • ...... • ""\."'tJJ_on~ l .. c_~n~no c_n 
Development Center 3.t Son Fernando V~lley St::.te College. 
T~18 letter ~'3Cs tb.8D 2scigncd' p[!.rt- tiDe to the HDtto Clinic 
proj Get; h~ hE'..s clso ~1clp'8d conduct ':::'Tl oricntntion progr.::m 
for cg2ncy stnf£ p.s.rtici?c..ting in th~ SC~18u.s.r :N2W C,~r8er3 
Progre.m in Los Angeleo r2nd is pr83cn tly halping plc.n fmd 
orge.niza .:! n:.:::w Cnr82!'S confGrence for Clgcncy ~ junior 
college, and university staff. 

Another of the trainees obtnined ~ job as Administretive 
Directot" of the UC'.tts Tcon Pos t on n I'!2ighborhood Youth 
Corps su;:r.mer (1965) tr~ining ?l:'oject. Two others wore 
i.1.ircd tnct serna. GUITJ1l8:C on C1 youth proj-::ct under en O .. E.O. 
grant to the Uc.tts L:'\oor Co::-munity Accio-;]. Council, one ns 
a Recrection Inotructor end one os ~ Cadet Drill Instructor. 

112 



•• W::' ~"",,"-.-' -.-

.~~' ------~~----------

• 

• 

Mcndoc;~~ot1ntY...i~bn. Throuzh. his contacts '1ith staff 
at ~sndoc1no S~cta ~oGpital in UkiBh, one of th2 trainees 
working on the state contract wns instrumantal in obtaining 
a th~~e-month Stud3nt P~ofe3sionnl nsdistcnt position at 
the hospitnl for ano i:~1·3r' 'trninc.e in thG SUIP.rrt8r of 1956. 
T~i3 position (the salary again supplemented ~y project 
funds to brin3 it up to !?5DO £1 month) \']£'.3 usad for D. surVGY 
of pntient potentic1 for new careers training. It resulted 
in the development of a proj act, fund-3d j ointJ.y by the 
Dep3rtment of VocC'.tioncl 2el.-J.!~bi.1itetion? th~ Henaocino 
County Economic O~po;:i:unity Council (ECZOC), end Mendocino 
State Hospital for tr2ining cx·-elcoholic pe.ticncs for work 
ClS comnmnity organi28j:'s. The proposf~l ~'}C:.S Yl1ri tten .and 
funding sources dev,sloped by the trein8G. The proj ec t, 
kno-:m as the i.\jm·] Ce:ce8j:'s-O. E. O. Treining P:cogr2m, provided 
positions as trniners for tuo other project trainees, plus 
a third-time position as'Training Coordinator for. the men 

, who ned developed it. He worked the r:::mtnininq; t"lO- thirds 
time with nospitel staff ns /':..ssist['.nt FL;ld Director on 
'.' p 1 ' "C' ' - p. 1 f ' . b th ~~e _syc1~etr~c uten~~rd3 rOJect, un~Gr unolng y - e 
American PGychint~ic A3sociation. 

Through contects 1;"ith NeEOe, Cl D;'JQ-mortth position was 
found for 2.nother project trainee on ths Indir!:1 Feasibility 
Study, <1 survey of po;'::;:n'i::i.::l c.mong lo8,~1 I:-J.di~:'1 groups 
j r r :.J-.ot • "l,-r"f-'r.('"l 1 In rl ,,-' ,-" t 
"':0._ corr.mun:).L.Y aCC1.0n ;·]OC:{,. J,'lVJ!.VV 8. .• GO flJ.!'Cu L.ne paLl-en s 

tr2.in~d in the O . .::~. O. T:ceining Pj:'ogrcm fQj:' 'i;'lOd:'.in 
corrJIl'...lnity d3velo;;rC18nt in ~'7hat is 1.r_r1,mln e.G O,?cration Grass·· 
roo L:S, and hired ti"ie 'a']O trBiners as Field Dirac tor nnd 
Fi81~ Coordinator. One of thZill is ,'nm·} the Grassroots Proj sct 
Director. 

Tri .. Ci ty i ob s. In F!ov8mbe~ of 1966 3 one of the trcinees 
\'JO:':~tii.1g on 'i:n2 s tet8 ~O:J. tt'<lC t. \'l,2,S 'hired for: five days by 
the F~cmont-i.\12\].cr~-:-Uu:!.on City Economic Opporcunity Ageu!:J 
to write n proposal for a new careers progr~m for Q.E.D. 
fundi::lg (tl18 c:lgei.1cy i3 knm';n as th2 T~:,i-Cii:y E.O.A.; it 
serves three SID.:111 comr:1Unities bet1i7c:sn Ockl.::nd end Se.n 
Jos~). This con tt'.ct led to the hiring of t\,1Q proj cct 
tr&in-C8S th2 follo';'1i"£lg montn to ~']O:rk .2..G tr2in2r.s of cO~JTIunity 
service ,yorkers and 'co the dcvelopm.:mt 0t e ~ontrf!ct "'lith 
tha NeW CClrcer3 D,::v810pmcnt Orga~ization und~r \'-1hich seve!:'2:11 

1 
-The New C.0.recrs ~cv?lopment Org(:niz::l~ion" c. nonprofit corp-

ore.tion, 't,w,s forme:d co o,:'.:1dlo the land ox: con '.:rc.c ts th~ t h:!.d 
praviou:Jly been m~dc: \'7it~'l the NmoJ C!!r:~crs Pt"oj Gct through the 
Insticute for the Stu,ely of Crim2 Clnd !)81inqu8iJcy. Its boC'.rd of 
dire.cto;:'s includes mE:rr.oc:t"s from both the p~oj Gct flnd the Tri.
City Progrem. . 
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more trainess were hir3d during the following months. The 
trcineas ~ork~d on saver~l cooponentGof the Tri-City 
progrc.m. 

In C1..c1dition to tr.:'.i ..... dnp; the community sGrvice workers, they 
h8lpe:d t~1c:n or.gc.nize t,;:!2 community in p:cepeLI'2tion for an 
elec';:; 0:1. of r0:'1~e.-;:.~·.,,;· "t·h;.:-'s to th·.:> Pfrn:l""Y Tt·-:>y <.'l~o • _.. - "i."'~" ...... _ ....... - ... -'- - ........ -.:J ..... - - til .~ '" \,J 

serv8d COS con::'1tlli:!'.nts to 0. n8v] cnrce:rsi.:rD.ining progr.::::rn 
,. 'I 1 d ... ,.. '1 ~ ." . 

l'E~:!..Ci.1. L!QS p_.:1CG <:.::..0.e8 't'12.t:-t tne schoo .3 .::nc. Ol::t13r C:Lty 
C:.ge~Lcies. In June of 1967 one of the tr£'.it:28s \\1.:lS meda 
Proj sct Diree tot' of t~:c C')mmuni ty D(::vGlo~'n.l1cnt Proj ec t. Ha 
is prssently involved in loc~ting funding sources to build 
10'0- inc:ome housing 2nd to sei: up a t::::c;:}'c82 recrention 
center. 

S .... n T:'r • • I T' t·· ,. d th t t t t ~l ~_anC1SCO 1003. ae ralnees D1re on a s a-e con rc.c 
'lii~LO '~'iGr0 C!.G3:LJ?ned to }181'O devc:::loi? the 1'18\-7 Cnreers Uorkshop 
ill. Sc:.n Fro.ucisco ,\·JOrl-:ed out of the Family Service Agency, 
~ ""~...... C"·' 1 "" t;"" 
G!. !:' .... ~v[l\...e noni?ro.L~L: S'JClC, __ 8..82TICy. ~.!.1e cgeTIcy \·W.S -l.1en 
cOl1du~ting the \>leG "C21.!J. l\ddi tion Proj eet, Cl n8'\'7 careers 
project 'vlitfl O.E.O. :::unding ~'7hich involv9d training lOi-7-

e, 1 ., /1. ..\..0 ~ "}.. <11''''' Cl 
:Lnc,OEl8 p20p_C ~n t::l.C i.:D.l:g21_ crea ror P03:U::l.0;:1S 1.n ImTI:l. y 
sC::L'v:!..ca, child c.sr8, end ;:oes82rch. Hnel1 their rescarch 
~irec~or rGS~2ned in eerly 1967, they hired one of the 

.. J..., ~ 1 ~,. ..,. e 

pro] 2C1. tr2ln:;CG eG [? COrD.:J:ln~ t:l.On rcWeo.:cchar .9.nO L:rD.:l.nGJ':. 
7T,"" • I 1 r- , • • .' ~. '. , d' I of: ~-l._ sp2nc L-l[! r- C~L:1e ·L~~j.il~n8 cn2: rGscc.:rc(! a~Cle3 nIl l1r'3'!"'-

time conductinz the basic c:::vnluction of tha 
P~ojoct. In August he was made Project Research Director. 

Viola'J.ce study. The pJ:'oject director '\'72..3 also co~director 
ui~h R~ns lac~ of a N~tionD.l Institute of Mental H2~lth
sponsor~d study of p;).'i:t·2rns of violencc. The s cudy rGquir2~ 
" • , • I, • n l ' , .c r* • 

:l.i.1".::erv~2\]G \·nul. prlson :Lr~mat2s', p~ro._G2'::;, pO .... lC2 O.LIlcer's, 
n r~ t' . . . . ,-' . t h . 1 -, 'd 'l- d .::..!1U -n2 Cl.1:~Z2nS \jn_t..~-: "t'hi.Om ~ cy ":']2re 1.i:lVO_V2Q.. L~S escrl.uZ 

1 r·1 ." • rl ." . d 
~Dova, some or ~ae L:r~lnCCs worK8~ on ~~13 8~U Y CS ona 
of their te~~ projes~s cluTing the i~stit~tion tr~ining 
pe~iod. Tc-,ey hGlp~d Q-=:v810p tha in ~c:'-;7i2\']) ccnductcd 
intervi~7s ~nd study zroups with 8ubjnctG at tha M2dic:~1 
F ·''''· "' d - "I 1 •• -t..c ',' , D..C:L~1 'CY, emu co Cd. t:-'p:2- recoraca Q.['.~·3r-l£'.L 1.!:'08 DO en. 
Se'vcr<::l of thcm ';<JGt'G l1i~ccl Qf tsr p.::rol'~ to C0!1ti;:lU2 inter
vic-':']ing c::md coding 1Ji ;:~-: cubj GC t!3 inCD..t'c:3:L.::!ted [l.t S~n 
quentin {:i.1Q \'7ith 1!:eTI on '.),~roI8. The initi~l choic-8. of the 
trninc3s for v70r!-: on ti"'l8- Gtudy m:~.3 dici.:~tcd by th~ir <:!v~il
ability at the Medicel Fccility, w~3rc m<::ny proj~ct ~ubjGc:ts 
Yare confin2d, end by tho belief of t~e projact director 
t(~.2t imr~~t2.:; could contribute unique quclitics aG r2s22rch
ers. The co-project di~2ctor, who was at first sccptic~l 
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of the PQssibi1ity of eitber inmElte skill or objectivity, 
has since become [In e·~~t;'-.usinn tic suppo::-ter of e pnrticipent 
a.pproo.ch to reGenrc£l • .!. He compares t~1e performnnce. of the 
tt'c:dnees with 1?i10m ;'1.8 {L88 worl~ed very i~vor~bly to tha.t of 
gr~duate stud8nts. 

Sc h:::mer prORr;:~Q. In ti.":e spring of 1967 the p:coj ec t dire.c tor 
'bec.::.rr!3 n- cor~cul tc.TI t for Sen Fr.fmci sco £.;:Ld O£'.kl.-:md ':'li th thz 
University Researc~ Corporation~ a eroup affiliated with 
Hm·]2.~d University T,\i~-:ic~J. is under contract ,,;:]itn the De.part~ 
ment of Lebor to prov:tde technicel nssis tance to citi8S in 
their development oE :''18:;1 CDreers pro{,rrams under the Scheue.r • w 
J-m-::>;-.rim"'n{- to rnt:> Eccr.,,,,,,,,,,;,, Opoo'~c' un" {-y (. r> .:- 1.'.;- hoi c su"",,,,oc J::~ __ J.~ ~L '- \... ... v ..... a..:, .. .,a...,.,.. '!. .L. .. ..l...t..o .':l._~. ~_ L,J..,v CjO-~-

tion, three of the trainees were also hired os consultants 
to '!;·mzk v7ith lO~CJ.l 2.g8n~ies cmd educntio!1nl institutions 
i~ tl-:e t~'70 ci ties to -i1.elp develop prOpOGElls _ for funding 
or ne\.'f cnrezrs Dro~rcm8. In AUQU3 t t:-:.e Oc.klD.nd DCDnrtment 

~ ~ c.;:;. ... 

of Humnn H.t;SOUrC8s cont::·::.cted vJi th the 1-12-;'] Careers Develop~ 
ment Ol:'gc:nizw.tion to !'1Clncile its D£!rticiD~tion_ in the Scheuer 
pj=og:~am. FQi.lJ: of the pt'oj cc t tr,~in8CG "Jere tLirad by the 
Or8D.nizc.tion to 1vork in ti19 OD1:.l£!.nd are£.. 

Out-Of-S>::2 te job s. Jobs outside of C21ifornia Here develop-
~d ~ ... - ~'"i--. ......--" . ~ f' .. d· 1 0 'f e 1~~clnl.!.y ~nrou~~ co~taccs 0 che p~oJecc lrector wn1C~ 
1 ' I- '. .... . " .' d' "t eo. 0_0 1:::11:8rC3C J.n 'C~:e ?:.:'OJ ect c::nn tn8 r:1encrQ.1.ne 1.U 1'. 
Nn.uy t:lee.nciGs telk8G. of havin.g pro] ec t tr::!.ine2s work ~vi th 
them; n fe.\·l hnve follm'7ed up by intervie1'ling and 1.1iring them. 

In August of 1956 t~·]O 0';= thG tre.inees 'W8re hired as teache.:c
c01.1Uselo:t's in the Ey':p8t'im~nt2.1 Collcg~ 2·t th2 East St. Louis 
ccopus of Southern Illi~ois Univ2r8ity. Tbe Collage was 
set up to recch the kind of young people w~o Bould not 
ordin2.rily continue. GCflO01ing: Of ti.1·3 C2TI t:ec.cher-counselors 
in ti.12 p~·o8r.2m, the tr'2:LiJ.eeS Cl:'<3 t~"1e 0':11y ones ~·;ithout 
college degrees. Tie teacher-counselor role is to act e~ 

lToch, ~., The socinl psychology of violence. Invited 
.~ D' . ., n \ ' '1""'\ "1 ~ 1· ~:I.,.. • . aC1Ci~ess, :LV1.3:LOn (.>, },IT:21:1.Cc:n rsycno_ogl.c:. l.SSOC~8.Ll.On m2~t:-

in~Q 10iJ'~ RQDr~"~O~ i" T~Q O~f-n~~r' ~~ ~n~7~~ ~o I-h~ COrTOC--~ ...... oJ, ._;./ v. '- _ ..... ~4L. ......... _'.L _.__ .L .. c. '--~ . __ .• ,_ ... >,,__ _ ..... -- __ ._ 
ti-on~1 ~l"*;n'o""'¢~ -; ...... ~ u·~· r'tt:):l,r'·O-- ~ '- ~ ~·"!·-\:-:-"':----;:;--o", .. "'r;""c·",,,,,,·) 0'1 -_ ... __ • __ m.:; .• l;..) .. , __ CJ._.::.l.", • .!.J.O_'-"l::.!a~_LO;v O.L c..~L ... J.:..~:._ ,. J.E.;::'L.U~ t 

:: T;i ~ 0';:: Y '"' ........ J ~ ,4 r> C' " c 0''''' roro ,-., 0;':11 ~ :;noor']e- ~-C'. ~~O~.l·-0 ~ • ; i-.-.. )." i""nle-... __ _ __ . .Lu\;; .... _,J t,..;, J-_~_L.._ ... __ ..... L..:o.t_ ... 1 'J .L _. _u l.. __ • -~~ !.iLl 

men tc::tion, i; Asilon.:l~, Cc.liio· ..... nin., Sep temcer 2-10, 1966. 
Toch, H. The ctudy a~ ~nn: th2 convict as renearcher. 

Tr~ns-nction, 1967, 9, 72-75. 
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liaison bet1vcen C !!,t"OUi) of ten ,s tudcnts end nce.demic s tcEf, 
to help Hi tt1 cc~d2D:ic ~nd pcrson~l proclsma, and tc 
develo~) . o.nd run WOj:l',- s::u-:~y pr03i:'cms. 0':18 of thG trninGcs 
has since been put in c~erge of dCvD10ping a more systema
tic 'V70!'k-stuci.y progr.?t:1 fa::.:' tha Col1c~yJ CD n v1ho1e. The 
other tre.i!i.22 resigned his job e.s l:8i1cb.er' .. counsclor in 
tne SUlTm8:C of 1967 to 8-::1:col1 as a full- time student D. t the 
U · . l~' t... .• d f ' 1 r' .' • t . n2.verc:Lty. "18 1125 LJ2Gn ~l1.rC 'or a nc l:-'L:Lme pOS:L :Lon 
as Training AGGistant ~or the training component of the 
Scheuer New Coreer3 Pi:'03rom which the University is 
~ dIDJ- o!'>-' 0.,...,. ~ • L . 
~ ~n2.sccr:Ln8:Ln ~aD~ we. OU:LS. 

In October of 1956 one of the trainees was hired for a 
cOIT1!lunity relntions posi'i:ion by tbe He:;l j2:r'sey State 
OfficG of Economic Opportunity. He mO-Jed to t:he Dep~rtment 
of Corr:ffiunity Affairs CG c. police.-corr.mu:lity relations 
expo'- h tl' .t:: " •• ' .r::1 r'1"7 T:'s ~ c:n ... \'L.':m '.m: c:ge.DCY 't'm!), .!..Ot1n8C J..n n.::.:::ct: o£ _>0. L1J.. 
past 8UlJ'.mer he we.s ct'8Gite.d.J.. \'1ith ?verting a potentiel riot 
in Pl~infiold th~t t~"l~eCl-cGned to become cs lnrge. or: J.erger 
then 'the ons in N2\·J~:.:k. He ha£ recent:ly been appointed 
C' '.r. r- t' B " C . . n l' . d' . . fl~e..: OJ: ~ne U~2&U o~: orrInun:Ll:Y he ctJ..071S, a l..Vl.Sl.on 
ne'171y cn~at8d in th2 D8pnrtmc:nt of C011'll1unity Affairs to 
deal with youth and dellnquency problems. 

In April of 19S7 on8 of the trcinees ~'7[1S hired as a 
Profe3,sion21 Acsistcnt in the Research Section of the 
Joint COIr.8i 8 si0!..1 0:1 Co:=rcc tionD.l l'ien,?O'Hcr and Training. 
~~ • 1'" , ... ~ ;: • . t . rt:LS rO_2 ~s ~o ~or~ ~~c~ Quest~onnnel.re cons~ruc lon, 
coding, 2:1d dcta ,~nElyGi5 -of surveys concuct2d by the 
Commis3ion on tne.np0-:·]2:L ne2ds in corrections; and to 

"' iii. ~,.. • ,... 1 
coo:.:a~n2~G a ser~QG O~ p~?ers oy seven prorcss10na s 
throughout the coun~ry on th2 use of offenders as a 
correction~l m~npm7er resourCD. 

In M~y of 1967 one of ths trainees uns hired by Scientific 
Resources IncorporB'i:'8d, ·2 private cons~..11ting cor-pot'ction 
th·~t T;]Ori-:S on cont:C2.ct ~'7ith both induG~ry r.md gov~rnm~nt 

> TJ • C \ 1 ',.. .... - . -, ] agenc12s. nG was c~a3 rCSpOnS2.D e ror ~S2 ~rc~nlng enG 
SU9S:..:vi3ion of ei~;:-~t d:::linqu8nt youth ~'7t:O ho.V2 been hir2d 
ClS }'~'1~,'l'-1 Rcs0urcC! Con::ml tents by SRI. :ie heG !llso served 
.rig ~'.'.r,-\ r,r{- ?,'i~,.., ,-,r-r--,)A 0"" '" n·1"· .. ·.,-,·A of .... r" .. ·''"'1 ..... rr con''-Y"'.l,-.i-s -.. £_- .. ,: __ ..- _ ..... _ .. LC..SC- _ .. c_ •• I_.L..;.1L .• d.';J... _ 1..- C..L.,!.J.-_i.6 1. l-J .. ~'-f..,. • 

",,'" '1' d' .. 1 • d 1 .. . ln2.0 ~-:D.S L"'l.'": .. ~ .. Ei.2: .:re:-Ln~ns PO.:...1CC 2n po J.:LCG-CCi:,mur.:Lty 
re l ~.;- ... ~ nu"-' ~.: c·t -.,... " n 0.',-"-no.- -.:." :").:, r' ~ -'1'; c'- -1 ()'''='T1. gi .... (')l ... p ~,O· ... 1- ~~~ .~L._., . I _ •• • v':> _, v_ .... ~l l:-<..;.t'-~-" L _ H_.c..~'_' 0- .... :..1. " J-l:~",_.:> 

t1ith 1::~i;"~-l:.JorI.1Jod Youi.:~'l C8~J. ter 3 in Trenton: tcnc her o.id8s 
in !:'10T]:~rl~; nnd Job Co~?O counselors and po{,crty youti.1 as 

1" L r.;o T' ... . i':..,~rons, . JJ. , rlc :Llgz:. p~~ce in N8'\') Jersey. 
Weshineton Post, July, 19S7. 
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group lenders for Cl project in upst.:lte New York. 

Proiect iobs. In ndditiml to the suppot"'i: giv2n trainees 
onoTt-~ job!J, as ou~.:l:tr..:::d cDove, the proj cct hired several 
trainees for project-ralctsd work. One of these positiohS, 
••. c p . 'C ,., . b ..1" d I" 
~na~ o~ rOJcc~ OOrQln~~Or, nes 2cn Q~SCUS3e ear ~8r. 
TL'ain8CS were als::) D,ij:"cd to intervim'l lTt2n ';]Qrkir~.g in the 
field; to help Wii:~1 ti:.e tX".::!inin3 ?rogrmn a~ the l'ledicc.1 
Facility in PhCw8G 2 and 3; to co~duct the COL'r8ction~1 
PL'oceo s Survey ~ 2. study of the i112:! te: s vim'1 of the 
Syst<::ffi of 2.dlT,iniotrc..tion of justice (o~ cont:re.ct ~dith the. 
President i s CO!:".I;Jitt83 on Lc::N Enforcement cmd AdministrCltion 

.': J ... ') d"'" " 1:1" " • -l - " '- t o~ uD~lce; an ~o 02LD orgcn1ze a \a~lonc. lnOCl~U e 
of Hen tal Henl t~l- spor-sorad workshop on :iTi.:'2 Offender as 
a Cor:cectiorlc::l Han~O'\'Jer R380urce: Its ImplGmG:ntctionli 

\'7hich \']a8 held at AsiloL'!C:.:..:", Cnlifor-nia in September of 
1965 and is disCU3S2.d :CUi:th8r belo\]. 

The jobs held by the trninsQG since their release from 
prison are surrmarized in Table 4. 
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Job performance 
1 -,e-
A 

I 
1 , 

How did the trainees perform on these jobs? He \AJere unable to 

systeti\iltically contact €r.1ployers and co-~mrkers, but we have avail-· 

ab.le informal feedback, direct observation, and the accounts of the 

trainees th.emselves. 
. 

First of all, they have not performed the same. Some have done 
I 

consistently well; some have performed unevenly,. ooini£: weI.l in one 
~ 

settin~ and not in another or performinc {ncon;istently over time , . 
in the same job. Horeover, they have had different performance 

styles. On release, sorne of the men ilTll.":1ediately purchas-e'd dark sults 

and attache cases. Others have yet to be seen wearin: a~.ti-e. SonHi~' 

have been placed and/ or have Ernvitated to positions in y~hich they 

'<e have dealt primarily viith social a&ency professionals. Others'have 
.. .. "J 

YJOrked mostTy with the poor or \·Jith client [TOUPS, usually in a 

trainer role. I~ore importantly, they have varied in the extent to 

"ihich they have seen their work as part of a larser ['(lOV12nent or cause 

and in the de~ree to which they have identified with it. 

The foll01'Jin:~ t:eneralizations .:n;e iustthat. They do not apply 

to everyone of the trainees, nor can anyone trainee be described 

by all of these state~ents. 

As a ~roup, the trainees have acquired some i4l pressive s~ills. 

They can develop and 'Write .proposals, and have done so, \'7hich hClve 

resulted in the fun01n,: of trainin~; job aevelOFaent, anG coriL.rnunity 

or~anization pJro}ects. Th~Y. can and have developed and [ldministe~'ed 

'e traininc pro,;;:raw's for nonprofessionals as corr.rr.unity \vorkers or as 
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a.ides in 
j . , ...... 

- ; _.fa~n~nf. 

human serv:i,ce at,;,encies, and they have done some staff 

as well. They can write job descriptions and plan app-

r~priate career sequences. Despite staff pessimism about their 

grasp of the self-study str~teLY, several of them have acquired a 

real understandin~ of what this means and can build it into pro~rams. 

These skflls are not a1v]8Ys of a hiSh order, but they are not 

usually found at all in ~raduate students nor in most/social a3ency 

staff. 
( 

The trainees have, hmvever, a number tif skill defici ts. The 

most obvious is in 'Writing. ThoUf;h some have shown remarkable irn

prove~ent since first enterin~the training program and some write 

quite well, others still have enormous difficulty 't<]hen faced with 

the -need to produce writt~n accounts of their work. Some have 

.• ~ hand~ed this by ~,"alkin.:; off the job, some have Frocrastinated, others' 

have simply \~ritten badly. They also have not done very well in 

systematic data collection, either in plannin6 or in keepins adequate 

records. Althou;h they are readin; more th~m they ever read before, 

they still do not read a: ~reat deal and mos,t are not as .. sood at 

keepin6 themselves inforned in their i~IDediate field as they should 
. 

be in their jobs. They tend to .see themselves as havin; acquired 

some special skills ~hich they can now apply rether than workin~ -

toward further development of their knmv1edze. 

On ~ost ~jobs, the trainees have \'lOrked v/ith a minimum of super-

vision--less than would be true of be~inners in professional jobs 

and less than 'Trias intended in the oricinal plannin~ of the project . 
. 

Because they a~e working in areas in which there are few precedents 

4t and little available professional skill, the skills they do have are 
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often' in real demand and many have 1110ved ,qui ckly into positions of 

(~ubstantiD.l responsibility. \~hen the job itself has had a fair amount 

of st~ucture, that is, where what needed to be done on a day-to-day 

basis was reasonably clear, the trainees have not cor,1plained. l~ost 

in fact Co not like much supervision. But when structure was fluid 

",nd close day-to-day supervision was 1ackin[" there have been p::ob-

1ems. Employers have complained that the trainees wenenft zettinl 

much done. The trainees have felt alone aI\d complained tha't their 
. !, .. 

efforts werenft apprec~ated. Some have openly faced their anxiety 

about having too much responsibility. Some have talked of losin.; 

their commitment. Some have disappeared for a day or t'\,JO. Inter

p,ersonal fricti ons on the job have been hi£h. 

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

, ..... &supervisors have sometimes failed to Live it. Because they are ex ... (W- . 
'-.7' _ 

offenders, the trainees are sometimes seen as beine special--perhaps 

especially vulnerable; some supervisors have been more reluctant to 

confron~ thea with inadequate job perforrllance than they '\vould be 

with other employees. This has led to an unacknowled~ed buildinC 

of .tension and 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 doin~ somethin~) pre

ferably somet:g.in~ new or challen;::ins. One of the most impressive 

thincs about them ~s their willin~ness to work extreoely hard and to 

put in very lonE.. hours on their O\vn initiative to meet a deadline 
" 

or to see a job 'th:rou:;h. In t,hese cases thou;:,h their work may suffer 
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1 in qU.:Ility becau,se it is done in a hurry ~nd wi th inadequate checks. 

1 ",.They have trouble pacin;:, thernsQlves.· Those v3ho have worked \'3ithin 
f ( ,;' • "II .. ··bureaucratic orr;anizations have been very impatient with the ClrDouflt 

of talk and the lack of doine.. In ~enernl, they perform better on 

short-term~ hi:h-involvQment jobs than on the lon~ haul .. In this 

they are probably not much different than other "toorkers, but their 

~ays of handlin~ routine, monotony, and boredom are more likely to 

~et them into trouble, both on and off the job. 

Early in the trainin;;; pro:;ram, the trainees spoke of bein:;. , , .. , 
Hlinkers \'}i.th the poo~. II They hav.e actually done extre6e1y \-1el1 1;-lith 

prof,essionals. Professional co-worl::ers have been consistently 

ir:;pressed by their ability to speak up in .:.roups, by the fact that 

they usuall.y have very specific and relevant contributions to ma!:-e 

to discussions, and by their directness (even bluntness) in makin£ 

them. Host of them are very ;ood at sellin:, themselves . 

. But they sometimes oversell, perhaps as much to themselves as 

to others. They tal::.e on comrnitITlents very quickly, with little '!:'e:;ard 

for thei~ caf~city to produce or to produce within a stated ti~e. 

This sometimes catches up with them, and on occasion they have hand-

led it by v1a11tin:. a~vay. Sor.1e of them still let other interests--

drin!::.in~, [amblin2, stayin::;: up all nicht--take priority over shO\vin~ 

up on the job, thou~h this kind of behavior has lessened over ti~e. 

It is not delinquency that is a problem, but a non-~}Qrkinz:,man IS 'i·jay 

of life. 

'They' tend to establish very ~ood short-ter;:: relationships on 
'. 

J 
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. e Job. They do less well with lon~-terrn commitments. They ~et 

• ~fC,~very well v1ith some kinds of supervisors', but have trouble 
!Pi' 
. -:-1:. others. t·lhat s eer:ls to be crucial here is some thin.; that mi.:~t 

~ called task-orientation or inte~rity. They haye ~'70rked very -;.,e1l . 

w;th very different kinds of people--both ac tj on and acade\1'lica11y-

oriented--viho have in common both competence in their work and' a 

~r:iree co:::-..:aitraent to c:ettinL a job done. The trninees are very quick. 

'to detect phoniness. They are not theITiselves above involvement in 

office politics, but on the \vhole are probably less concerned with 
1 . 

this than are· most worker~ in Ions-established bureaucracies. When 

. they do ~et involved, they are much more open than is usually the 

... ~ase. This s!)metiri1es shocks, sometimes disarms their co..-workers. 

't-}hen the first £.roup of trainees '\'1as rel-eased, their salaries 

!\re set at $5DO a month, and efforts were made to keep this as a 
.. ~ nn ... TI::.:::.um J.:or those ~ho came later. ThoULh all of them had expressed 

v;illinzness durin;:. the selection perioa to live on $200 a month '\'ihen 

first rel~ased (gccordin;:. to the plan for part-time proj eet-su.bsidized 

,\>io:z-k· plus trainin[J, they very quickly became accustomed to $500 as 

a cini2u~ in~o2e) and equally quicyly to the h~;her incomes most of 

th'2>Zl are nm..;! c'takinL. These incor.'es incidentally are above v;hat is 

available to Ii',any ~r.aduate students just enterint:., professional 'y]Qrk 

an '::0 r..any established prof~ssionals (for example, teachers). They 

are beginni~ to have some sense of what they are \·lOrth. They have 

teken to barzainin[ for salary increases, and they point out that 

aeency staff, r:1akin~ more money than they do, often perform o;or€ 
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.-.in the areas in which they themselves are "·)Qrtdn~'.' 
( I ~ 

Their.jobs, however, are almost all soft-money jobs, :lnQ they 

~emporary.. Kost of them depend on Federal [rcmts which in turn 

end upon the va,~,aries of. political chan~e. On the 'Whole the 
IT: 
:i~nees appear unconcerned about this. }'iany of them seem convinced 
tl -
a-: the proj ect director has unlimited power to come up with ne\'~ 

'fk, 
.ndin: sources an:d can :i.n a pinch be counted on to provide them with 

I 

I-pa~d and interestin:::; work. Except for the one man nm'l in coll-

~e and two ·\oJho talk of attend in:; , none has: taken any steps that would 

lead to eventual accreditation, steps tha~ might eventually assure 

~m 'of more job security than they now possess. The alternate 

::-oute--throuch the civil service systems:.. .. also presents problems. A 

I.~ :;t::~£f r.lember of a ref:;ional office of the Department of Labor, for 
: ,,"' . , 

eti:"'~~le, is try:L."X: very hard to Get one of the trainees qualified 

. for a civil service position, at a salary comparable to what he is 

now makin.::.. 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 ac.qr..:tired qualifies him only for a position et rouf:hly 
- -

b~o-thircls of p~s present income. 

The trainees may be justified in their optimism. At the present 

time, at least3 there is some derrand for what they have to offer. 

£·1oreover, their abili ty to perform and to meet the derr.ands of these 

kinds of jobs is .improvin::., ,.·lith time, and SO[;le are very competent 

indeed. Their pr;esent job perionr.ance should be looked at not in 

terrns of finaEEcnievement "but as a point in a developmental process 
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·Ir-'~<ti.ch ":<~ill be affec.ted by both their personnl ;::rm'Jth and by external 

Q..'Ten.tS. 

!,ob status: control ""roun y---,- l.J . 

The men in the control Group had available none of the job 
I 

Opi?o~tunities open to the project trainees and both the nature of 

:hei.~ \·wrk and salary level reflects this. / Three of the nine ~ad 

~ very limited job experience. One worked briefly at laborin~ jobs 

)ut spent most ,of his time after parole in jailor prison. A second 
, 

.~;~ worl~ed t\'iO months as a hospital orderly at a salary of $220 a month 
'. ' 

bEfore he disappeared. A third held a' laboring job for almost four 

.=:r:>.t:hS before he quit, apparently to sell narcotics; he .is nm. in 

, ri:iso71.. A :tQurth man, pres ently in jail, went to work as a truck 

driver for ,a disposal company at $19 a dey,. Five months later he 

hu:rt his back on the job and 'vas hospitalized. He lived for a time 

on $65 a \"eek \>.};oriG:l€n f S Compensation, then , .. 1orked bri·eflyas a 

bar~ender. A£ the time of his rirrest he was living off occasional 

jobs and his friends .. 

The other five men in the control 0rouP have \·wrked steadily 

and been satisfactory employees. One is employed as a psychiatric 

orcerly in an- out-of-state hospital and at last report \Vas ea.rnin~ 

$ "':inn - "'0 th . <eJ/ ...... -_- C 1. ..... n • Another obtained a job as a shippinZ clerk pay in6 

$2 an hour; he was promoted '·to subforeman, then to foreman, and his 
J 

:, .. eaITI.inES increased to $500 a month. He 'vas hi~hly re~arded by the 

.. cCL.?any, but ~.:;as fired after 15 months on the job over an ar~uoent 
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• "I cJiS eu:ployer which his Parole A<.ent re[,'orts as not his fault • 

.. ' i:hird "ent: to «ark' as mai_enance man in a church at $1.50 an hoor. 

I~e months Inter he .obtained a job as a shoe sal~sman and has since 

, . 

. . 

r~o=e a department manager. He has also written a play, for which 

~cot some encoura6e~ent from a state collez€ drama teacher, and 
!v.IZt~· . . 
1 ~orking on a novel. A fourth man h~s.had five job changes since 
"& " 
?--s release, all bu~ one on his own initiative. All lobs Have been 
. . 
I • 

.. ~th li-==-ht c::.. I!l~'"1ufacturing; firms; he is Fresen tly "Jan order filler. . . 
" . 

t 
1[.-
~s salary has &one from $1.50 to $3.46 a~'hour; and he ~sualli makes 

11 ...... 1: ..' I ""''''''e T.,.",.., o"7e-.,...·''r-:l e v,'o"''' ..... _ ·u-,-,-.J.. .. JI,.:J...p_,",u \ .. _~. The fifth man has also had several job 

:~an;;es) :costly because of "C.;'ork layoffs, but he has never been out 

He was released to a job as kitchen helper on a dam 

l-- :a""-"'-'~"-io"'" p-oj ec.... then promoted to s tack handler. Hhen the job (~,\"l...-"':"'-t.. .4':' 1.., 

_Z?;~i~ated he '\·)orked 28 a lonzshoreJ!l2n, then as a fillinS station 

~"t.tencla!1t. He has "had t'\':o j cbs since in heavy r~anufacturing, the 

~st -pc:yinz about $600 a illonth. He recently spent $300 for an IB~>r 

t · . :?era ~n~ course 1n an effort to upgrade himself. 

In sc.::)., th.ose ~e:1 in the control ~roup 1·!ho have st2.yed ou't of 

ii.f£iculty htl"" .... e displayed as much ener~s a:1d initiative as have the 

:~2inees> and have done so with considerably less support. 

Feed-Out 

Infoc:ation about the Ne\~ Careers Project has been made avail-

~!:>le th:roe.:.::.,h the j o~ contacts .of the proj ec t direc tor and the work 
l 

i:Jn2 by the t::-ainees. IBesides this informal trcmst:::ittal, there have 

e-
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a number of publications describine; the. work of the project 

Appendix E) •. 

Systematic efforts have also been made to have the trainees 

participate in conferences of professional \·10rkers. The first of 

these occurred in June of 19&5, shortly after the termination of the 

Phase 1 trainin~period. One of the Phase 1 trainees accompanied 

the p~oject director to the National Council on Crime and Delinquen

cJtslannua~ "Institute on Crime and Delinquency in Det)ioit and spoke 

to the grp:~lp there.. about . .t~ .. ~prQj ect and t?e tr~ininG pror;ram. In 
, 

Feb~:.:!.ary of 1966 another of the Phase 1 trainees accompanied the 

prpject director to the Centre of Criminolo2.Y at the University of 

i .T?ronto where the latter was presenti~g one of a series of lectures 
~ 

on 'Recent Developments in. Crirainolot::Y and Corrections. He too 
l/ 

-- talked \-}ith the group about the proc.ram. In Harch of' the same year 

itt, one of the Phase 2 trainees attended a conference on the trainin6 

of nonprofessionals sponsored by Howard University. In all three 

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

action. As seezs to be true ~n professional ~rouus who have had Co' • 

little dealin£,s with their clients on the same side of the desk, the 

trainees ,\·1e.re snov1ered \vi th a £rea t deal of attention by the pro-

fessional participants. 

The major project feed-out was a \·wrkshop funded by the 

l-!ational Inst::itute of Eental Health on 11The Offender as a Correctional 

r:.anpo1;,'Jer Resource: Its Implerl1entation, II held at Asilomar) -California_ 

September 3-10, 1966. The workshop brought to;cther some 50 
'. 
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I i~o;q:cctional adcinistrators ,ex-offender!', an"d behavioral scientists 

.. 

Ii"' ). . • , r l. I ,.-discuss - the rroblems and i~sues in usinf. o1;fenders and ex-offenders 

;1., !as staff in ccrrectional a~encies. T\.;elve of the 18 trainees 

l. !participated in the ~orkshop as did seven other ~x-offenders workin~ 
I 

,'. jL"n correctional pro[:rams throu,shout the country • 
. , I 

j. .. ·r . Prior to the workshop, position papers were prepared on six 

1 ~ssues involved" in building offenders ·into staff· positions: selection, 
I . I / 

'!training, personal adjustment, co~~unity relationshiFs, aLeney'staff 

~el~tionships~ and administration. 
( .. ~ 

Each php~r ~a§ dlseu~sedb7'~ , , 

! Qanel chaired by its author, follbwinG which the to tal f,roup split 

into six study :;roups led by discussion sur.r.marizers4 The summarizers

then. fed-back the study grou~ activity to the total Group for further 

discussion and evaluation. The trainees participate·d as authors of 

~. ~(~~~sit.ion papers (on trainin;; and personal adjustment issues) as 

! -panelists, and - as study group surnmarizers. As with the other conIer-

! ences, there was a ~reat-deal of informal interaction with the other 

CO:1£ere~ce participants. Jobs for t'tW of the trainees develop-ed 

cut of this interaction. 
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Parole Performance 

~linquent behavior: Trainees1 

The first project casualty occurred'in early September of 1965, 
'. 

:juring a Phase 2 planning meeting a::: the Hedical Facility. The pro-
.. 
. JEct director received a phone call informing him that one of the 

Phase 1 trainees--then attending the meeting--\vas .being returned to 
I 

grison on a technicB.l violation of parole. The tv70 of them left the 
{ 

reeeting and \'l~lkC!d to the Recention Guidarice C~nter! ,·]here the 
~ . 

<I- _. , ,j". 
Lr~~nee s reaum~ss~on processing began. 

. 
The trainee had been working in Sacramento on the State contract 

since his release in May and had been lending, as nearly as anyone 

.W'juld tell, an ey.enpl~ry l1fe o In early July, \vhi1e on a business 
~ •.. -

trip to Los Angeles where he had formerly lived, he met his brother 

~ho had also recently been released from prison. The two were 

d:::inking, becs.m~ "Worked up over the past behavior of a former friend 

11 .c ... • d d d I' b h . . £ th t . n..Lor~e.L.1.on on recor 2 e ~nquent, C .8V:LOr 0 e ra~nees 

2cd controls ~es nade available by the D2p~rtncnt of Corrections in 
May, 1967. Project staff has been in active contact with 011 of the 
trainc€s since th~t tiDe, except for the Ori2 returned to frison and 
th2 one '\.;ho disappec.rGd th2 year before, and there hrrs been no kno.,. ... ll 
~clinq\.:.·2ncy since that clnte. \-lith an exception noted belm-J, staff 
has no iniorlliation since Huy on the bc:h:1vior of the controls. 

2Thc Dcpartncnt of Corrections I Reception-Guidance Center for 
newly ~doittEd prisoners in Northern California is a part of the 
Medical Facility and directly adjoins the main prison. 

\ 
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; /-'heir sister, and decided the friend nG8ded to be talked to. 

e' 'i~~<fViSit and the talk beceme abusive, and- the· brother became violent. 

The r.:.e.n compl.:lined to the. poli!=e. S.eve:ral weeks later the trainee's 

Parole Agent in Sacramento heard about the incident. The Agent) 

who he.d been extremely sympBtheticwith and supportive to the trainees 

and the project, was upset, as much because the trainee had been un

able to discuss the incident 'vith him, as because. it had occurred. 
I 

The situation was discussed with the t~ain2e at a meeting at the 
i ' 

Hedical Facility attended by the Ag€nt) ~ls su"pervisor, the project 

director, ,the trainees working in Sacramento and those 'still confined. 

,~ On the basis of this meeting, the Agent submitted the required 

Violation Report to the Adult Authority recomrnending that the trainee 

~e continued on parole. The Board ruled against his recommendation 

e;",;.. c.nq ordered a return to prison. A request by the project director 

to have the trainee assigned to the }iedical Facility for continued 

training .. ~7as turned dm·;n by the Director of Corrections and the 

.trainee spent the next seven months in a forestry camp. Hhen re-

paroled he returned to work wi th the 'proj Gct. 

The next casu~lty occurred in Aug~st of 1966 and involved one 

of the Phase 3 tr~inees. He had been paroled to SacAamento at the 

end of Juno and b~6un "lork as a trainer on the Neighborhood ConS2r-

vation Pro~ect in July. In mid-August he disappeared. Little is 

knm·;n about ,;"h3. t happened. He was said to be dCDressed because the . .. 

training program was not goine as well as he expectcd o A Parolce-et-
I 

Large report was issued by. his Agent and his parole revoked. Projcc~ 
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I Staff hes had no cot1Ounicntion with hiril since this tirue, but parole 

1 • ..-staff reports th~t he ".;tas reinstated on parole in June of the follmv-
It· 
.. ing year nnd is presently ';'lorkinG in n bar-and-grill in Southarn 

1 
-j 
, 

,j 

C~lifornia. He has married and his wife is expecting a child. 

The third occurred two ~·)ecks leter. 'It involved a Phase 1 

trainee "V2ho had been 'fElroled in March of 1966~ He was working in 

Sacrao.ento) on project funes, and was at that tiDe helping organize 

the Asilomar 
I 

conference .. He was also '\yorking 't·)ith steff of the 

Parole and Cor~Dunity Services Re~ional Of~ice to pian a training . . 
progren for parole aides to be bired under the Job Training Prog~a8 

I sponsored by the Cm:::::mnity Helfare Council, and 'i'las expected to, be 
I 
J one of the tr~iners. At 11:15 on August 26, according to the Parole 

, 

Agent1s report, he left a meeting at the Regional Office, drove 

B.iolessly until he found a toy store 'ivherG he bought a gun, drove 

i-~abOtlt again 1::lnti1 he found a loan coopany, held thcra up and took 

,e 

$90, th2TI bec<1oe involved in a 100 oile-per~hour chase with the' 

police ,·/hen he hed a blowout and rem into a tree. He surrendered 

to the police about noon o The episode 'NBS a shock to everyone. The 

tr.e.inc:e, \yho '-;>2.S L:23rried and had three childt:en \·}.:1S living coofortebly 

in a subu~b of S:::.crenento. He y]as knm~n to be living very well. He 

\,12.:8 stesdily opening char£e accounts, and had recently borrowed $1700 

froD a fin:::.nce coopany. His s~endin6 bad been a Dettcr of concern 

to the proj ec-t coordin.::=tor and the dir€!ctor <1S well as his Pe-role 

Agent. Whenever the issue was raised, he insisted, as did his wife, 

th3t the situation 10iBS \,1ell under .control. After the arrest it y]<1S 
t 

disc()vcred the.t he h:.:d prooised a $5000 amm. FaYrJcnt on c hooe ~·;hich 

130 



• f 

,.,' 

., 
I . 
1 

agreed to pu.rchase, in. the belief thnt he could borrO\y money. 

a~ hrrd been unab1e to confide in anyone about his dile~ma. The 

-:<:rL-ne '-las obvious~y unplanned, though he snid he had been· thinking 
1 

about it for three or four days. He hoped ,for ptobntion, but was. 
'-j 
fl:eturned to prison -w:ith a ne,,7 robbery conviction and is presEmt~y .at 

'San Quentin • ,. 
. 

The fourth epi.sode occurred in Octob2~ 0;£ 196.6 and also involved 

'o~e of the Ph2se ~ t~einces. I I.,. •• 

He had been work1ng 1n Sac~~~ento but 

. qu~t the project September 1 and returned to southern Cali£orniD.~ 

J He fai.1.ed to keep his Parole Agent inforoed of his movement and when 

loceted 2nd told to submit his monthly repor~ and a report. on his nS"tJ 

.~;?lOy~ent fB.iled to do so. He ",yas arresteD October 10 nnd placed 

in County Jail -on hi.s Parole Ag ent I s hold, thGn reI ens ed without 

further charge 18 days later. 

Othe:c involv~.znts with the law have been minor. One of the 

2nd pnid 8. $300 fine; • A 

t t., ~ . - 'd b 'L. ~ • 0.::"::0 1':~S p1CKG up Y t.l.J.8 pOJ.1.ee ~. h e. !1.f,.t Q1.,!t-

sida a Der 2nd sp~t the nisht in jail) but was releasee'! ~vithout 

ch2rg2 the nExt IDiD2-ning~ This se.me m·::m "leS questioned by the police 

about involvGr:lcnt :in a series of robberies until it was discovered 

thst he hQd b2err ~~ prison et the tice. 

SOUle dif£icu1.ti~s occurrGd nt the HC:Gic3l FD.cility ,.;h2n th2 

t · t· ~ 1 • \ h . ~ -+=t- 4-h' 1 ra~nces rE u:;:n£?, tD "lorr\. 1.n to. e tra1nlng progr2ffi a~~er L .(;1r para c: • 

• ThOUGh th2 Supcrint.c:udcnt h:?d !i1.1de n point of hiring pClro12Gs \vnc::l 

- h2 could, mos t Q.L thGt:l \·;orkGd in the Adoinis trC!tion Building and d,i·": 

131 



, 
'j . 
"j ... 
• 'j 

* I , 
• 

~;;;;) 
!.-not pass throug~ the ffisin hall. An obvious concern to custody staff 

t.;as the potentiB.l for bringing in narcotics and other contrcband. 

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

inhaler to e. non-trainee ip..n3te (suspicion was aroused ,·,hen he used 

an inmate rather th2.n a staff bathroom), but this never beCClme a 

matter of official record. 
I 

Problems with parole staff came about primerily because of the 
( 

frequent job.ch~ng€s of the trainees and their subsequent transfers 
. 

from one city to another. The traveling necessitated by, some of the 

jobs also caused concern. Hhen the trninees have made an effort 

to, spend tine 'With parole staff to discuss 't·}hat they were doing: 

relationships h~ve generally been very good. 

there has been some friction • 
. 

lvhere they have not, 

The nost dr~matic incident occurrins in the project did not 

involve the trainees, but one of the staff: the proj ect "':riting 
. 

consultant who ~as hired as an editorial consultant, when he was 

paroled. He was rele~sBd early in Jenuery of 1956) during the Phase 

2 prograr:l. 'H~ lived in a motel near· the Hedical F£!cility until 

Phase 2 'Has oVer) then noved to Sacr.e.CEnto and y]orked out of the 

project office there. In odd-March he disappeared. 

- The £q,ll force of his defection was not felt et once) but its 

CUE'.ul::ltivE inp:lct v;ClS con~iderable. He disappeared '~1ith .a car renter 

on a proj ect. ·crecit card; it was fine.lly located in North Dekotn 
\ 

several week~ later. He a~so took a typewriter rented through t~ 

tit proj ect office plus proj cct recording cquipmc::nt. Cc3.11s 'f1:<1d2 b~=!inecs, 
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. ,.... the proj ec t c:redi t card began to nppenr on, the telephone bill. 

.~ 

He ~ashed a $300 check given him by one of the trainee's mother to 

purchase car insurance' for her son. He Hrote NSF checks to fine 

stores and hotels and made a return air flight from North Dnkota to 

,l1inneapolis to Seattle to S:3n Francisco the same '-Jay •. To some of 

the chocks he forged the n~me of the Administrator of the California 

Youth and Adult Corrections Agency. 
I 

His cheeks totalled ab.out $2300. 

d 
( He retu=ne to San Francisco the end of Hay ,!2nd claiGls that he did 

everything he could think of to get caught, including sending Cl letter 

to the Sfln Francisco Parole Office arrc:mging a time to be picked up. 

~h~t actu~lly happened is not clear. The trainees discovered his 

presence in San Francisco following a call to the project office 

\~)4liron a. hotel there asking verification of his employaent. They 

informed parol..:;, th·an spent f!. fruitless day trying to locate him. 

Parola steff did no better. He 'Nas not picked up until August 1 

when h~ wes arrcst6d by the F.B.I. and sentenced to Federal Prison. 

Again, what happGned here is not too clear. According to the 

ParolG Agent1s"report, he said that he was very depressad about the 

graduation of the Phase 2 group at the Medical Facility end his more 

remota relationship with the trainaes in Phase 3. He expressed 

con.sidcre.ble hostility tm·u:rd proj Gct staff and said he could not 

COl:'.r:mnicate "ivith theo. He said furthGr th8t he knm~ 't'Jhat: he ,qas 

doin£:; and wanted to return to the security of an institution. 

This episoc..e c.:!uscd DOrC" difficulty for the proj ec t and for 

~its sponsoring ~gcncy th~n any involving the trainccs~ 
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I .?V1eVOr, have borne the brunt of the suspicion and scepticism about 

;1 'offender potential that the episode eroused. 

Delinquent behavior: controls 

Four of the nine controls have been involved in parole difficulty. 

The firs t to go ~,]as a r.l::ln who obtained a job as a hospit:al orderly 

shortly after his release. A bright and very competent person, he 

was thought to be doing an excell~nt job by(his employer, though , . 
" 

the job paid 'little and \,~as far from a challenge. T'\vo months later 

he disappea~ed, along with a woman employee of the hospital. They 

were heard from next in Salt Lake City. His record indicates an 

a-rrest in New Jersey eight conths later on a charge of carrying a 

concealed ~.;eapon, but it is noted that identification 'Was. not 

: .verifi'ed by fingerprints. No further in£orf!lfltion has been received 
,~ -

• \. 

by p~role stBff in the eight oonths since this entry and it is 

possible that the arres~ was attributed to him in error. At the 

tine of ~-{riting this xE:port, he is still considered in Parolee-at-

Large status ... 

The second Lmn did 3 very chaotic perole. He '\'las arrested by 

his Parole Agent a week after release gnd egein a Qonth lRtcr for 

failing to show up at '·lork. Six \veEks later he wns ,arrested for ' 

forgery and S'i\2ntenced to six months in jail on a plea of petty theft. 

Shortly niter his rcle3se fro8 j ail he disappeared and l.'7as not heard 

from until his arrest two r:.onths Inter for drunk driving. This also 
\. 

t 

resulted in a six-r..onth jail sentencG) but the? sentence was suspended 

when he 't·;as convicted of 2.TIoth.:?r forgery ch-nrge apd returned to 
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prison. lIe worked very irregularly duririg the time he was out. 

• He became casually involved "lith several 'vornen, did a fair amount 

of drinking, and "Irote NSF or forged checks when he ,vas drunk. His 

Agent said that he did parole on his own terms and solved problems 

by leaving them. 

The third man was arrested a month after his release while in 

the company of another parolee ,,7ho was trying to cash a stolen 

travellers checko Charges against him \Vere dropped and he \'1as re

leased four days later o There were no problems for the next 15 months 

except for a drunk driving chnrge on which ho 'Was found not guilty 

by jury trial and a police detention for loitering on which he was 

not charged. He became involved \vith various motorcycle clubs and 

, ,v!?s known as the acting president of one of the groups.. During a 

_ meeting at a Sacrmi1ento bar he "1as arrested and charged ,\lith poss

ession of n concealed weapon (a switchblade knife). He pled guilty 

but claimed he had taken the knife from another club oember to 

• 

prevent any trouble. He is currently serving a six-month jail 

Rentence. 

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 nBQe and charged 

with possession of marijuana and heroin; he was thought to be in

volved in selling. He was released on $1100 bail and again dis

appeared. He was arrested again two months later and s€ntericed to 

pr~son for a new term. Prior to his first disappearance' he had 
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e appeared to b~ adjusting well to parole, but his Agent reported 

-that he was al\-w.ys secrettve about his activities .. 

Of the remaining five controls, three have had no r~ported 

difficulty. 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 dayo Another was arrested for drunk driving a 

year follm~ing his release; he pled guilty and paid a $250 fineo 

Neither of the two men has had any further difficulty. 

~xpected-to-observed 

In terms of base expectancy scores)l the men in the control 

_ 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 soa11 and because the exposure time is 

limited. The base expectancy tables are constructed on the basis 

of ~4 oonths of parole expErience, with failure defined as a return 
. . 

to prison, parolee-at-1arge status, or. a jail term of 90 days or 

more within the tVIO-year period. In these terms, the expected failure 

rate for the 18 trainees is ~2 per cent or 7.6 lien, and foi the nine 

contro1s~ 48 per cent or 4.3 men. Hith tiI:1e since release varying 

from 14 to 21 months for the controls, four (44 per cent) have 

failed in base expectancy tertils. Of the trainees, with time since 
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tt release varying froQ 14 to 29 months, three (17 per cent) are 

failures. 

'D;,}O of the controls and four of the trainees have so far SllC-

cess fully completed parole. 

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) 

incurnbly delinquent ~ and \·muld come to grief 0 They gave him two 

Donths, at most, on' the outside~ He has made it for 18 months so 

far and has been one of the project's Qajor strengths. 

Honey. 

The financial plight of the re188sed offender has been well 

docuoented. For cost of the trainees the project was able to arrange 

a soall salary advance to help them get settled. The initial probleo 

of financia~ adjustoent, hm-1ever, \lWS not the DOSt snrious one. 

Most of the 8en handled themselves quite well during the first fe~ 

months. Financial pressures mounted later. The project director 

" loaned sooe $5800 of his Oi~~ money to the trainees over the 28 oonths 

of field experience, almost half of which has not been repaid~ Most 

loans I-lere Dade to oeet crises of delayed pay checks or to serve 

as advances on travel expenses o 

What would hnve happened to the trninees had this source of 

funds not been available is unknmvn. At one point, near the cnd 

of the second institution training period, staff and trainees agreed 
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It th:).t there "lere to be no more such loans, ,but neither side adhered 

to the agreelneht. The fact that nome traineen managed to get along 

;.;ithout loans and even to save noney while others '\<Jere always in 

crisis suggests that this was not simply a matter of realistic 

fin~ncial pressures, though these are not to be discounted. Tastes 

in spending veried, as did judgments of ,·,hat is necessary to live. 

Expensive cars ,·]ere a big drain o (In the fall of 1966 the proj ect 

Nf:,,~sletter noted that these included an XKE, a Buick Riviera, t,.;o 

Thunderbirds, and an NGo) Three of the trainees lost their cars 

because of failure to keep up payments. One has recently declared 

bankruptcy. The role of over spending in the parole failure of an

other has been described abovep 

The tr~inees are not, of course, doing anything very different 

than is done by c£!.ny,~'noncelinquent '.peo;;le in a credit-card "society. 

Unlike many such people, hovwver, their jobs are insecure and they 

have no fiuc?-ncial reserves. Money management for raany continues to 

be a troublesoQe area. 

Person~l rel~tionships 

Most of the trainees settled very quickly into reasonably stable 

relationships "lith "-10111(:0. Three reunited with their \·dves and two 

r~conciled "lith wives from \vho!il they had been estranged. There \Vas 

one divorce and six m.:l.rriages) five of \07hich have lasted.. At least 

three of the rCQaining ei3ht nre involved in long-ter~.re1ntionships. 

The wife of one trnince recently had a son and the "lives or three 

~ others are pregn~nt • 
.>i 
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• The part played by WOQen' in the trainees t adjustQcnt to their 

ne'iol roles is one of the areas to be Gxplored in a proposed follO\']<~up 

study to the project (see Sur.~ing Up)o Some of the trainees are 

noTt] involved with vlOfficm '\>,ho are working, studying, or doing research 

in the human service fields and are receiving considerable support 

in these relationships for th€ir efforts at change. 

Supportive relationships also appear to have been important 

to the controls. Of the five men in the control group who have not 

been involved in mc.j or difficulty, one has retu:t:ned to his wife, 

three have oarried (one has since had a child)~ and the fifth has 

fm:1Iled a stable corn:aon-la,·] ... relationshipo 

The Training Model 

On the basis of experience with the New Careers Project, we can 

offer the following observations about setting up a program to train 

delinquent-oriented young men for careers in the professional service 

fields: 

VI€ would argue first of all that training should be tied into 

actual ,'}ork experience as. early as possible.. This could not be done 

with the project trainees because they were institutionalize~) and 

we feel the program suffered for this. Much of \\1hnt the trainees 

h:;,ve learned has come about since their release and ,·lith their 

actu31 job experiences~ 

Second, trainins should not be undertaken independently of job 

developr:wnt. Training conducted with no specific jobs in vimo] is 
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tit often irrele'vant, generally '\vasteful, and somctirJes docs a dis

service to the trainees. Hore ir.lportantly, I:1uch of the training 

ir:1pact CODes only ftoQ job experience and the working through of this 

experience in the training setting. The project took only small· 

steps tov7ard realization of this goal: at the time training began) 

there were potential jobs in view, but despite considerable staff 

"Nork none \Vas tied down. A tremendous amount of staff tiDe 'Nent 

into job developocnt at the expense of training. Moreover, it was 

necessary to settle for any jobs that could be found, rather than 

screening the~ in terITIS of their potential for trainee development~ 

The many job changes the trainees had in their post-institutional 

experience may have been of some benefit ho\vever. Ideally, a series 

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 me,o"ningful and relevant as well as adequately paid ,york and 

should allm·] time for ongoing training as '\vell.. This is similar 

to the internship model '\-,hicn is use-d in the training of profession

als in many human service fields. 

Third, opportunities for accreditation and advancement' should 

be built into the program at the outset) either through the existing 

educational system or--because this system is often irrelevant to 

trainee needs and goals--through innovative education31 prog~ams 

developed within accrediting institutions to meet the needs of 

trainees 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 trainees. 

Fourth, there should be available a variety of supportive ser-

vices in addition to the training itself. This would include: 

A loan fund to help the trainees meet financial crises. Such 

crises were frequ8nt in the project because of problems in finding 

jobs and delays in getting initial paycheck.s. Hith better job 

support, there might be les8 need for loans, though it is unlikely 

the need would completely disappear. 

Counseling or interpersonal 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

inuation of small living-learning groups (which ''\Vere never held 

with any regularity) and in the work of the project coordinator. 

These arc not necessarily the only models nor the best ones. 

There shbuld be further exploration of ways to meet such trainee 

needs. 

Provision for brinzing the trainees together, after the forDal 

training is over, to share problems and goals and to continue 

building a sense of involvement ,-lith peers. The proj ect atte2pted 

to do this through the four meetings of field and institution 

trainees held at the ~fedical Facility during Phase 2 and through 

meetings of smaller groups of trainees working in the same area 

in the field 4 Huch Dore could and should have been done had [.:;ore 

funds been available. Again, the optiQal approach--if there is 

... ' 
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in fact one optimal approach--needs more study~ At this point 

our feeli~g is that rneetings that bring the group together for 

two or three days at a time are more helpful than shorter meetings. 

The prolonged time together creates tensions that lead to confront

tation of pToblems 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 '\'1ho have particular difficulty in these areas. 

Fifths attention Qust be given to the selection and dGvelopment 

of staff. This is especially important in a program that requires 

trainees not only to acquire new content knowledge but to take on 

new roles and to make shifts in thoir value systems as well. At 

1GBst for the ex-offender group '\1e have worked with, and probably 

for Qany other delinquent-oriented persons as well, relationships 

with authority often become contest~ of strength. The trainees need 

opportunities to form relationships around values toward 't"hich they 

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 Qean the kind of strength they have reco£nized in the 

past. The people who have won the respect of the men in this progrcm 

have had three qunlities in cOmIil'on: strong cOGi..~itrllent to their v70'!"k, 

a task-orientation '03ith a minir:1Ur:l of involvement in pmolcr or other 

geocs, and an acccpt~nce of th~@se1ves that precludes needs to prove 

their own adequacy. 142 



I 

Beyond this it is important that staff have the capacity to 

tolerate and become involved :tn. relationships without blowing up~ 

This Cleans steering clear of a therapist role, which r.1inimizes in-

volveoent, but avoiding the overinvolvement that leads to demands 

that cannot be filled and eventual stafJ:: \·lithdrm·}l) with resulting 

disillusionwent, bitterness, and feelings of being let down.. Over 

a period of tiQe, this is not an easy role to maintain. It is 

therefore crucial that provision be made for training for, support 

of, and development of awareness in a programs's staffo 

It is probably also important to have a varied program staff, 

who take different roles) and who offer trainees opportunities to 

syste8utically get involved with different kinds of people. (Though 

when staff have different biases, interests, and values, it is also 

ioportant that they not get trapped in intrigues among themselves.) 

These relationships should then be looked at by staff and trainees 

in a living-learning setting so that the interaction contributes. to 

the developaent of both. 

The specifics of any training program are deteroined by the 

role the men are to be trained for and to some extent by the training 

setting and the time availableo In addition to the general conditions 

outlineq above, the following guidelines are suggested as a groundwork 

on which these specifics can be built. 

10 Trainees participate in all phases of trai?ing: pl?nning,.teaching, 

and evalu~ting. 

2. The d~velopment of a core group who then hclpwith the training 
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of a succeeding group who in turn hel~ train the next group 

appears to be C1 useful approa.ch. Each group develops a set of 

training resources for the use of the following group who can 

build on these to prepare material for the next wave of trainees. 

3. Continuous evaluC1tion and feedback is an integral part of the 

training progrDm. 

4. Modification of the training plan on the basis of information 

obtained in the ongoing evaluation is an option available to 

the trainees, p~ovid2d the nature of the chenge and a rationale 
. 

for it are spelled out in advance, expecteds made about the 

anticipnted results of the change, and the expecteds followed-up 

by systcQatic observation. 

5. Self-study is used as a way of individualizeing the training 

tit proerao by having the trainees set their m·m goals and make 

co~~itoents to specific task achievements. 

6. It is assuQed that a trainee's peers are oore effective in mod-

ifying his behavior than authority Bodels. Peers are thus used 

as role r:lodels (as in "olders/younge:cs"), as teachers, and as 

sources of feedback on behavior. 

7. Personal problcQs that get in the way of perforoance are 

approached through living-learning sessions that focus on reasons 

for tnsk failure rath2r thun on personal dyn8mics. 

8. Content learning is done around self-initiated short-tern 

projects so that the tr3inee is ir.u:ncdiately iDr.J.ersed in content 

relevnnt to him and can have feedback on the applic~tion of what 
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he has lec3.rned in a relativGly short time .. 

90 Staff arc used as consultants or resource persons around work 

or project assignments rather than as lecturers or irnparters 

of inforo8tion divorced from actual task perfornance. 

10. It is ir.1portant to allow failure to occur and then to \'70rk with 

it rather than letting failure be a cause for tcrmination5 

110 Provision is made for the ongoins development of professional 

staff along with the trainees. Staff participate in living

learning sessions, set goals, and make expecteds as do the 

trainees. 

120 Efforts are Qade 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 Dodels. 
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SUr:rrJing Up 

The project has dODonstrated that sone offenders can be trained 

for new kinds of roles in the prograo developnent field~ and that 

they C2n perforn effectively in these rolcs~ It has· also deBoDstrated 

that training IT,ust be tied in \,}ith job development, that job exper

iences Dust becone a part of the training, and that nonproductive 

job bGhavior can be worked with to further the development of the 

trainees~ The project has shown that there is a great variation in 

the a~ount of post-training-on-the-job support required. lvith some 

nen the forQal training appears to have set a learning process in 

cation so that they continue to grow through their own experiences 

with little outside support. For others, sonething like a sheltered 

tt \~orkshop situation seems required, and it is possible that for sooe 

it \·;ill be required indefinitely" 

'~hat h~ppens to trainees of course depends neither on them 

alone nor solely on the situations in which they are placed, but 

on an interaction bet·Neen the t'i'10 which may change over time. 

Trainees vary in the anount and kinds of strengths they bring with 

theQ and in their points of vulnerability. Eoploy6ent opportunities 

vary in their inherent denands and in the nature and de8ree of the 

supports they offer. A study of this interaction between non

professional and opportunity has been froposed as a follow-up to the 

lkh' CarGGrs Proj ect. 1 The proposed study will look Clore closely 

IBcyond the Opportunity Structure, proposed NIHH Reseflrch ~r~:mt 
HH 1434·5 
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e th;l.n \'10 have been able to do in the present pro.1 ect at whAt has 

harrened to the project trainees ~nd will also look at what has 

happened to other dx-offenders working in now cnreer positions ~nd 

to employers and co-workers of both troups. 

The propbsal ster::s fror:1 the follm'linr:; observAtions, nade on 

the basis of experience with the project trainees. 

1. The Qore the trainee has £oin~ for him bofore 80vinL jnto the 

new opportunity (education, job experience, non-delinquent back

t:round and value SystC8~, the less likely he is to maJ.-:c it in 

the new setting. All of the traineris who sot into trouble were 

Caucasians (there were 10 in the trainine [roup and eicht minority 

group meQbers). None of the~ C2~e from families that were poore 

All hed h~d eood job opportunities open to them in the past. 

By contrast, sooe of the stroneest persons a~ong the trainees-

the ones \.;ho have developed ClOS t cornoitwent to the proj ect and 

have b~en the most dependable workers--have COQe froQ ghetto 

back5rounds 2nd hnve a long history of fairly organized delin

quency. For the first group, what is going on in the trainee 

hiQself appe~rs to be o~king a major contribution to what happens 

to hiD. For the latter, the opportunity offered seeDs more 

important. This observation obviously needs testing on a ouch 

1areer stlople. 

2. A sense of cOilluitrnent to the new opportunity, defined broadly 

as a cause rather thnn a specific job, cnn be a source of strength 

in u1CGting ne,'l situ::ltions. It r:lny not be essential for effe:ctive 
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perforDnnce. Sooe of the GlOre successful trainees in fact 

appear to b.'lve had little concern with Clakin~ a contribution to 

a social moveQent~ 

3. This sense of COC1J.'"Ji t8ent is not an eitber/ or thin~; it is re

inforced by experiences of success, weakened by failure. The 

iQPortance of these experiences in affecting cOQoitment varies 

over individualso Hany of the trainees are very sensitive to 

criticism, direct or implied. Some have been and still are 

handicapped by feelings of \\1orthlessnoss and can take neither 

theQselves nor their jobs as being of ouch iG1pot"tance. 

4.. The sens e of cor.1Cli truent is accompanied by, or express ed in a 

shift in values. Apparently nost effective is a shift from a 

delinquent value system to one that encoopasses elements of a 

professional-intel18ctual-liberal set of values, but this is 

not the only kind of shift that can·occur~ Also effective 8Fpear 

shifts toward a conservative and conforoing way of life. In 

either case) value shifts do not come about easily, even when 

they are consciousl-y souE;ht and worked for. Periods of II£00d 1l 

bchnvior are interrupted by episodes of relatively disorganized 

or unproductive activity, as though the Den felt compelled to 

break m'Jay from what they felt as too r.1Uch constraint.. In 

this they are perhaps not ouch different, though more 0Fen about 

it, than oany nondelinquents. 

5. The presence of, or dcvelopr:tent of intcrpersonnl relntionshiI=s 

that are su~portive to the new role and to changes within the 
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traineo to o8et this role can be extre~ely iOfortant in 

deterr:li'ning its ~qorkcbility. He have been ir:1[.-ressed with the 

positive effec t on j ob perfoi~mance of hetero~ sexual relation

ships fOTr:1ed by those men on their return to the cOQLnunity; 

they have tended to becorJe involved \·Jith 't'WDen who encourage and 

supf-ort their efforts at chanGe. Oth~r types of relationships 

relay al?o have this effect: 't'7ith an older person who. can serve 

as a role r:1odel, for example, or with'a younger per~on wh~ models 

himself on the traineo •. 

6. Most employoent situations offer the nonprofessidnal an initial 

degree of tolerance, accoptance, and eBo-building support well 

above that granted the typical new· ewployee. This bay help in 

his initial incor~oration into the system but can become a 

source of later strain and Qutual disenchantoent as the demands 

of the e[Jployr~ent task becorae r-araoount • 

. The present study, and the proposed one, cannot hope to 

provide definitive answers to questions of the oF-tiffial develoFoent 

and use of peor:-Ie ,qho h,ave been social ~roblecs. Obviously there 

is still a great deal to be learned arid further tested. But icp-

looentation need not wait on further testing. The New Careers 

Pr?ject is actually only one of a number of studies l that su~port 

1 For exa~rle, the work of John McKee at DrAper Correctional 
Ccnte;r i!'>. Elr:.ore, AIRbnnC1; the Cor'l!lUni ty Arprcntj co rrozrRo at 
Howard University; tho New York State Division for Youth use of 
dclinquGnts as staff; Scientific Resources Incor~oratQd tr3ining of 
delinquents ~s Huc::m R.::sourcc Consul tqnts; th2 inr.l1te dE:vc::lopcd d::..ta 
~rccGssing SystE:D in the Indi~n~ correction3l systE:Q; and Dannis 
BriU1s I Use of ini:1Eltes as therapists in the Cnliforni3 SystCLl. 
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the general rehabilitation principles advanced by Cressey over a 

decade ago, 1 princiFles that erl1phasized the value of active part

icipation in helping rathor than passive receipt of help. 

There can be little question that there is a great deal of 

productive inct18,te and ex-iumate r.1anpm·}er available) and it is 

available to correctional systems as well as to other social agen~ies. 

Corrections' failure to make use of this r.1anpower for other than 

systeQ Qaintenance roles is especially. wasteful at a tiDe when the 

correctional field is searching for ways to attract new manpower and· 

to fill both its present unrnet and projected future manpower needs. 

lCressey, D. R. Changing crioinals; the application of the 
theory of differential association. AQer, J. Sociol., 1955, El, 
116-120. SEe also ~ Volkr,lan, R. and Cr0-ssey, D: R. Differential 
associ~tion and the rehabilitation of dxu£ addicts. Aoera J. Social~, 
July, 1963 
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APPENDIX A 

JOB DESCiZI?TION OF SOCIAL C::MJ.~GE AGZNT 

Prepared for U38 in t~e' 

NeH Career's Development Proj ect trA.ining program 

January 1965 



The Soci2l C~~nge Agent is a necber of a team which works 

Hith communitie's) org.:.;.!"ziz<:~tions, egencics, or gr.oups in their 

systematic effort.:.; at chnnge nnd development--thrtt is) thzir 

attCi7lpts to find nm'] ways of de;;;,ling Y,qith the pro;')lems on which 

they must tnke C!ction. Hany eX2IT:.plzs of these .2.ttempts ere 

currently in the n~ws: the education system 9 s efforts to cope 

Y1ith problems of integrf!.tion in the schools ~ corrmunity efforts 

to denl with teenc.ge violence, special pre-school p:::ograns for 

culturelly disadv~nt~ged childre~, 2~d the JOD counseling end 

t 
. . 

re~n1.ng prosrc:ft1S to be set up under the Economic Opportunity 

Act. 

By sys ter:w.tic we Dean the.t inforDation is collected to 

help clarify a pr0c121."!, th.:lt LlC-r,..] prograo innovctio::1.s to Deat 

the problen a~e ev~lu~ted in ter~s of their effectiveness in 

neetins' agreed Ui?0i.1 goals, C'.nd th£!.t inIormr.tion on effective-

ness is fed ~~ck to the group a1lo~ing further modifications. 

The use O:i: a Change Agen t t'o i>lOrk ';vi th a cOQffiuni ty or 

agency group is p~op03ed for t~ose situations in which the 

staff involved in !lew programs do not ~1ave the time, '!:lor 

perhaps the skills, necessary to devote to continual evalua-

tion and feedback. 

A team is suo~ested rather t~an a sin~.1e co~sult2nt< :>.::> , , 

becuuse the kinds of social change with which we are concerned 

. 1 1 '- 1 r: 1" ,. , ~nvo ve comp ex nel:h'Orl'.S oJ.. re ac~ons(1l.ps amon6 gt'oups \'In.O are 

1 

\ 

I 
i 
I. 
! 
t 

I 



ofte.n unable to understand or comrrr ... lnicate \]ith each other. In 

the school ir-tegration example 5 ti.lis VJould include adminis-

trators, teachers, parents, a~d students. In the violence 

example it might include elected officials, police, . teenagers, 

and the public at large. In ti1e job training example, this 

would mean employment counselors, employers, and the unskilled 

school. dropouts for whom jobs are to be found-. 

As envisa.ged he.re, the tee.m 'Nill represent in miniature 

the cultural forces involved in the specified efforts at 

change and developm-ent for whic~:. th2. team is empioyed. Such 

a team would include persons with and without professional 

backgrounds, Doth of whom would b~ specially trained for their 

rol e in the cl-Lange agen t team. 1:1 addition, the team 'l;vould 

include a ::d8velopee:; (a Chan3e A82nt in training) who would 

be drawn from '1:::12. clients of tl-:2 community or agency program. 

Thus a C~"lan;:;2 J..g2.nt Team 'tvhich "Jas concerned primarily To'l ith 

progr.s.ffiS for disad'lantaged youth might consist of a person witl:l 

social "lOrk tr2i!1ir1g (perhaps a gradu2..te stud~:at)) -3. no:1.-

professional (~'7::-tO ~;,imself ccrne from a dis.:ldv.:1.Lltaged o2.ckground) ~ 

and a school d=opout who would be train ad through ~is work with 

the team to oecome a C~2nge Agent 2ims2lf. Professional co~-

suI tation ;,lOuld be availaole to ti-Le team a.s required by its 

work. 

l1cmbe1:s of a Change Agent te.~ ~vill be trained to be 

appreciative of 2.;:-:,d to .70rk 't·]iti.1 representatives of different 

2 I 
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e cui ture value systems. They vJill function to bring about 

communication among the various groups involved in a change 

program--or&anization staff, clients, consultants, 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 their prob~ems 

and their ways of trying to hundle themo 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 ,,·;Jill aid the community or agency group in the 

formulation of change and development problems so these can be 

the subj ect of empirical inves tigation •. They wi;1.1 help develop 

and maintain systems of data collection, analysis, and 

reporting (including corresponden.ce and referen,ce files) 0 They 

will work with consultants, as necessary, in devising these 

data collection and analysis systems. They "viii be equipped 

to aid in presenting feedback of findings to the group through 

visual aids and discussion techniques. 

The team member~ will be aware of and reasonably' comfort-

able with conflicting value systems. They will be prepared to 

help clarify these conflicts through rational approches to 
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the statement of problems and issues and the systematic study 

of these issues •. They v]i11 [lid in developing and implementing 

program innovations directed tm'lards the resolution of problems, 

provids feedback on the effects of the innovations, and aid 

in developing further program ~odifications. 
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INTRODUCTION 

The l{e\'l York Sun, January 6,1933: 

"Anticipate charity by preventing poverty; assist 
the reduced fellowman, either by a cqnsiderable 
gift, or a 3U~ of money, or by teaching him a trade, 
or by putting hi:-:1 in a Nay of business, so that he 
may earn an honest livelihood~ 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 their 

hands. Being poor is not a choice for these ~eople; it is a 

rigid way of life. It is handed down from generation to 

generation in ~ cycle of inadequate education, inadequate 

homes}' inadequate jobs, and stunted 8r:1bi tions.· It is a 

peculiar axiom of poverty that the poor are poor becanse 

they earn little and they earn iittle because they are poor. 

There i3 little help for those \',rho seek a way out of' this 

closed circle. The co~~unities of the poor generally bave 

the poorest schools, the scarcest opportunities for training. 

The poor citizen lac~s or2;snization} endures sometimes arbi-

trary infr~nBQment on his rights by courts and law cnforpe-

mont agencies, cannot make his protests heard or has stopped 

protcstins. A spirit of defeati8m often rrevails his life 

and remains the only legacy for his children. 

i 

11. 



e' 

Indeed, the need for aSGistance is plainly and pain

fully evident. These incUgc:nt people (ilouts II) have the 

great need of finding avenues of travel that can) and 

will, take them out of the ugly cycle of being poor. 

They do not need their tickets purchased for them, but 

rath£?r, their plight is securing a means of "earning ll 

their tickets; developing the ability to learn, grow, 

find meaninG and satisfaction, and thereby break loose 

from the strangling bonds of povert;y. A breaking loose 

that ',.,ill be lasting because these people \'ViII 1::e equipped 

to contribute to, and find satisfaction in, our growing 

affluent s06iety. 

Studies are being conducted in search for solutions 

to the rising unemployment ranks, the implications of our 

population explosion, the mounting problems of school 

dropouts, the unanowered questions of disadvantaged youths 

who need productive roles in our present and future 

society, etc. One approach that is being explored is the 

usc of the products of social problems as a means of 

better understanding the problem. This means, £or example, 

encouragin~ and training thos~ who are feeling the effects 

. of poverty to assist professions Is in finding the canses 

of poverty and the necessary steps to remove it. 

As ne\'! technological inventions continue to replace 

the semi-skilled and un-skilled worker, the demand for 

IIhuman services"; hea 1 th, educa tion, and \J e Ifare, mul tjply 

i1 



-------------------

finta8tically. Professionals must be trained and trained 

more spebifically, as well as more rapidly. However, the 

development of Greater professional lI arm.ies" is far i'rom 

being a total answer. Certainly the professional ls the 

backbone of approach; but, more and more, the ~roi'essional 

is i'inding that he needs more Ilhands. II In other ''lords" 

the professional of toda~7 needs Ilhelpers,lI or "aids," or 

Il ena blers, II 01' some type of' "non-professionalll to assj.st 

in the assault to bring about change in the social forces 

present in our society today. 

In military battles, a General needs staff personnel 

to augment his effectiveness, Captains and Lieutenants to 

relay information, and Sergeants to carry out c0:11:nands. 

Th0 battles of the 1I\':ar on Povertyll aren I t dii'i'erent. The 

professional, like the General, needs lIaids ll
; people spe-

cifical.1y trained to perform certain kinds of tasles, Tasks 

'i'lhich may include the feeding back of information about the 

clients of a Given program, deveJopment of client partici-

pation in a given program, establishment of various study 

groups, developing in-service training ~rograms for staff 

personnel within a given program, data collection, data 

processir.s, data evaluation, interviewing, etc. It is 

necessary that programs be developed to train these 
. . 

"non-pr ofessiona I" people. Programs tha t \'li 11, in some 

",ay, co:nmiS3icn an understanding of the pro.jected e:nploy-

!;lent, the n·2ccsnary skills n·~cd('d to fulfill that employ-

ment) and promote satisfaction and meanin3 in such 
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employment. The project explained in this report is one 

attempt to evolve such a program. 

'New Careers ~evQlopment Project is a three-year study 

sponsored by the Institute for the Study of Crime and 

De'linqtlGncy, funded ty the Un tiona 1 Institute of Menta 1 

Hea 1 th (Projec t Qi·1 - 01616 L and under the direc tion of 

Vl!'. J. Douslas Grant. It is th~ purpose of this projcct 

to train a series of !lchange and development lt tear.1s J which 

can function as non-professionals: non-professionals who 

have skills developed which are of value in helping pro-

fessionals complete the various tasks necessary to brin~ 

about change -- ncn-~rofessionals who possess an under-

standing of the "vlorld!! of the professional, as hl cl1 as 

the 1'\'lOrld'i of the client -- non-professionals \'1ho find 

purpose) !neaning, and satisfaction in the performance of 

their jobs -- non-professionals who better understand 

themselves and thereby better understand others, and the 

society in which they must liVe -- non-professionals who 

can constructivel~1 contribute to the development of 

society. 

\';j thin the Hew Careers Development Pl~oject, a ITchange 

and development!' tea~ consists of two prison inmates} one 

college graduate student, and one professional consultant. 

There are two tra1ni~g sessions, both conducted at the 

California T"Icdical Facil,ity, a state prison located in 

VacDville, California. In the first training session J 
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~hich began January 7, 1965, and onded April 31, 1965, and 

is th.e subject of this rGport, eight inmates and three 

college'graduate students, plus'a stafr of three consul-

tents, underwent training. Each training session is di-

vided into two parts, four months intensive training \ 

in the institution, and four months internship training in 

the community. Of the eight in~ates participating ,in the 

first phase of this traininG, five are now interning in 

the community as non-professionals, with three remaining 

in the institution until" such time as they can be consi-

dered for parole. T\'lo of the three college grady-ate stu-

dents are also now functioning in this internship part of 

the training. One dropped out due to family CO':11.il1i tments. 

In the second training session, which is scheduled to be-

gin in early October, 1965, eight more inmates and four 

college graduate students are slated to participate: 

,~his report contains the retrospective analysis of 

the New Careers Development Project1s institutional pilot 

training session. It includes a descri~tion and evalua

tion of the tote.l 'proGram, training curricul1.~mJ prinCiples J 

and goals. It is the purpose of this report to serve as e. 

guide for the next training session, point out the areas 

of needed irnprove~snts, as well as the successes, and.to 

better acquaint others with the New Careers Development 

Project. 
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GOAL M~D SUB-GOALS 

OF 

NEH CAREERS DEVELOPj\IENT P.HOJECT 

It is the )2:081 of' N2\'1 Oareers Development Pl'o.ject to devel0E. 

a ~odel for training change and developnent teams which can 

function as enablers to assist professionals in programs de-

signed to incrsase the opportunities of impoverished people. 

Incorporated under this main goal of the project there are 

five sub-goals: 

(1) to bocor:1e ai'rare of change as a process in the 

9ynarnics of organiza ti ons and cor:1muni ties .. 

( 2) to becor.1e G::"] r;; to \'Iork effecti.ve 1:-1 .... -:1 th in91.-

~81s and p.:roupG, both agency staff' peopl2. 

and people in need of a~ency service~ 

(3) to beco~c able to use research services in 

co1Iecti~~, ana1yzin~~ and relaying informa-

tion back to appropriate people, 

(4) to become ~ore aware of abilities and proble~ 

are8S j and 

(5) to bocc~e batter at basic education skills. 

t 
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SKILLS 

The New Careers Development Project training program is 

aimed at the achievement of certain goals. To adequately 

reach these goals, a proficiency in several skill areas would 

be needed. Listed below are those skills deemed necessary 

for the attainment of the program goals. 

(1) GROUP SKILLS 

The deve lop!TIent. of techniques to worle with and 
within a 'group, Abilities to get groups going 
and to keap them going. Knowledge of observa
tional techniques that may be used with groups, 
etc. 

(2) RESEARCH SKILLS 

Abilitie~ with various research techniques. An 
understanding of research as a tool, including 
an understanding of statistics. 

(~) ORG,!:,HIZATION!1.L DYNi1.:.uCS 

Abilities to study (diagnostically) organizations, 
The workings of organizations and their impact. 

(4 ) STRf\TEGIES FOR PLfiNND CH.'UJGE 

Abilities for, and the understanding of, methods 
of bringing about a change. 

(5) KNOHL:EDGE OF SOCIl.L TREIJDS Ai'ill ISSUES 

(6) 

Knm'lin~, ~'!i th undc·rstandine;J of socla 1 rroblems J 

trends, i83ues, and programs that are aimed at 
C01-:10a tine; them. 

I NTERVIEl,J SKILLS 

Abilities to conduct proper interviews to gather 
information that is denlred. Interview techniques . 

- 3 -



(7) SELF-AWARmTESS 

Ahilities to be cog~izant of oQeself. '. ( 8 ) \'!RITIHG SKILLS 

Abilities to write an~ express ideas well. 

(9) SPEf:.KING SKILLS 

Abilities to speak clearly and well. 

(10) READING SKILLS 

Abilities to comprehend and study material . 

• - 4 -
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LEARNING PRINCIPLES 

In order to provide indi vidua Is \-11 th the necessary skills 

for a ttain!r1c:mt of projec t goa Is, the training curriculum 

revolved around a'set of fundamental "learning principles." 

1. There is an int~r2ction between kinds of learning 

2. 

3. 

and kinds of learners. Learning and problem 

solving methods that are effective for some kinds 

of persons are not appropriate for others. 

Learnin~, including value and attitude change, is 

most rapid, pormanent, and usable \·!hen it is a 

vital function of some purposeful activity, game, 

or sys tern perceived by the le8rn-21' as important 

to hir:1self. 

Learning is mere effective when it results from 

effort to. find answer~ to self-initi2ted questions. 

The learning setting mu~t give high priority to 

p~oviding an opportunity fOr new ideas and new 

ways of perceiving old problems to arise (Moore1s 

IIresponsive environment"). 

- 5 -
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4. Artistic and game acti~ities are ways to explore 

and learn without h6vin~ to face the com~itm~nts 
,I 

of "real lifo.1I 

5. II Knmr thy self ll is still a fundamental principle. 

The "8elf ll can be vieHed as the culture in minia-

ture. Learning to understand oneself becomes a 

way of learning to understand others and to under-' 

stand social phenomen; in r:;eneral. I1Se lf-knowledge" 

is thus not an end in itself but a way of helping 

the individual develop a coherent and personalIs 

satisfying world view. 

6. Self-study is more effective and less resisted 

when it is a part of an ,achievement rather than a 

self-curing system. 

7. Group sharing of self-study in achiev0r.'1ent tasks 

, generates powerful forces for enhancin~ learning 

as 'vIGIl as providinf: social content for study • 

• - 6 
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TEM~ PROJECTS 

GOAL 

Team Projects served many purposes in the training 

program. One was to provide content for the trainees to 

learn by doingj that is, plan and conduct studies) sur-

veys, and experimental models similar to those with ~hich 

they \'lould be involved upon plnce:nent in the community. 

Another purpose was to provide the trainees with the ex-

periance of working as members of a coordinated team 

cooperating) planning, and bUildini ~n each other IS 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 

t~ainees) one college graduate student, and one profes-

sional ccnsultant. The trainees and consultants met en 
. 

masse for about tV-IO, ~'Teeks before the teams were formed. 

This gave them a chance to get to 'knm'l each other and 

decide who they preferred as team-mates. 

Graduate students majoring in the Behavioral 

Sciences \'lere intervieNed by project stat'r J after \'ihich 

they p~rticipated in a discussion with both project staff 

and trainees. During this meeting, the' graduate students 

were orientated to the goals and procedures of the New 

- 7 -
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Careers Development Project. Each student expressed his 

qualifications and the group discussed the need for social 

cha~ge in today IS society. After the meeting, the consu1-

tants and trainees discussed the'ir imprcssions of the grad-

uatc students and selected four whom they felt would be the 

most valuable to the project. 

The original design of the pilot training model speci-

fied the requirement that all the trainees must have parole 

dates on or before May 1, 1965. However, the pool of eli-

gible applicants \'las much smaller than anticipnted; conse-

quently, four of the eight final selectees had indefinite 

parole dntes. 

The consultants and trainees met together and discussed 

the alternatives and their ppeferences for team combinations. 

Du.ring this meeting, the four teams were formed. One team 

was made up of the Project Director as conSUltant, one grad-

qate student, and the two trainees with the least prohabi-

Ii ty of being paroled by l'.1ay 1, 1965. The other three teams 

were formed on a friendship basis. 

"Team Hork and Studylt Has the scheduled time for teams 

to work on their respective projects and othcr team 

activities. In addition, it was common for trainees to work 

until three and four in the morning on their team tasks. 

Each team undertook different projects from time-to-

time, depending on what their expected community project 

was, who their consultant was, and their individual 

,., 
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preferences. The followins arc descriptions of' each of 

the teams! projects: 

Team One was ~ade 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 sy.stematic evaluation of the training program.· This 

included several activities. One was the routine clerical 

chores of preparation and distribution of weekly schedules, 

maintenance of the project iibrarYj business correspondence, 

collection and distribution of team presentation material, 

and maintenance of a filing system. Periodical self-study 

measures "Tere administered to the total grouPi f'or example, 

each individual's ideas and feelings about the program) 

expecteds-to-ob~erveds; skill and success peer-ratings, 

personality inventories, scholastic achievement tests, and 

other self-evaluation measures. In addition, Team One le~ 

i'lee1{ly T0ta 1 Group Eva luation !11eetings (outlined in this 

section) . 

Around mid-point in the training program, a trade was 

!:lade bet','leen a me:;1ber of Team One and a member of Team 

rrhreB. Subsequently, the Project Directol'" divided his con-

suIting ti~e between these two teams. 

Toward the end of the training program) Team One con-

structed a survey rcportj II Peel' Ratings and Their Association 

\'iith IntGrpel?~onal Relationahips,l1 shO\'!ing statistical 
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comparisons between the various 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 syutem development. 

Team One's projects emphasized research skills (qucs-

tionnaire construction) research fundamentals, and statis-

tics), clerical skills, and group observation and leadcr-

ship skills. They also had experience with strategies for 

planned chang~) report writing, and basic com~unicatioQ 

skills (reading, "Jri ting, and speaking). HmvGver) they 

neglected interviewing, social trends and issues) and or-

ganizational dynamics. 

Team ~10 consisted of two trainees) one grad-student) and 

the Project Co-Director as consultant. The two trainees 

e~pected to be paroled May 1, 1965 and to go to work in a 

community study for the employment and .training of' profes-

siona 1 aids. 

Team T\'10 I S' first project vIas a proposal; "Group 

Observance Study" -- an experimental model to determine if' 

patients I interest and attitudes toward group-therapy would 

improve as a result of their participation in a self-study 
., 

group including individuals with experience in therapeutic 

comnmnity-living. lIm/ever) goinE; through proper institu-

tional channels and disogreement within the team about the 

- 10 -



goals of the study caused Team Two to discontinue the pro

ject in the interest of time and address themselves to the 

~ more significant issue of inner-team disagreement. They 

began discuGsing how they felt toward each other, what they 

expected of each' other) and what they thought others ~x

pected of them. Each team member prepared a paper expressing 

his own goals and his conception of the team and NIC.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, J1patient Therapy Survey J 11 Nas planned. 

and conducted by Team Two. The purpose of the survey was to 

discover differentiating criteria to describe patients 

classified by their therapists as either more or less IIpro-
--ductive ll in their group. The grad-student and trainees 

interviewed several patients and obtained their response to 

several specific qUestions. Tape recordings of the inter-

viei'ls viere listened to individually by each team member and 

his int~rpretations of the patient1s responses were trans-'. 
ferred to a coding sheet. Subsequently) the total-team re

viewed the recordings together) ~valuated their interviewing 

techniques, and compared their interpretations for relia-

bility. The coded data "JaS processed and evaluated. During 

the survey, three study-groups were conducted, including all 

the participants in the survey. A report of the survey 

findings was prepared and sub~itted to the institution 

therapy staff. 

- 11 -
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Team Two IS projects emrhnsized intervim·ring, proposal 

and report writing, and research fundamentals (question

naire construction) coding, experimental design). They 

also received eXferience with grour 'observation and 

leadership skills, organizational dynamics, statistics, 

strategies for planned change, and the basic communication 

skills (reading, writing, and speaking). However, they 

negle~ted social trends and issues. 

Team Three consisted, initially, of two trainees, one 

grad-stUdent .. and the Project Training Coordina.tor as con

sultant. Early in the program the grad-student left the 

project for personal reasons, leaving two trainees and a 

consultant on the team. 

During the first ~art of the training program, the 

Training Coordinator acted as consultant for both Team 

.. Three and Team Four. The two teams 1.'lOrked on the same 

projects -- each tea~ undertook integral parts or each 

project. Both teams met regularly to coordinate their 

efforts. 

Team Three and Four's first project was a proposal; 

"Hur.1an TIe la tions and Group Dynamics" -- a \'lOrkshop in 

interpersonal dynamics, group observation, and group 

leadership. Custody personnel and qualified inmates w'ould 

have been eligible for the course and upon co~plction they 

would have received college credits. The main purpose of 

- 12 .,. 
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tho proposal was to demonstrate that increased communication 

between the workshop participants, engendered by the self-

study and non-directive at~os~here of the course, would 

improve staff and in'TIate effectiveness, as group leaders and 

8rouP partiCipants. Unfortunately, the teams' enthusiasm 

about the proposal l10utran the interference; II institution 

chann~ls we~e not dealt with properly and a great,deal of 

resistance was felt. Teams Three and Four called a total 

group ~ceting and discussed the situation} the group de-

ciding that it would be in their, and in future teams', best 

interest to discontinue the project. 

Team Three and Four then brauched out in different di-

rections ltlith projects and the Training Coordinator divided 

his consulting ti~e between them. 

Team Three's next project was a proposalj liThe Use of 

Indigents as Consultants.ll The proposal outlined a study-

group that would tap the knowledge and experience of inmates 

within "the institution and broaden the frame of reference of 

the New Careers Development Project trainees. The study-

group ,·;auld have included so-called "outs ll 
-- inmates with 

experience with state-aid, habitual delinquency, poor educa-

tion) and poverty in general; and the N.C.D.P. trainees. 

The study-group would have explored current social problems 

and alternate approaches for implementing social change. 

Approval was obtained to pay the inmates for their partici-

pation in the study-group and several in~ates were inter-

viewed for selection. However, bofore the study-group could 
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be for~edJ both trainees on Team Three were transferred to 

other projects and the proposal was discontInued. 

A~)und mid-point in the training pro~ram, the Project 

Director was asked ty the State Office of Economic Oppor-

tunity to conduct a survey exploring the feasibility of 

creating job opportunities by implementing professional-

aides within state agencies on a large scale. Two of our 

most promising trainees were team0d up to play a major role 

in the survey· one from Team One and one fro~ Team. Three. 

The remaining me~ber of Team Three transferred to Team One. 

The nC·VI Tea'n Three began by ,-;orking up a proposa Ij 

IIFeasibilitySurvey for NevI Careers for the Poorl! -- a 

survey to explore within sbate Civil Service the possibi-

lities for and organizational-change pro~lems in creating 

econo~ic opportunities for the poor in the professional 

fields. This was a limited survey for the purpose of 

exploration.to find out what kind of issues the larger 

proposal would entail. Representatives from state agencies 

began holding conferences to discuss organizational and 

adminis tra ti ve aspects of emp loy:tng professiona I-a ides. 
. . 

Tape recordings of these meetings were analyzed) written 

up .into reports) and distributed. to all the conference 

participants. Numerous proposals and training ~anuals 

were analyzed by Team Three as part of the project. In 

addition) they participated tna study-~roup at the Cali-

fornia Hedical Facility \-11th representatives from various 
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state agencies and consultAnts from other parts or the 

country +n the chan~e and development field. 

Prior to the t2sm change, Team Three's projects 

emphasized proposal and report writing, organizational 

dynamics, ana r2search fundamentals (problem stating, 

data collection, and experimental design). They also 

received Gxperience at interviewing~ strategies for 

planned change, group ~kills and the basic com~unication 

skills (reading, vlriting, and speaking). However, they 

neglected social tr0.nds and issues. 

The: ~ Te:am Three (state Sur1vey team) projects 

e~phasi~ed social trends and issues, organizational dyna-

mics, stratGgies ror planned change, and proposal and re-

port writing. They also receive:d experience at group 

skills and the tasic communication skills (reading, writing, 

and speaking)." The:y neglected research skills and - -

Team Four consisted of two trainees, one grad-student, and 

the" Training Coordinator as consultant. 

During the: first part of the training program, Team 

Four's projects were the same as those or Team Three, which 

were mentioned in the preceeding pages. 

The tTainees on T2am Four expected to be paroled around 

Hay 1, 1965, and to go to \"wrk on a demonstration SU'T'.:ncr-

school projodt in Southern California. Following the team 
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changes) the TraininG Coordinator consulted excluaively 

to Team Four. They dir0cted most of their energy to the 

expectr;rl community projoct. 

Team Four e~ployed 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 hed been a certified elementary-school teacher. 

This study-group was used to explore aspects.of child 

psychology and the process of education, 'tii th emphasis on 

the learning styles of culturally deprived children and 

altcr~ate approaches for their education. The essentials 

of the demonstration school project had been conceived 

prior to the training program) but Team Four spent a lot 

of time conceptualizing and designing the particulars of 

the experimental model. A final draft of the proposal; 

liThe Role of the Nonprofessional in Education A Demon-

stration Project, II vIas prepared and submitted to Dr. 

Hartly, U.C.R. The project was approved and funded for 

demonstration at the V3l Verde EI,:;>771entary School, Va 1 

Verdc, Californta. 

Team Four became skilled at intervie\'r'ing techniques: 

they role played intervi0'tls and interviei'iCd inmates within 

the institution using a tape recorder. The recorded inter-

Vibws were rGviewed and evaluated to help the trainees dc-

velop effective methods. 

In between working on the demonstration school proposal, 

Team Four planned and conducted a study: liThe InmRtc High-

.- 16 -
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school Drop-out -- a Pilot Study,;" "lith the cooperation of 

the Cali~ornia Medical Facility Department of E~ucation. 

The goal of the study was to determin~ some attitudes and 

learning styles characteristic of the inmate high-school 

drop-out. Drop-outs were interviewed and asked questions 

concerning their attitudes about school, education, and 

tJl.?ir future plans. The drop-outs I responses were coded, 

collated, and processed. Six of the d~op-outs participated 

in a study-group with Team Four, where they discussed prob

lems of today IS schools. A report on the findings of the 

stud.y I'taS prepared and submi tted to the Education Departmen~. 

Team Four IS projects e~phaslzed interviewing, group 

skills, strategies for planned change) proposal ?nd report 

,';ri tj:-ng) and research fundarnenta Is (questionnail~~ corlstruc

tion, coding, experimental design, and models and systems). 

They had a uniqu~ and valuable experience with the study

group on child psychology and the process of education. 

They also had some experience with social trends and issues, 

organizational dynamics, and the basic com:nunication skills 

(reading, writing, and speaking). 

ANALYSIS 

There were several fundamental areas of learning 

experienced by all the tcamsj sueh as, proposal and report 

writing, oreanizational dynamics and strategies for planned 

chanr;c, casie communication skills, and team thinking .. 
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p}anninb) and c80pcr2 tinE~ \-[i th 1ndi '/idu2.ls vli th different 

each ten~ went its own way, Everyone ~~rQc1 that intcr-

viewing skills and ~rou~ skills were essential for a chance 

agent. 

Sane tea.m projects vrere pla.nncd \-lith n m:dn goal of 

brinsinl about chan~e within the institution. Others were 

planned with pre~aratiQn for the expected cOD~unity 0roject 

in mind. Others were functions of on-~cin; or proposed 

community action proerams. These differenceo may have been 

the reason why so~c.teams did not receive ~ co~nlete array 

of skills on their projects. 

The toam consultant's experience and interests were 

transf:li t ted to the trainees in SOr:1G c~ses. This con:::n .. ~ltant 

identific9tion varied from person-to-person) depending on 

personality styles and the a~ount of ti~e the consultant 

spent with the tea~. In the early part of the training 

procram) this identification probably \'i2.S a prime vehicle 

for trainee development. 

While Tea~ #3 and Team #4 were cooperating on projects 

many intcrpersona 1 conflicts ?rosc ~"'i thir. the h'10 teams. 

At times) there was on at~~sph0rc of strict ten~ competi-

tion. The teams wculd often Ali~n the~selves oPPositely 

on issues and [!rcue over them. Gro1).p pre'cess pt'oble::1s 

fina 112: reached a po:.: 1<; \-lhen J for the s3k'2 of 
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achievement goals, the teams split up the tasks and went 

their ~ep~rate ways -- dividing the consulting time of the 

Training Coordinator. 

Soon after the team3 separated, a per30nality clash 

between the Training Coordinator and a member of Team 

Three developed to such a point that they could not agree 

on anything or worl< comfortably together. Consequently, 

the Training Coordinator spent more 'and more time with Team 

Four and Team Three became more independent. The Training 

Coordinator was asking that the trainee be rcmov0d fro~ the 

program \'lhen the State Survey project' came a long. Thus, 

the team changes \'rere initiated partly in an a ttempt to 

place the trainee on another team with another consultant 

and resolve the conflict. This conflict may have been 

sparked merely as a result of incompatible personalities., 

but team co~petition in achievement and for consultant time 

and recognition may have increased the probacil'i ty fOl' a 

conflict to arise and added momentum to carry it along. 

In genera 1, the competi tioD betvleen the four teams J 

and the team-mates' shared 'Tlcaning of "a job well done," 

increased the trainees' tea'TI identity and was instru'nental 

in their motivation and development. 

The team changes in the ~iddle of the training program 

~eBulted in a temporary chaotic situation. The team-

me~bers had adjusted to each others' learning styles and 

personalities and were involved with their respective projects. 
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However, having to readjust to, nnd orientnte a new tcam-

ma.te msy hnve developc:d the trainee's flexibility. 

The role of the graduate stUdent on the team was a 

controvorniG 1 issue througheut the' training program. 

Trainees felt the grads were limited in their ability and 

,that they could not llget 1dith it.1I The grads felt that 

the trainees could not communicate. The gradb expressed 

a desire to partiCipate in more total-group activities, 

but the trainees wanted the grads to spend more time with 

team acti vi tics. The holO day a i-reek cOr;'l~'11i tm.::mt a t the 

institution, plus the grads' school and personal commit-

~entsJ detracted from their involve~ent with the program. 

And between the total-group activities including the grad-

stUdents and bringing them up-to-date each week, there was 

little time left for them to take part in team efforts. 

The role of the team consultant varied from team to 

team and fluctuated within the same team. Consultants 

fluctuated from authoritative sources, providers of 

structure, CO-learners, therapists, and observers. At 

times, conSUltants rolled up. their sleeves and worked 

sidc-by-sid~ with the trainees. Other times, they facil-

itated the doling out of tasks to the trainees. And, in 

some cases, tea~s were left on their own initiative to 

plan projects and follow them through; using the consultant 

when necessary. The best method is yQt to be determined. 

One team expressed that they would have benefited from 
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being given more responsi~ility and opportunities to make 

mistakes on their own. Others have expressed a preference 

for a co-lenrner ccnsultant role. 

styles may be the pivitol factor 

appr opria te. ~ 

Individuals I learning 

as to which role is most 

• 

As team projects took shape and community placement 

became eminent J team priorities over-rode project goals. 

This was expressed by the group~ gerycral lack of response 

and constant criticism of :rota 1 Gl'OUp Evaluation or any 

extra tota I-group acti vi tien. A common cliche \'laS IIwe I ve 

got more important team vlOrk to do. tI, rEhis should· be 

looked at very closely because in an efficient system 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 

where do individuals I 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 attemDting to replicate or expand the . . 

program. 

T€R'TI Hark and Study made up over 50% of'the scheduled 

traininG prcBra~ -- not to mention the frequent extra-

scheduled team work that took place. The majority of this 

time i'TaS used for team J,::rojects. Thus, Team Pro.iects 

appear to have been the backbone of the training program 

in Which a large proportion of trainee devclop~cnt was 

realized. 

- 21 -



RECOM;·1ENf).i',TIONS 

The main goal of toam projects should be to develop 

trainees and give them skills in areas they will need to 

be effective change agents. 

Shorter~ ~ore tied down rrojects would, over a period 

of time~ give trainees a wider opportunity ror exper1en~e 

and should develop their confidence and ability to tackle 

different· kinds of situations as they arise; e.g., a team 

could draw up a propos81, construct an experimental design 

or model for study, conduct the study (including inter

views} data collection, data processing and analysis), 

write a report of their findings, and present the report 

to the group for their 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 self-development. 

Early in the program~ each trainee could evaluate the re-

sources available to him in the training program and the 

opportuni ties em,erging in trie change and development field, 

set his goals; and undertake his self-development as his 

main project. After making commitments to the total-groupJ 

peer ratings, self-evaluation tests, achievement tests, 

and personal preferences could be used to systematically 

evaluate the trainee's progress and de~ermine what areas 

he needs further dovelopment in. In this scheme, team-

- 22 -
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members ",ould rlan their ovm pre,jects "1ith the idea that 

the experience would ~ove them closer to their goals. 

Instead of the Project Pro~ross Review outlined in 

this report, every completed team project should be sum-

marized in a report and presented to the total-group fer 

their evaluation. During these sessions, the group would 

(a) evaluate the content of the project, (b) evaluate the 

presentation in areas of pre-planning, team coordina~ion, 

group leadership} and ability to co~municateJ (c) discuss 

the team-members' progress and development in such areas 

as behavior, attitudes, cooperation, and suitability. 

The team presenting the report sho~ld record the group1s 

discussion and prepare an outline of the essential ~oints 

covered. This outline co~ld be used for the teams own 

development c.s \'Tell as a measure of individual and tea:n 

progress. 
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1-Torking ldth diff,~rcnt indiViduali3'---l 
and groups (i.e., team members, 
project me~bcrs, institution staff, 
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techniques (i. c. ~ noto t[!ldng tech-. . ... ) nlques, soclograms, e~c. 0 ____ 1 

Research fundamentals, models and 
systems, '3;·:pocted to 0 bs~rved mothod; 
problem stating,'oxpcrimental design, 
cause and effect, establishment of 
Guidelines, variable control. Data i 
cellection~ processin3 and evaluation. !
Research ~eport construction (proper i 
reportine of findings). Hypothesis 
testing. Descriptive techniqucs (i.o" 
charts and graphD). Proper coding of 
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_____ J 

.' . 
Structured int0rvie1'Ts (i.e., specific 
questions or items, such as, Opinion 
S:.lrvcys). Unstructured int0rvicW's 
(i,e., intensivG, spontanious discus
sions around p~rsonal fooling8 and 
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"j·jherG thoy do r:ot ar-ply (Le., tho 
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I 
proper note tar:ing toclmiques. The . 
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TEArll FnOJECT PROGRESS REVIE\'l 

GOAL 

There were severel purposes concerned in t~is seg-

ment of the training program. It offered the training 

teams experience in working with and before a group. It 

provided the" opportunity for testing of different types 

of formats J as well as an exposure to ,the use of illus-

tl'ative techniques. Further, it provided the total group 

with content 'for discuss~on and study. 

DESCRIPTICN 

Each team would use the two hours per week" each of 

the three teams making one project review per month, 

feeding c8ck their progress, problems, and other points 

concerned wit~ their particular team projects. Team #1 

had the responsibility of program evalu2tion, reporting 

on their project prcgress during Total, Group Evaluation, 

and therefore, was not included in this portion of the 

training ,curriculu~ as a presenting team. Generally" 

part of the two hours devoted to Team Project Progress 

Review was used as a total group discussion period cov-

ering points brought out durinB the team's presentation, 

and possible alternatives that could be considered. In' 

some of these total Group sessions, the prosenting team 

would ask for an evaluation of their prencntntion. It 
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~~--.~-----~--
vias felt that in this '~ay a team could benefit from the 

group's cownents and criticism. In this situation the 

group N,ould feed ba ck such informa tion as; hOl'l it received 

the presentation, how the team projected, how the team 

appeared to work together, etc. So~e of the teams would 

prepare, in advance, a written outline of the materinl to 

be covered during their presentation, and would distribute 

this to th~ group at the tim~ of their presentation. One 

team was responsible for taking notes during th~se progress 

review sessions, which they would write up and supply to 

the members of the group as soon after the presentation as 

was possible. This was done on a rotating bas~s) and was 

normally the responsibility of the last rresenting team. 

ANALYSIS 

The flexibility of this part of the training program 

offered several advantages. It provided each member of the 

group, includlng 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 

thereby allowed a given team to find a method of reporting 

most suited to their team talent. Coupled with an ability 

to ga thcr instant f.e.8?-bac1<: on their r!3'Port, and Ot1 their 

presentation) through r;roup discussion, cnch tL ;:n 
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waG afforded ~ learning experience. This would hold also 

when the teams had the opportunity to evalunte another 

team's perfor~ance. Obviously, since this portion of the 

training proe;ram was done when staff could be present, it 

gave the staff an opportunity to see and eppraise trainee 

development, and provided each of the team consultants 

with points of information. 

Many of the discussions produced methods of dealing 

with various organizations, the resistive and change 

forces) the for~al and informal power structures present, 

etc.) thereby 'yielding much information as to the dynamics 

of working v11 th, or wi thin, organizations. This produced 

experience for the team and the group, in working with dif-

ferent Ilframes of reference," different types of groups, 

and different styles of approach. Certainly, it allowed 

time to be spent learning effective ways of speakinG, pre-

paring of reports, presenting such reports verbally to a 

g~ouPJ as well as the best utilization of team members. 

The Team Project Progress Review was a useful and 
. 

~roductive part of the training curriculu~, for it blended 

a tea~ls effort into a group effor~. Each project became 

not just a certain team1s 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 

lnfor~~tion reported and discuzGed. 

These presentations were not without flaws. One of 
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the laraent of these was that the teamn did not have the 

opportunity to report on their final project rerorts. 

Hhethc"r or not thin respons i bi li ty res ted \·li th project 

progress review can be debated; st~llJ seminars with out-

side consultants and the heavy emphasis on the co~pletion 

of these final reports, plus the final preparations for 

parole, near the end of the training sessi6n, prevented 

this from being included on the schedule. lfuat resulted 

was that the group read, never discussing} these final 

reports J and thereby missed an opportuni ty to take advan-

tage of what was the largest concentration of a training 

team's effort. Another flaw was that the graduate students 

were not included in these sessions. There bad 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 projects and could not "be 

present \'Jhen a review of these projects took place J subtracted· 

from the total team's growth. 

R EC m:l~·ml"TD ATI ON S 

Time should definitely be allotted so that teams will 

fininh their renpective 'project in time to, not only con

struct a written report, but verbally present that report 
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to the total group. Thought should seriously be given to 

this necessary portion of training program} and the possi-

bility of a large segment of time set" aside for such pre-

sentations. Since the final ~roject reports will show much 

as to trainee skill development) thi~ opportunity to eval-

uate and discuss the final reports should not be overlooked. 

rr~his i'lOuld coincide \'1i th the lnclusion of the graduate 

students more into Team"Progress Project Revievl. In fact, 

since the consultant is a very big part of the team, they 

also should be included in any such revieN reporting. This 

wan not done in the last session but could well stand some 

thouGht for the next session. More co-working together on 

these reports would do much for promoting team cohesion and 

establish better definitions of each member IS role. This 

was a constant sore spot during the training program. 

Better qofinin~ of roles leads to better work produced. 

Ohe of' th·::; better i'rays to improve these presentations 

i'lO'J.ld be to have each team provide each member of the group 

with a written outline of what material they are going to 

COver. As was ~entioned, this was done to sorn9 extent; 

how~ver, it ~as never adhered to really seriously. Along 

with providing the group with an insight into the content 

of the progress reView, it would provide a running record 

of each teamls project, as well as the ~rQGress of these 

p~ojects. At the time of a team's project procress reView, 

':In expected or \'lhcre they will be at the tj.me of their next 
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review would provide a method of checking how fast they are 

moving and if they are able 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 \'lCIl be a discussion point at the end of 

each tearn1s review, and would thereby add" to the groupls 

evaluation of a given team's project and their feasible 

goals. 

Another recommendation that might add greatly to this 

portion of the training would be to have the teams utilize 

some of the participants ~f their project) as part of their 

report. This \'iould provide thG group with an outside view 

of a teamts project. Such questions as: 

"received?" -- \lvlhat do the? subjects think of the project? 1\ 

"hm>/ is it effecting them? \I could be better ansviered than 

relying on team fGeJback of impressions . 
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CURREHT COr~;'JmHTY PROGRJH~S 

GOAL 

One goal of Current Community Programs presentation 

was to fa~iliarize the trainees with social trends and 

forces of our times that are creating a need for change 

and some alternate approaches for imple~Gnting change in . . 
organizations and communities. Another purpose was to give 

the trainees experience with research and study skills and 

group skills. 

DESCRIPTION 

~lery Saturday one of the four teams made a Current 

Com~unity Pro~rams presentation to the total-group; in-

cluding) the eight trainees) three graduate students, and 

usually one consultant. The following were the presenta-

tiona made: The Economic Opportunity Act, Automation, 

Population ExploGion, Teen-age Nothers, Education in Three 

Countries, New C~re~rs for the Poor, Effects of Incarcera-

tion, Frank Marteniz -- a Youth Employment Aide, Synanon, 

Job Corps J and The Free Speech r·10vement, respective ly . 

During these meetings, the team making the presenta-

tion would deliver the report verbally to the group and 

then lead the group dj.scussion around the ideas and issues 

brought out. 

Quizzes, questionnai~esJ and role plays were sometimes 
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used in these pr€senta tions. During one, the group \'laS 

given a pre-presentation quiz to test their awareness of' 

certain social issues, then the presenting team went about 

ansvrering and expanding on each of the questions in the .. 

quiz. One team, during their presentation on Population 

Explosion, administered a questionnaire to the group asking 

for the individual's preference of fa~ily' size and vacati00 

spot. From this data the pro.jected fa'mily size; including 

children, grand children, and g,reat" grand children, in !~5 

years was calculated assuming that each generation's off-

spring would marry at the age of 20 and raise the same 

number of children as did· their parents. This figure VTaS 

multiplied by the estimated number of 20 year-olds in the 

U.S.A. as of the last census to demonstrate the possible 

population e~plosion in this country in the next 45 years. 

From this data and fro~ information published by the Bureau 

of" Natlona 1 Parks, each group member \'18S told hm-l long his 

name vIOuld have to remain on a \'laiting list if he decided, 

in th~ future, to visit a 1futional Park. 

During one presentation, a team assigned hypothetical 

roles to each memcer of the group and asked them to try 

and evaluate the presentation from the various frames of 

reference implied by their roles. After the report was 

read the group role played a discussion around how they, 

as characters defined in the roles, viewed the issu~s 

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 enabling "outs," social caseworkers) 

adminis tra tors, and socia 1 scientis ts, to conll'T1unica te more 

effecti veJ.~' \'li th each other. 

The preparation of the rrescntations involved re~ 

sesrching several reference sources; such as newspaper and 

magazine articles, books and pamphlets, written proposals, 

and advertising literature. In many cases, intervim'ls were 

conducted for complementary information. For example, 

trainees talked with inmates) custody personnel, therap~stsJ 

and administrators. Graduate students interviewed agency 

representatives, students, teachers, end people on the 

street. All this various information had to be integrated 

into an organized report; thus, team pre-planning was nec-

essary for a coordinated delivery. 

ANALYSIS 

During these presentations, the group participants 

hnd an opportunity to look at several social forces and 

issues from different points of view, express their own 

ideas, and do some brain-storwing of the impl·ications of: 

and stra tegies for, coping ~'li th and uti lizing these forces 

in action programs designed to increase the o~portunities 

of the lIouts" and increase co::rnunication beh·,reen people at 

all levels of the "social system. 1I This non-directive 

ntmosphere enabled partiCipants to develop some feeling for 

social pheno~ena in g2naral and beco~e familia~ with seversl 
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specific social issues in rarticulnr. The wide range of 

exper~ence brought to these meetings by the professional 

consultants, the college graduate students, and the inmate 

trainees nurtured a situation where ~ssues were explored 

from different frames of reference. Consequantly, the 

group mS!'!1bers were able to form a more cOl1prehcnsive pic-

ture of each issue and better integra te it :wi th their over

all picture of society than if they had baen a ~ore homo-

geneous group. 

During these presentations the presenting team had 

an opportunity to develop group leadership skills through 
. 

trying to steer an~ control the behavior of the group. The 

other participants acquired experience at group-member 

skills by collectively discussing the various issues 

brought out and building on each other's ideas. 

The teams obtained valuable experience fro~ the team-

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 res0arch~ 

preparation, and· delivery of the presentations. Of course, 

these activities provided the teams with experience at the 

basic co;r.munication ski lIs (reading, \"1ri ting, and· speaking). 

During these prssentations, the team members learned 

several practical lessons via their mistakes; for example, 
, 

the group's involvement is just as good as the presenting 

teams cohesiv:;ness in their pl'esentatlon, don It just IIdrive 

over n suggestions or ideas brought out by group participants~ 
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avoid reading ~irectly fro~ the written r~port and try 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 techniques were evolved for catching and 

holding the group's interest; for example, use of 5 x 8 

cards to expedite group thinking, pre-presentation quizzes 

and questionnaires, role plays including group members, 

guest speakers, use of visual aids. 

There- appeared to be quite a lot of prestige associ-

ated vlith these presentations. The presenting team gener-

ally did a thorough job and there was a competitive attitude 

toward this activity. The fact that the total New Careers 

Development Project personnel was pres~nt at many of these 

meetings, plus-the fact that the good presentations were 

rewarded with much praise from staff, probably added to the 

team-me~lbers I motivation to deliver a good show during 

Cy.rrent Communi ty ProgrSr:13. 

Good ideas \lier'e invariably 'brought out spontaneous ly 

during the presentations, but they were very often ~i$sed 

in the revie~'l of th8 meeting. There should be some struc

tured for~nt to insure that these ideas are recorded (see 

Fr0.3cntation Ev~ lU9 tion) . 

There was no attempt to determine if the content of 

thece presentations was understood ty ~veryonc or retained 

by 8n~,'one. A quiz could be prepared by the pre3enting tC2m 
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on so~e of the more essential points covered during the 

presentation. The quiz could be administered to the total 

grou~ a few days after the presentation. 

Even with the broad di~ferences in background3 between 

the members of the New Careers Develop~snt Project there 

were few individuals with actual experience with the real 

problems of' the poor . Seminars could be held \'lith "outs ll 

from the com.rnuni ty or the institution in l'lllich the group 

could discuss such topics as: state ;.':elfare practices, 

schools and ed~cation, delinquency, civil rights, and ottar 

issues to increase the frame of reference of the project -

personnel. -Study-groups could be for~ed inclu~ing the pro-

ject personnel and representatives fro~ co~~unity action 

programs. For example, representatives from the state 

Agency Survey and members of the N. C . D. P. could meet a t the 

institution and study various aspects of the survey. This 
{ 

would be useful in the achievement of the survey as well as I 
provide meaningful content for the trainees within the 

institution to work with. 

These sessions usually· turned out to be learning 

experiences· for all those who participated. If total staff 

were present at these meetings it sho~ld enhance the 

experience . 
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ORGANIZATIONAL ROLE PLfI,Y 

GOAL 

There were several objectives in~olved with this part 

of' the training curriculum. One of the first 't'las that of 

allowing the trainee to become co~fortable in working with 

a group. Secondly, to off'er the opportunity to explore the 

differences bet1tlGen 11 therapeutic 11 2nd II task ll groups J with 

the majority of' emphasis on the latter.· Third., to provide 

a training gr ound v/hore investigation and tria 1 of' various 

theories, and approaches to group work, may be advanced. 

Further, it was a goal of rol~ play to offe11 time to de

velop different ~tyles of interviewing, and to promote 

group involvement and group discussion. 

DESCRIPTICN 

This part of the training program originally began 
. 

enti tIed lIPrinciples of Organiza tiona 1 Change. II Hovlever J 

after it became evident that role playing situ~tions would 

yield better understanding of these principles, it was 

changed into Organiza tiona 1 Role Play. This session l'ms 

a three hour.portion of the training week until March 17th, 

\'lhen it beca:ne a two hour session. r·13inly, this Has due 

to the feeling that three hours, at one 3i tting) destr·oyed 

some of the effect of the sessions; that it.beca~e a series 

of just repeating material, and that a shorter session 

would do much to relieve this condition. During tho last 
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three weeks of the training proGram Role Play was not 

scheduled due to visits from outside connultants, and the 

heavy ,emphasls cn the time needed to co~plete the final 

team project reports. 

Role play is the 'simulation of a real, orllpossibly 

real ll situation. It provides Hays of testing theories, 

methods, concepts, principles, e~c'J and of finding alter-

nate approaches to the handling of various situations 

involved with groups. New Careers used this techrtique 

primarily as a means of better understanding the problems, 

language, and action~ of indigent people. Mock situations 

.... lere set up by the presenting tea!11 in \'ihich both staff and 

trainees were assigned roles. Situations could then be 

acted out for the purpose of gaining insight into the prob

lems of indigent people involved in community action pro-

grams, working as aides; or school drop-outs, etc. It gave 

the trainees trainlng towards working with group, ~ncluding 

the 'different phases of group development, and the establish-. 

ment of group guidelines. 

The presenti6g 'team w6uld normally assign roles to 

-the members of the group and spend some time in a pre-

discussion, setting the theme and climate to be used in the 
, 

role play session (e.g., a meeting that included represen-

tatives of different aide positions like a probation aide, 

a child care center aide~ a police department aide, a 

welfare aide, a recreati6n department aide, a teaching 

aide, maybe one un-1,'led mother, a :nember or t\-l0 representing' 
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school drop-outs not emplo;yed, and t\'IO change agents. The 

climate of the meeting being that they are all meeting 

together for the first time, but most of the indigent 

people know each other. The theme of this meeting could . 
be that the two change agents are interested in gathering 

information that will coincide with a study they are makin~ 

of different aide positions; what effect being an aide has 

on the individual, hO\,I they might be viev-led by their com

munity, how they feel they are being viewed on the job, etc~ 

\\Tbat the change agents \'lent to do is try to get the group 

talking about I1being an aide ll without getting hUl:fg-up in 

persona 1 problems tha t 1tlould block the group.) The group 

would then role play the situation for a matter of several 

minutes, the time varied depending on the presenting team, 

and would norma 11y post-discuss v-1hat went on during the role 

play, giving thought to the Nay the change ag~nts introduced 

them~elves and conducted the meeting that was just role 

played. Then, and again depending on the presenting team, 

the situation might be done again, taking advantage this 

time of the points brought out in the post-discussion. 

During most of the role play sessions a tape recordGr \'iaS 

uoed with a play-back 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 \-TaS responsible for one role play session per 

::1onth. This \'laS done on a rotation basis:J one per- '-leek by a 
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pre-scheduled team, with another team ansignod the respon-

si bi li ty of tnking notes £lnd preparing a GUrrUn8ry of the 

session for later distribution to the group. At three dif-

farent role play sessions an attempt was made by Team #1 to . 
evaluate the role play period. Three questions were asked~ 

(1) list three mistakes made during tonight 1 s role 
play session" 

(2) list three things you learned from tonight1s 
role play scssion, and 

(3) 0hat other comments can you make regarding 
tonight 1 s role play. 

Also, at these same three sessions, the mc!nbers of the group 

were asked to rate the members who role played tho parts of 

change agents. Six questions were asked with a rating scale 

of eight points available; eight being perfectJ one being 

poor. The members had this range in which to judge the 

effectiveness of the change agents on the questions of: 

(1) used lI understandable ll vocabulary, 

(2) avoided "yes and noll answerable questions, 

(3) produced group involvement" 

(4) avoided "1ec turing J I1 

(5) kept group in "studyl! concept as opposed to 
action or problem s~lving, and 

(6) appeared to understand role of "change agent.1I 

At some of the other sessions" the blackboard was employed 

as a method to capture and explore different concepts or 

principles being developed in the rolp play sessions. 
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ANALYSIS 

Organizat:lonal [\ole Play became a fairly controversial 

portion of the training program s~~ce several techniques 

were used before the group decided that a short role play 

session, 5 to 10 minutes in length) should be standard 

procedure" follm'lcd by a tape re-play of the' sGssion and a 

discussion of alternatives before re .... role playing, or going 

on to another situation. This proved to be somewhat. satis-

factor;:,' and did provide the group \1i th a certain amount 01' 

group skills. However, this would be very difficult to 

specifically document and, therefore, is a highly subjective 

vie','j. This "non - abili ty 11 to document pOints up a large fla\1 

in these 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 acto~s by role play. Another 

item ihat adds to -- and points up a need for thought given 

to improve the role play portion -- is that whenever time 

vTaS needed for tea:-:l projects, Gr some special group session.1 

role pla~l "las the curriculum activity that \'ias usua lly 

deleted from the schedule. 

At the same time, it was felt that there was a benefit 

derived from the role play sessions, which seems to be in 

the previously mentioned area of group skills. Some very 

good experience in the handling of group process problems 

ste;r .. l1ed from the role play sessions. One trainee constJ:'ucted 
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a paper on this very subject which 'was not only well 

received but beneficial in such sessions as the Living 

Group .vlhen process problems entered the picture. But here 

again much more \'lork could have been done; had some measure-. 
ment been devised to capture group move~ent and individual 

improvement'. 

Another area of some concern was that most of the 

teams stayed with the same type of role play situations. 

rrhere 'vias very li ttle variety, and not too much variation 

in the type of roles that were being assigned. Most of the 

teams stayed vii th the lIaide meeting!! sessions and thereby 

might h8ve missed considerable opportunity to explore the 

possibilities of role play inclusion in a traininG program. 

This is quite evident in looking at the tapes of the dif-

ferent role play sessions. Role play is a fine learning 

experience; the trick is to make it meaningful and record it. 

, The ratings and questions that were injected by Team #1 

proved to be rather worthless. Almost everyone rated the 

participants the same, usually a rating of six, and for the 

most part the s?me anS\l[ers appeared on each of the three 

. sessions. It "laS obvious that, the measure V1GS not tied dovm 

enough to relay ~ny 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 shovm trainee and group movement J and could have 
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served as guidelines in the establishment of proper role 

play techniques that proved successful in the training 

session: 

RECQl:jNENDATIOIJS 

There are several reco~~endations that should be con-

sidered concerning the role play. Some were'mentioned in 

the description, but there are some that should be expressed 

here. One possible means to improve the role play sessions 

would be to increase the scope of these sessions; not just 

role play the same type of situation at every meeting. 

More variety should be employed and possibly some research 

could and should be done to bring forth some alternatives. 

As was mentioned, much thought must be given to methods of 

measuring these sessions. Role play is one of the more 

flexible parts of the training curriculum and it should not 

be wasted. 

Another area that could be expanded isth2t. a role be 

assigned and acted out 0' This give,s an indication' of how an 

indi vidua 1 pe:l:'cei ves' the kind of pel'son he is role playingr 2nd 

this would'tend to suggest an individual1s frame of 

reference and could well produce valuable information as to 

flexitility, toleranc~) and understanding the individual 

m8Y possess .. This could be of particular i!TIportance in 

later job placement as it would indicate possible reasons 

for, or against, a trainee working with different types of 
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groups. Further, it l'Iould peint out are'Ols \'Iher
ein 

each 

trainee, graduate, or staff membor could spend effort 

improving his knol'lledge and understandinG of his personal 

One more possible improvement that should be considered 

in this portion of the training program would have been the 

inclusion of the graduate studentS. Since these role pla~ 

values. 

sessions can be developed to feed '-'acle 'l\uch valuable infor-

metlo
n

, the graduate students certainly ,.:ould find benefit 

from being a part of role play. 

• 
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TEAM PRESENTATIOn EVALUATION 

GOP.L 

The goal of 'the Team Presentation Evaluation Report 

was to establish a critical check-point for the presenting 

. team 1.S improvement tha t documented team progress J and record-

ed tea~ experience in observing groups, taking notes) 01'-

ganizing material and writing reports. 

DESCRIPTICH 

During the team presentations which consisied of Cur-

.rent Com:nunity Programs, Organizational Role Play J and 

Project Progress Revie\'l the team next in numerica 1 order 

had the tasks of recording the presentation and discussion 

and writing a Presentation Evaluation Report. This report 

covered such areas as observations on style and delivery, 

gene~el subject matter, questions and issues brou~ht out 
~ 

by the group, criticism) and suggestions for future pre-

sentations. 

ANALYSIS 

The Presentation Report~ varied from exhaustive through 

token atter:1pts. There \'18S no standardized format and the 

~gjorlty of the reports heavily emphasized a few aspects 

at the expense of others, and because the team-mates a1-

tp.rnated ;'11 th each other responsi ti Ii t;y for observinG, 
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note-taking and preparing tile r~ports J there ViaS little 

team-work involved. 

The trainees were learning by doing. Presentation 

evaluation tapped areas of learning but, there were no 

quality co~trols or structure to insure that trainees 

would develop effective work habits in these areas. Some· 

trainees may not have improved. 

Fei'l reports · ... ,ere comprehensive enough to be measures 

of team progress. This task may have been unfruitful be

cause it was considered just another chore~ 

An attempt vias made on a post-meeting questionnaire 

to evaluate trainees in various areas but the questions 

were not of much use. 

RECO:·I'1EHDATICHS 

Structure or format would be beneficial. Specific 

areas to look for vihile observing use of a standard report 

outline of specific aspects of the ~eeting, use of a tape 

recorder to analyse critica~ incidents are suggested recom

menda tions ". 

Team-mates could share note-taking responsibility 

\'latching for differencesj for example, subject content" 

verbal messages, non-verbal mess~gesJ implicit messages, 

sea ting arrange:nent. Both tea:n members would· in tegra te 

their notes in a final re~ort adding to their experience 

in team thinking and providing a.greater array of techniques. 
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This process would also get at the pr6b1em of reliability 

of observations. 

Sub~itta1 reports could ce corrected using consultants 

and te~ts as references. 

A much needed teem project could be constr~cting a 

group observation manual. 

A post-~eeting questionnaire would tap and measure 

team and individual achievement. 
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INDIVIDUAL AND TEAr"! EXPECTED-TO-OBSIi'RVED 

GOAL 

The goal·' of the Individual and Teem E.xpected-To-Obsel"ved 

pr.ocedure H2S to. provide the trainees the oppo;rtuni ties to sys

tematically study themselves as individuals, as a team and the 

training program o 

DESCRIpTION 

Every week each trainee, graduate student, and staff 

member, made written c'ommi tments and predictions on an flEx_ 

pected-~o-ObGervedll form~ These com~itements and predictions 

\~ere classified into three categories.* The three catagories 

I e vlere as follows: (I). 11Hha teach indi vidua 1 expected to accom

plish in a week's time, II (2) Il v,That each teach expected to ac

co:nplish in a week.'s time, II and (3) ,,\,.That each' individual 

believed \··10uld happen in the training program in a Vleek! s time. II 

Individual commitments Here msde to the team members. 

Team commitments and. individual predictions concerning the 

training program were made to no one except perhaps to team 

me~berD. At the end of the week the trainees, graduate stu

.dents, and staff recorded what the outcome of their predicticns 
- - - -
*At one time a cate~ory for "ne\'! ideas II was included on the 

forms. After a short period of time the group suggested that 
the llne~'T ideas 11 ca tegory be' omitted. A blank sh.eet of p~per 

WqS placed on the bulletin ~oard on which to wrl~e new ideas. 
They were then presented to the group during Total Group Eval-
untion mcetlngs o . 
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~~~~~--------~~----', 

'dere and wrote dm'l'n the reasons· they believed the predictions 

came out as they did. Some times discrepancies tetween pre

dictions and outcomes were discuss~d within the teams. The 

IIExpected-To-Observed II forms \'iere then collected" briefly 

anal"y~ed-, and placed on file by Team #1. 

ANALYSIS 

, The IIExpected-To-Observed 11 activity never really became 

an integral part of the training program o The group never 

f'J.lly grasped the f1expected concer.:t II in spite of continue31~s 

exp~anations ,regarding the kind of commitments and predic

tions required to make it meaningful. This was evident by 

the many changes rrzde in the termin~logy of the various 

categories. It "I;as evidenced by the irregularity in which 

the forms Here submitted. Further -' it was evidenced 'by 

the team memoers reluctancy to discuss within the team and 

the' total group \'Tha t the outcomes of predictions implied 

when they were inconsistent. 

A number cf the expect~d forms were collected, but 

as a result of n~t having the team commitments made to 

the total group very little discussion occurred around the 

discrepancies. The ~nformation collected concerning the 

program VTSS not systematically presented back to the indi

vidual or the tea~s because of the following reasons. One 

was~ some trainees did not'make predictions. Alse, having 

each individual trainee make separate predictions regarding 
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the training program made the procedure too fragmented. 

Finally, Team #1 never d~vi3ed a method that "lOuld system-

• atize the IIExpected-TC'-:,Observed II activity. C0nsequently) the 

IIIndividual and Team Expectcd-To-Observed" curriculum ac-

tivity very subtly'" vanished from the training program. 

Since the "Expected-To-Observed" activity was left 

to the discipline of the individunl it is difficult to duc-

ument even subj ecti ve ly the posi ti ve effec.ts to which it 

can be contributed. The records indicate that at the begin-

ning of the training program a riumber of trainees did submit 

their forms. This implies that some consideration in records 

do not indicate what degree of consideration or \o.fhat influ

ence the self-study had on the trainees. 

REO OfITI,mNDATI 0113 

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. 
'.' 

Each team should be scheduled to discus's their indi vidua 1 

and team expecteds w~th the total group every' other week. 

By fO"l;'ming four teams the total group \-..-ould be able to .have 

individual and team self-study meetings t\'lice a week. A 

group recorder would record a ne\'{ set of commitments for the 

team 1 S next scheduled time. Group discussicn \'lould 'center 

around the lack of discrepancies as well 88 goals which are . 
not achieved. This \llould focus on the possibility of setting 
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goals that require little or no.effort to achieve and goals 

that are set but can not possibly be achieved in two weeks 

time. 
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LIVING GROUP 

GO.AL 

The goals of living group sessions were to provide a 

setting vThere the trainees could work with their persona 1 

problems that prevented them from acquiring and using the 

skills needed to become effective agents of change. These 

included interpersonal problems that came about as a result 

of living together and other personal concerns. 

DESCRIPTION 

Three special· living group meetings were held during the 

first phase of training o Two marathon sessions which the in

mates trainees initiated themselve~ and one which three 

visiting graduate stUdents from the University of Calif6rnia 

at Riverside requested o * Regular liying 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 sessioB included other project 

staff, graduate studerits, and inmate trainees. Subjects' 

discussed in' the living group varied from hm'l indi vidua 1 

trainees were viewed in the program by the rest of the group 

to possible problems the trainees could encounter when placed 

on internship in the com~unity. 

* SEE IISome Other Activities" p. 

53 -



• 
On several occcsions the trainees 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 it is 

difficult to doct.t'i'lent the development of the trainees result

ing from living groups. The purpose of the living group 

meetings was never defined. As a result limitations could 

not be used as guidelines o If a definition was formed as 

a central theme of the groups, it possibly could have been 

the following: "v1here are you gOing? 1/ Il'V'That may prevent you 

from getting there?1I and Uv1hat do you intend to do abo"ut it?lf 

This was especially true in the discussions held in the 

special living groups. 

During the living group sessions a number of the train-

ees were reluctant to partici~ate because they felt, as a 

result of their prior exper~ence in therapeutic community 

programs J they had grm-m beyond the need to discuss persona 1 

concerns. Other trainees felt the time could have been used 

more advantageously on team projects~ Hence, at times the 

11 ving groups '-Tere some\,lha t less 'than \'1e lcomed because of' the 

regul'ar1 ty \,li th which they were held. 

A number of group 'skills were developed b;y' the trainees .. 

These skills were in recognizing. "games II and po\'1er structures 
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within the group, (e.g., -one-uprnanship, evasiveness, and 

sub-grou~s). Skills were developed working with and through 

-group process problems. What is more, the group learned the 

value of post-gr6up for determining group themes. As a re-

suIt -of consistent exposure to the living group atmosphere 

the trainees experienced some growth in dealing with them-

selves and otherso 

REC Ojl-r.;1EN!:l.l\ TI 0 N S 

#1 Living group meetings should be held three times a week. 

These meetings should last for an hour and include inmate 

trainees, graduate students, and project staff. Dis

cussions would consist of problems that arise from day 

to day and problems that could arise during internship 

in the comm1J.ni ty • These meetings com"bined \'1i th the regu-

lar tv-Io-individual and Team Expected-To-Ob~erved meetings 

should lend to the development of coping skills in learn-

ing content and personal relationse 

#2 A three dey sens~tlvity group should be held at the be-

ginning of the next institution training phase. Parti

cipants should- include all of the lI older Tl inmate train-

ees and graduate students, the new inmat~ trainees and 

graduate students, and project staff. The olders could 

acquaint the new trainees with the pilot phase including 

the internship training in the community. The sensitivity 
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·e 

--------------------------------
group should be equivalent to at leClst tHO weeks £;eneral 

orientation. This would facilitRte a more ready response to 

speci.fic trainins by the nevI trainees. 

In addition the NCDP 1s goals and development methods to 

the sensitivity group could be used to focus on and work 

with interpersonal concerns of group members. Starting with 

the first sensitivity group sociometric measures could be 

used to illustrate how each member of the 6roup is seen by 

their peers. Prior to the next scheduled sensitivity group 

sociometric me$sures could be Given again, and the diffe~

ence· between the first measures and the second measures Nou,ld 

be content for discussions. The sociometric process could 

be duplicated for the next scheduled meeting. 

These meetings should be held approximately four times 

during the institution training phase~ and could be spaced 

over an equal a!TIount of time and ,last for a full day. The 

length of time beh'1een meetings \'lould allm'l for significant 

changes to be observed by the group, and the length of meet

inge would allow all of the subjects td be discussed. 

" 
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RESEARCH METHODS 

GOAL -
The goals or the research orientation were to acquaint 

the trainees with the role or scientific research in" :and 
. 

how it coul4 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 instituion1s Re-

search Service Center; a brief explanation of the mechanics 

tt of the machines in the processing room; two other methods 

were used, one method was a two.hour class held twice a ,week) 

and tha other was team consultation twice a week for two 

ho .... urs. 

In the class setting the inqtructor Kelley Ballard, a 

statistician rrom the institutionts Research Service Center 
. 

used current research studies to illu'strate survey, and 

experimental design anp why carerul planning was needed. 

He 'r'Tould assign homework to be completed for future classes 0 

On occasion each team \'1'ould present a home\\'ork assignment 

to the rest of the group in the classes. 
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The team consultation method required that each team 

request the assistance of the consultant when needed. Some-

times he would help in planning the best approach to team 
. . 

projects which involved statistical elements, and at oth~r 

times he would consult with the teams as they encountered 

statistical problems while \'lorking on their team projects. 

ANALYSIS 

The research classes lack of productivity was evidenced 

by the many times the instructor had to hold discussions 

with the grou~ r~garding the purpose of the time he had sched

uled. with the trainees. It was f'urther evidenced by laclc of' 

response on the part of" the trainees to the research con

cepts the instructor was illustrating. 

The lack of response on the part of the majority of' the 

trainees can be contributed to a number of' f'actors. One J 

p'rior to the training program the majority of' the trainees 

had had no experience vii th research and questioned whether 

or not they could grasp' it. Another, what individual trainees 

did grasp was of dubious qua Jj_ty 0 Incorrect interpr~tation 

exposed was, personally catastrophic. Finally, . clarification 

of concepts was not asked by some of' the trainees for fear 

they vTould become further cnnfuned. Incorrect homework' com-

• i 

bined with the lack of clarification responses from the train-

ees brought the formal instruction to an end, and as a result 

a team consultation method vTaS devised 0 If a team \'183 training 
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on a team project which did not require consultation the 

team had two alternativesj. to sit-in \'lith the team that was 

receiving research· consultation or to do without it. 

The ability to use comfortably research techniques was 

one of the goals which the trainees were str~ving to achieve. 

Limited development was indicated by the correct response the 

instructor received during the classes and in the correct 

homework which was submitted and it was further reflected 

by the team project f'inal reports. 

Listed below are the kinds of research characteristics 

illustrated by the instructor during classes and team con

sultations: 

A. Research ]~ndamentals (models and systems) 

B. _ Systematic Study Method (expected-to-observed) 

C. Problem Stating (hypothesis forming, cause and 
ef'f'ectJ experimental designs, 
establishing 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 pr6-
cessing, and data evaluation) 

F. Descriptivi Techniques (~harts, graphs, etc.) 

G. Hypothesis Testing 

H. Elementary Statistics 

I. Research Report Construction 
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RECmlftvIENDATIONS 

The closs approach s,hould be re-cstablished for the 

first four weeks of the next institution training phase. 

It is 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..! 
I 
• 

! 

r 
. , 

, . 
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PROPOSAL AND REPORT 1tIRITING SEIvlINARS 

GO.l\L -
, The ob,jecti ve of these seminars \'las to' better acquaint 

the trainees \,11 th proper grarmnar, punctua tion, spelling and 

vocabulary, use of outlines, report preparing, use of refer

ence material, and the development of writing clearly, con

ciselyJand persuasively. 

DESCRIPTION 

Knovling that much of the trainees work during, and 

quite possibly after, the training session was centered 

around writing, this seminar \'13S introdu,ced on March 12, 

1965. It was conducte& by an inmate of the Research Ser-

vice Center here at CcM;F. Four hours weekly were allotted 

to these seminars. Originally the sessions "",ere. set up -
. 

for Friday eveings 6 P.M. to 8 p.m. and, Sund?~ aftBrnoons 

12 p.m. to 2 p.m. After two such sessions· and some diffi

culty finding a suitable meeting place, due to the fact that 

our offices were secur.ed on weekends J the seminars \vere 

changed to Heanesda;y and Friday evenings" 6 p.m. to 8 'p.m. 

and Were held in the' main proje~t'office in R-Wing. 

In the beginning, the sel"Jlinars were conducted much like 

any traditional class. Dittoed sheets of information cover-

ing a review of basic composition, were provided and, sup

ple'ncnted these by short lectures. -After several such 
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'classes the trainees felt that it would be more profitable 

to use the service as a con~ultant by teRms rather than as 

a total group. Staff was so informed and the schedule was 

changed. The fou~ hours remained with the teams each having 

the services of the consultant one hour per vleek. At first 

the consultant used as referenc~ material for instruction 

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 up with mater

ial currently being preparedo 

ANALYSIS , 

It should be noted that the~a seminars began at a point 

more than half way through the training program) and at a 

time when all of the teams were well into their respective 

projects. Much help \'las given to the trainees in. these sem~ 

inars. This is very much in evidence when comparing material., 

produced before and after the introduction of these seminars. 

Probably the value of the inmate consultant can best be 

illustrated by the fact that in every team project final 

report appreciation of his help was acknowledged. 

One possible explanation of the development of the 

trainees skill in writing of this could have been that the 

inmate \'18S an ecologic peer to the trainees. This allowed 

a great deal of person~l ,interaction because the "trainees 
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-e 
felt that he understood their particular problems. 

REC Or','EIlENDA TI ON S 

There are several suggestions for improvement open for 

the use of this type of service in a training program. The 

first of these would have to be earlier introduction of 

such material. It can,oe argued that if. progress ''las shown, .. 

which it ~asJ then earlier ~pplicatlonof a Writing Seminar 

\'lOuld have greater benefit for the trainees. They would 

simply have more time available to develop this skill~ 

Another possible imprOVement would be the possibility of 

testing the trainees at the onset of the training program. 

in this sKill area and again after service .. to indicate 

points for imp:rovement. The, California Achievement Test 

was e;iven at the beginning of these seminars back in March, 

but was never foliliowed'up; It was found, as·a result of this 

test,' that the trainees plac~d very high on this evaluation 
> 

measure, but it could have been given again to see if any 

difference may have occurred.> 

- 63 -

> i 

, i 

i 
~I 
t'l 
I' 
~, 

t 
I 
I 
! 



.. i 

i 

• 

OPOSAL AND~_ 
PR l.TnImI.uG REPORT iLL J. 

SEt.lIHARS 

• 

'-LEAmiHra 
PRINCIPLE 

'.1.1 it 

I 
I 
t • I 



-- ------1 Rovie1'T of basic sentence clements, 
grammatical terms, and punctuation o . 

Develop ability to usc dictionary, 
the library, and other references I 
"a.reas". Develop communicative wri t- I 

LEABHHra 
PRHrCIPLE 

,-[- #~ 

and .. ~:l'~on) • ,,~carnin~ t~ :r:i te 1'Ti th i"TRITING _ I 
ing, proper usc of vocabulary (torms ~ , 

porsavsive style. Organizations of -l __ -_ ~ I ! L3!1R!;nm 
a oJ_ca.r, oon .... J.se, do...,crJ.p",J.vc, and SKILLS -t "-----
thoughts and material. Develop usc: l_' --1 PRDWIPLE 
of outlines and note taking techniques 0\' _ #2 _ 
Learning proper research roport j'Tri t~ -----
ing. Proper use of footnotes, quotes, I 
charts and graphs, bibliography, etc.. . 
,Exa~ination of, including discussion, 
trainee produced 1:ri tten material. ____________________ -4 

1 

I 
.-t 

'\ L 
i I 
~ I 1 , 
) i 
~ . t , 
i \ 

. I I 
t • . . 
f I 

1\ 
JI 
1 t 
Ii 
~. 

t : 

( .1 

n 
~ \ r, 1 
I J 

f I 
t i, 

II 
t .. 

L 
h 

,1:': 

t 
t, 



L0c.rnin~~s.~.!.~<!.s_ a.nu ~i22.ds o~ 1.2..~;~~-;:~ .. -_. __ . - ---L 
Loarning by classroom m~thods J homc1'Torl,{ assignmoniis, .. ___ _ 

LEARNING 
PRINCIPLE 

·1J.l toam discussions> and U~=l:~~~~~~.~:_~~~~ultunt. I 1t 
I ,----. 

PurpoGoful activity perceived as important --".. ---_. 
i'lri ting skill soon a.s importc.nt skill. 

. -----.. _--' ... --.. -.-.-----! r-----
I i LEARlH1'TG 

]----"1 PRI1~CIPLE . #2' ---_. . . ..-.-'. ----_._---

e 

• 

. --.... - .-. .... ", -

: 
! ~ 
,. I , . 



---- - -----------

SEHINARS ';lITH PROFESSIONAL PEOPLE 

GOAL -
Seminars with professi6nal people had several goals~ 

'\'lhich provided the trainees and gradua te s tud'ents \<11 th an 

opportuni ty to better understands 'and build, a working k11m'l

ledge of ,the dynamics of orcapizatians. Seminars offer the 

opportuni ty of intera,cting with, professional people ("Ins ") .. 

These seminars provided the total group vllth content for study 

and discussion" including information on other programs cur-

rently being done, or of interest to· New Careers Development. 

DESCRIPTION 

The s~minars varied greatl;y depending on the visiting 

professional; ho~ever there were three catagories of seminars: 

A. introductory 

B. teaching 

C. consulting. 

During the early phase of the tr1ainiqg program at Southern 

,Conservation Center for the first fevl weeks at Vacaville J 

a nu.mber of meetings were held with staff members from the 

lnstittition, fro~ the Department of ·Corrections Central Office, 

and the Adult Authority. These meetings offered the trainees 

and graduate students an ihtroquction to administrative pro-

cedures and functions o Some of these meetings'were pre-
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discusGed, witti thought given to what should be discussed~ 

and what was desired from the meeting. Most of the meeting 

had a post-discuGsion period where the trainees, graduate 

students, and staff, discussed what \'lent on, what was learned, 

and holtT it could be applied to Ne\'l Careers, and how the sem

inars could have been bettered. The largest concentration 

of 'these meetings had been held in the early part of the 

training program, but there were others spotted throughout 

the entire training period ~ 'rhese seminars can best be 

described as Introductory Seminars6 

The second type \'las one of teaching. In these J- the 

professional was utiliz~d as a resource for specific skills~ 

Time inv6lved 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 

?e useful. and valuable in performing various tasks. In the 

longer sessions the professional also lectured, but hud the 

added advantage of performing somewhat the role of a con--

sultant. 

In the third category of seminars, the professional ser~ 

ved a different role, that of a consultant. Throughout the 

training program, with special emphasis in the latter stages, 

the p~ofessionalpeople met with the trainees, graduate . . 
students, and project staff, to further individual and project 

development. Most of these ~eminars were divided in such a 
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manner as to permit the professional time with the total 

group and with each of' the four training teams. ProfessionaJ.s, 

who are implementing programs for the development of "non

professionals ll
, consulted with the membership of this project, 

to further the training, principles, concepts, etc., where 

the members of our'project could meet with people represent

ing otper projects and exchange information useful to both~ 

Here to was the time ,alotted for the visiting professional 

to evaluate our project· generally J and the trainees specj.r·· 

ically. These seminars also ranged in time from. a f'eV-l hours 

to a few days. Near the end of these seminars; time was noX'-

mally set aside for the consultant to summarize his visit, 

and to f·eedback vlhat 'information he deemed valuable. A 

;~itten report was usually'received from the consultant fQ~

lowing the visit~ 

ANALYSIS 

Meetings of the introductory type, provided the trainees 

and graduate students, with exposure to the mechanics of ad

ministrative processes, the structures, protocols, policies, 

problems inherent in organizational and administrative pro

cedures, This time a I1m'Ted the protession'a 1 the opportunity 

to relate methods of operating within an organization or ad-

nini'stration; the What, hm'!, and why) that he had found to 

te successful, as well as detrimental. 
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The seminars with institution staff me~bers Rlso in-

volved an exposure to organizational procedures and the 

personal experiences of the professional. For the most 

partJ these seminars tended to be centered around the 

individual in·stj.tution, its policies and protocols. How-

ever, most of thse seminars were much in the class of an 

~rientation and did not provide much interaction between 

the trainees·and the professional~ 

The teaching seminars iricluded professionals like Dr. 

Elias H. Porte~J and Mr. James Robison. D~. Porter spent" 

two days with the project discussing and showing methods 

for evaluating a system as a collected total, rather than 

in its isolated parts. He utilized visu~l aids during his 
. . 

talks and passed out printed matter he had written.. He in-

, "'.< 

troduced a technique of using five-by-eight cardp in group 

problem ~olving sessions. Utilizing' this technique the group 

found it could work on one specific problem or area at a 

time~ This technique is of value when working with groups 

not normally accustomed to working through different process 

problems that ~ay interfere with its productivity. New 

Careers found that this valuable and greatly versatile 

techniqtte soon became a \,lo;rking tool in the "bagll of all 
-, 

trainees. 

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, sociograms, and socio

metric ratings. Through ,the use of these methods it is pos-

sible to gain further insight into groups, and the individ

uals composing groups, by identifying cliques, hierachies 

of leadership, and other social groupings, that may add 

or subtract tremendously from the 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 unable 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 third type of seminar, the professional was ~sed . , 
mainly as a consultant. Mr. Art Pearl, Mr. Aaron Schmals, 

Dr. MaXi'le 11 Jones, r-1r. Al Elais brought their knowledge 

and experience as a source to expand and improve our project • 
... 

In the various meetings with the total' group and the indi-

vidual teams, the trainees, gradupte students, and project 

staff had the opportu~ity to discus~ different strategies 

involved in bringing about change and'possible methods of 

developing and utilizing training program~, to examine the 

current program aimed at developing non:profcssionals, and 
• 

the social trends, issues, and policies that are today facing 

the overall developmqnt of man. ,The professional was given 

the opportunity to evaluate the New Careers Development Project 

, 
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and its trainees and to offer suggestions. as to the improve

ment of both. The experience of the professional played an 

important role in serving as guidelines and expansion points 

in testing theories, concepts, principles, learned and devel~ 

oped by the trainees of this project. One of the "of'f-shoots" 

of these ~eminars was the feeling given the trainees of the 

limitlessness in a New Careers Development field.. The ent-;hus-· 

iasm generated in these meetings by trainees, graduate stu

dents; project stafr, and the consultants added greatly to 

the success of the discussions. 

Dr. Maxwell Jones' seminar is an example of emphasis 

being placed on individual development and awareness. The 

intensi v'~ sensi ti vi ty group c~eated more awareness through 

exposure by discussion of'individual value systems and self 

images and how they affect others.. The examinatlon of the 

material revealed in these discussions promoted individual 

~rowth proportional to the overall growth of the group and 

of the project. An essential part of any learning system 

is the better understanding of' one I s self. As this under~' 

standing develops, the underst~nding of others also"develops. 

Dr. Jones; added grea,tly to this sensitivity to values" both 

to onels self, and of others. 

In summation" Seminars \'1i th Professiona 1 People yielded 

muc'h information that was vital to the training program. 

Discussions promotes content for future study and the stimuli 
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for self development. These seminars a Iso afforded the· 

trainees,; ,graduate students, and project staf.f a means of 

meeting with professional people and thereby, created the 

opportunity to petter understand the "fI'am.es of re.f'erence ll 

of professionals. In all of the situations the seminars 

provided the professional with a look at the New Careers 

Develop~ent Project".;. a better und'erstanding of the train:Lng 
~' . "~ _ . ," ~~r. ~. ~ .. :~' . " . fl 

goals; ~andan introduction' to 'the mem'i?ers of the project;., 
.:~ ~ 

Certainly there was. .. variety and scope to these seminars.,. 
", !'. . • • 

In most of: the sen~lnal'S .the longer "r.he sessi9n, the more the 
" . : ~~ 

opportunity .for informal meetings.. In these informal sessions 
. 

much'more feedback, to,.and from the visiting consultant and 

the total group 1'laS produced J and for this reason these 

scm+nars seemed to gain the favor of all the trainees~ All 

}O/ere inf'orma tion sources j some were teaching experiences.l 

and some the learning to work with a consultant~ All of ' 

tl1.ese were sounding boards for the building of a' definittol'l 

of New Careers and the prOjected roles of the membership 

of this projec1;e 
',' 

HECO!·ThlENDATIONS i. 

. '-Many of these seminars might have produced greater _ 
~ .. 

benefit'to the training program and its membership, had 

the techniques of pre-and post-discussions been more spe

cific. This certainly would have added to an est.abllshed 
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from given meeting should have been more reflned and 

. promoted .. Another feature "Zhich could have greatly enhan-

ced these seminars w~s a \<'rritten report from the consultant 
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TOTAL GROUP'EVALUATION 

vOAL -
~le goals of Total Group Evaluation were twofold, 

First, to evaluate on an on-going basis what the training 

model and the trainees were doing J in order to make changes 

as·needed. Secondly, to develop trainees in problem stat-

lng, 'collecting information, planning accordingly J and 

evaluating the effects decisions had on the desired change. 

DESCRIPTICN 

The first ten days of the institution training phase 

m:;re used as an orientation period. The inmate trainees 

end project staff used part of the orientation period to 

design a training curriculum and establish criterion for 

the selection of gradua to students', Each evening the train-

ces and staff met for three hours to plan and develop a train-

inB program for the remaining fifteen weeks of training. 

During these primary program development ~eGtings the train-

ees were encouraged to share the responsibility with each 

other and the staff for ~aking decisions as to how the 

t~2ining model should be designed. After the initial ten 

day program development meetings end the selection of two 

~raduate stUdents then the evening ~eetin6s were converted 

into \'loekly Tota 1 Group Eva luation meetings. 
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Team #1 preparcx a weekly schl!'lu} 

tl,'lo,hour total group evaluation pC:l'L'·:.i. , . 
uate students) and inmate trninees It. 

meetings} and discussions \'1ere held a}'. ";'.~' ~ ~', 

ational problems in the training mode! 

was viewed by his peer andstafr mQ~t~~~. 

Infor~ation concerning the oper~t~~n3 ~t 

model) including problems and suggssti'::)~1. t:.:'l'" ~. 

changes \'las collected by Team #1. 7hl~) i;.::\;;r.J.~ 

record.er J secondl~l J five- by-eir;ht c:::!"!."'.:f3 '.-/ ...... 11' ~:;t~' 

the group "lrote problems and susges t:V':-;!:.} 1 

predictions made either as a total croup cr 13 

on 'a '\'leekly lIExpected-To-Obsc'rved II forr.!. 

Information regarding how individ~al 

ed by thGir peers VlaS collected by peer CV:1}~~,:l!'"4li, 

One such measure \'las e prediction on a sc:=l'~ :r" .... ~1 

to eight (lm'l) of 11\,.,110 \,7111 b~ the most cffC'ct! .... ·;;r· 

agent l1 and 1/7here each trainee believed th£.' 0t.~.err-

and staff l,'Tould ra to him. I\nother mC3sttrC 

i th t t t i Cc.~,r'11 f i sl'~"'l ·l ..... ·"""*' If' S e mos compe en . n '" 0 n ne l'"~.l..l. , ...... ,W'* 

the trainees again rntcd CEJch other on a sC:lll.!' -::'f.' 

to eight on 8ach of nine di CCcrent skills. rr-,"C' 

scales Vlere used; one to r:l0.1:tl.tre peer grm:p 

the other to measure pers on,\ 1 relationshlr \'lith!::. 



I~ ~'.:; 

I:r-
, 

r-

?l'oject stafi' and the gradua te' s tudcnts) and inma tc trairl"7('t,', 

part:l:cipatd in all measures and were rated. Stnff and .stu

d'.::nts were not measured in the Ifnine cO'Tlpetent skill nre':H.I. II 

After the information was collected regarding the trnininG 

~6dGl and peer evaluation, it was processed by Team #1 and 

presented to the total group at later meetings Eor further 

consideration. 

AH~.LYSIS 

It appears that the goals of the group evaluation ses-

sions were only partially achieved. During the primary 

stages the group was reluctant to discuss the implications 

of positive or negative predictions when the outcomes were 

contrary. The reluctance to discuss predictions could be 

contributed in part to the probability that the purposes 

of the group eva lua tion sessions, the methods used) and, the 

role that trainees were to assume, were not thoroughly under-

stood at the beginning. This was evidenced by t~e sig,nigi-

c1ntly high rating of the trainees to the i~port2nce of 

structure in a change and development training pro~ram as 

indicated by the trainees responses on the questionnaire. 

Another factor was the length of time that elapsed 

between collecting the ini'ormation and presentins it to 

the Group. B~1 then often the proble'ms under consl,deration 

h~d either been resolved) or had taken on too many new 
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dim~nsions J or hud yieldGd to' nC'w problems requiring more-----l 

immedia te a tt0ntlon. At times the inma te trninees responded t I 
I , 

lacl<3daisica lly to ini'Or-:TI8 tior1"pr-es-ented r'0"gRrding peer 'eva 1- [: 

uations. The lack of response could have been for the fol-

lowing reasons. A number of times the outcome of the peer 

evaluation had been previously discussed among the trainees 

outside of the total group meetings. All of the trainees 

felt the peer evaluations gave rise to competition among . 

the trainees, but all trainees did not feel that competition 

had been encouraged. Some trainee.s had believed the peer I 

evaluations were popularity contests. Still others might 

have been threatened about being rated low in effectiveness 

or competence. 

Therefore, the peer evaluations were beneficial to some 

of the trainees 2nd the training program, but not as much 

as they could have been. All of the trainees gained insight 

as to how they had bcnn seen by the group. Those who had 

been concerned about how othc::rs S3\'[ them and felt there \I[as 

room for growth within themselves used the infor~ation to 

elicit nell[ responses from the group. Those who had believed 
. 

they Hcre incorrectly evaluated paid little attention to 

the peer evaluations except to question its reliability. 

Another factor and perhaps the :nost important was that 

the total group evaluation sess"ions had been attempting to 

evaluate at 'least two seperate entities(training ~odel and 
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trainees) at the same time and each at the expense of the 

other. At times information would be collected concerning 

the training mo.del. Before considering YJhat chanGes l1eGded 

to be made or what effect the changes that had been made had 

on the problems, attention w9uld be shifte~ to peer evalua-

tions or some other concorn and the process repeated. As 

a result) concentration in Gach entity .was too sporadic to 

bG as meaningful as it should have been. 

Information collect.ad regarding lIfeeling ab.out the 

pror:;rnm tl frum the Expected-To-Observed for:ns generally was 

r.ot used. The:na j ori t:y of the trainees fe 1 t tha t the pur-

pose of the category was too vague or not important enough 

for rigid adherenoe to the responsibXlity of making out the 

forms. H:=nce, a number of predictions reGarding the program 

VH::re not submitted, not defined explicitly, and not fGd-back 

to the 8roup for further consideration; until finally, 'in

form8..tion regarding IIfeelings about the prosram., II collected 

fro:n the forms, yielded to hiGher prioriti2s. 

At the midway period of the training program the time 

scheduled for total group evaluation came into conflici with 

th.:; time scheduled for team ,~ork and stud:v• This ·was due to 

the time needed for the· team projects and may account for the 

13ck of response to the group evaluation seSSions by some 

of the trainees during the midway period. 

The trainees did develop a number of insights needed 
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to effect change and development from the total group eval-

u8tion sessions in spite of the incohesive beginning of the 

group. Severa 1 changes of the training model were proposed 

by the trainees. For example an Organize tiona 1 ChsngeD"i .... 

namics period was converted into an Organizational Role Play 

period. The grs>up \'TaS having difficulties in studying the 

kind of organizational-change problems inh~rent in planned 

organizational-change. As an alternative the group changed 

to role pla-y methods to acquire skills needed for ''lor king 

with study groups, Another example iS J the graduate students 

were being excluded from total living group sessions to 

enable them to devote as much time as possible to team pro-

jects.· In addi tion, the group found the;y \'rere spending only 

half of the ti~e studying content in other total group acti-

vities, \'Ihile the other half was devoted to handling per-

sonal problems which were not applicable to the subjects 

being discussed" H0nce, the curriculum was changed to include 

the stUdents in a living group session and a setting \vas 

prov~ded where personal proble~s would not interf~re with 

other curriculum activities. In making the changes and ob-

serving their outcomes the trainees learned some of the 

mechanics of planned change. 

In addition) the trainees developed individually as 

group members, and collectively as a responsible group. 

This \'laS evidenced by the group I s collecting and using 
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appropriate process informstion about itself to set goals 

and thinking, planning, and building on oach others idoas 

to achieve them. On ocassion tho group developed some rnthc!)' 

long range goals and wore successful in abhieving them. For 

example, over a period of about three consecutive total 

group ~valuations sessions the time was spent defining skills 

needed to become erfective change agents~ ~~tual sensitivity 

to the needs and styles of participation of all members was 

achieved. This can be credited to working together for an 

extended length of time as a group" 

Total Group Evaluation sessions were a compnnent of 

Team #llS team project. Hence, Team #1, throu~h working 

\,lith the group a's a pnrt of their project} acquired skills 

in other areas. See "Tea:n Projects". 

The structure of the group e~aluation sessions should 

be changed. The periods used to evaluate the progress and 
. 

the lack of progress of the trainees should be changed to a 

separate period of time. This should allow for continuous 

consideration of problem units other than peer evaluations 

in tho training ~odel. 

Designa ting a specific time an"d limi ting it to ~eer 

Qvaluations would also allow for continuous evaluaticn of 

the trainees. By not crovlding the total group cvalu::tion 
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sessions with interest other than what the goals of the 
, I 

group are) it should be nn effective moans to ita end. 

~hQn issues undor consideration do not become reconciled) 

the' group would have the advantage of exploring the reasons 

why> without having to turn its attention away from immediate 

concerns. 

In the meetings each team could make predictions with 

rationales about a concern in the program. For exa!Tlple) 

lI...,e believe there \"ill be more tension among the trainees 

in the housing unit$11 "The tension will occur because- the 

monthly Sensitivity Groups and the evening Expected-To-Ob

served Groups do not provid(; the opportuni tie's for discussing 

day to day issues that arise from sharing the same living 

quarters) and sinCe these issues are not being discussed 

they will probably be expressed through other ways in the 

living unit. 11 These predictions \'lould then be recordc:d by 

a coordinating team and presented back to the total group 

the following week. R~pid feed-back would make the systematic 

planned c~ange cycle ITore obvious. The team and the rest 

of the group could evaluate the outcome of their predictions 

and make new on6s. If two teams thought diff~rcntly about 

the same concern th~y could make different predictions with 

rationales for the 5roup to evaluate. 

Each team could rotate instead of having one specific 
. 

team conduct all of the total group meetings. This would 
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e Give each team the? opportunity to learn how to \'lork with I, 
.- Groups • Plus} all teams'vlould get some :feeling for what it I 

is like to face an aloof and cold group. 
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TRAINING CURRlcutm·1 HOUR3 

Th~ following is a breakdown of the hours of traininG 

activity 3S determined from the weekly training schedule. 

The hours represent a total of 16-plus weeks, 15 weeks of 

scheduled activity, and a 10 day orientation period at the 

beginning of the training program. 

Listed here are those hours covered by the trsining 

schedule, r'1onday through Friday, 8:00·a.m. to 9:30 p.m., 

end, Saturday, 9:00 a.m. to 4:00 p.m. There were several 

Sunday hours vlhich are a Is 0 inc luded in this breakdmm. 

J~t counted in this breakdo~n are 3~ hours per day. spent 

for meals and attending institution counts, and, those 

hours spent in Ilafter·-hour II study. Since the latter is not 

a part of the training schedule, and varied from trainee 

to trainee, it cannot be computed. 

TEA T,n l·JOrR.K A_~·T .. .uT' Sr.'11 TU-1"'lY 481 hours .1 ~. '~J •••••• 0 ••••••• o ••••••••• 0 « 

SEi·.1JHAR3 ':!ITH PROFSSSION.ll.L PEOPLE ..•••••.•.•• 124 hours 
TOT.l\L GHOU? :zVALLJ.4TION ..••.• a I ••• ~ ••• I .......... 82 hours 
RE"'E"Rr'H "-r;""'cns c:8 hours b .&.~ v !'!~ _:1 ~ • c , .............................. • :) 

LI\TIrJG GRC'u? ............................... 0 • c 52 }10ur s 
PROPOSAL AliD R~POR.T HRITING SEIUNARS ............ 35 hours 
CRGANIZATIONAL ROLE PLAY ....•.•..••..••..•..•. 30 hours 
CU'PT>L;'~r'T' C~ .. ~·-T>~Imy PRO"''' ':'I"IS ,')1 1 n' au"".!. s -i.l....""\.J-..I1·(_ L:~·j.·~J!t 1_ UI\r-.l' ••••••••••••••• II •••• &--t 

TEAII1 FROJEC'l' P?\CGRESS RKvIEiv •••••••••••••••••• 20 hours 
EXPECTED TO OBSERVED ... I •••••••••••••• ' ••••••••• 17 hour s 

TOTAL SCHEDULED HOURS .•... ~ ... 923 hours 
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r.hich xns dcyotcd to the tr<J.ining curriculum. The Prcsent<J.tion, Recording, 

end :2vc.luc.tion, and Team Project u.nits c:;.re included in tho Toarn Hork <J.nd 

Study pcrtion of this graph. The time used for team to prcp<J.re for toto.l 

group -'- .. preGor... "c,t:J.ons in also included in tho Tea.m Uork a.nd Study sqgmcntv 
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NE'~'1 CAREERS DEVELOPT<1mlT PROJECT 
SA)lPLE ltlEEKLY SCHEDULE 

APRIL 5th - APRIL 11th, 1965 

8:00 - Team Work & Study 
11: 00 - LU1iCE " 
12 :.00 -. Living, Group (Trainee Living Quarters) 
1:00 - Tea8 Project Progress Review (Team #3 [resents -

3:00 - Team Work & 
4:00 SUPPER 
6:00 - Team Work & 

Team 114 Records) 
Study 

Study (Tea:n #3 Proposa 1 & Report 
\,lr1 ting Seminar, Room 203) 
(Team #4 Education Se:ninar, 
Room 2(2) 

9:30 - Return to Quarters 

r""T""""D r Y A'DRIT 6+-' ! .J L.l0 :-\;) 1 .w v n 

8:00 - Team Work & Study 
,9: 00 - Tota 1 Gr'oup Seminar with r.1r. Bernard Karr, Survey 

Staff, New Careers Deve1op~ent 
Survey for President1s Co~mittee 
on Cri~e and Delinquency, 

9:45 - Te·:l:n Seminars \-lith 111r. Karr (Rooms 202)203)204· J 212) 
11: 00 - Post I,1eeting Ser:1in8r and SU:;L'"!1atlon ~f Nr. Karl" IS 

visit. (Room 212) 
- LU:rCH 11:30 

12:30 
1:00 -

3':00 -
4:00 -
6:00 -
9:30 

Tea~ Work ~ Study 
Ke 11e:; Ba 11ard, Sta tistician( Both hours \\'1 th 

Team #1, Room 212) 
Tea:'11 \'lark & Study 
SU??:SR 
Team 'Harle & Study. 
Return to Quarters 

~~~mSDAY, APHIL 7th 

8:00 - Tea~ Work & Study 
11: 30 - LU:·:CH ' 
12:30 - Kelley B~llard) Statistician (First hour with 

Tea~ #2, Roo~ 204)(Second hour 
\'[i th Te3:n t~4) Roo:n 2.:)2) 

2:30 - Organizational Role Play Scssion(Tea~ #2 Presents 

, 4 : 00 - SUPPER 
Tea~ #3 Records) 
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6: 00 - Tearn \'Inrk & Study (TcEl:n /'~3 Fr .. ~Dosr.l1 & Report 
. \~:t'itin·.: SC":1in:::r) Bco:n 203) 

7::)0 - Tcam :'.'ork & StLid:' (Te[l~l i?2 Pl'l)POGl1 1 & Repor t 
Writin~ Se~inar) Room 204) 

9:30 - Return to 0uarters 

THURSDAY) APRIL 8th 

8:00 - Team Work & Study 
W/G 9:00 - Tea'Tl Hork & Study (Last weeks Expected-To-Obser-

11:30 - LUNCH 

veds and Rationales due before 
Lunch) 

12:30 - Total Group Evaluation (Team #1 Presents and 
Records) Room 212) . 

2:30 Total Living Group (Room 212) 
3:30 - Team Work & Study . 
4~00 - SUPPER . 
6:00 - j',1ovie - liThe Highfields StoryllJ (Roo:n 212) 
7:30 T~am Work & Study 
9:30 - Return to Quarters 

. FRI:lAY J APRIL 9th 

8:00 - Team Work & Study 
9:00 - Tetal Group Se:ninar with Dr. Maxwell Jones 

11:30 - LUNCH 
12:30 - Total Grcup Se~inar with Dr. Maxwell Jones 
3: 00 -' Pos t ~ .. 1eetin8 SErninar & SUm11J3 tion of Dr. Jones Vif;~' 
4:GO - SUPPER 
6:00 - Team Work & Study (Tea~ #1 Proposal & Report 

Writing Seminar) Roo~ 212) 
7:00 - Team Work & Study (Team #4 Proposal & Report 

vll'iting Seminar J Room 202) 
9:30 Return to 0uarters . 

SATURJAY J APRIL lOth (ADMINISTRATION BUILDING-Conference Roon) 

vl/G 

H/G 

9:00 - Current Community Pro;ram (Team #4 Presents 
Team #1 Records) 

11:00 - LUNCH 
12: 00 - Team i .. lork & Stu.dy 
4: 00 - Return to ~Iuarters 

( Saturday 
side Hill 
Team 114) 
other\'iise 

the students frOM University of California at River
'Jisit the project and be includ(::G in the 9ro.~;ram vdti: 
Activity location will be in R-WinG offices unless 
s[lccified 

'Vl/G - Denotes Graduate Students present . 

~~~~~~----------------J. D. GRANT 
Project Director 
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LEARNING PRINCIPLES 

DISCUSSION 



DISCUSSICN 

7he need fer disadvantcF.:.Eld :vouths to have productive 

;.-: >:::; in our affluent society \'18S addressed in the intro-

!.=tion. Since most of the disadvantaged are unskilled 

:-"'/er~~l questions i:711nedia'Lely arise. One of which is) IIhm-I 

'. ;-.:. tr.e attitudes) va lues J and skills imparted to' those 

: ·_',~t!1::; who hBve been unsuccessful in today IS traditional 

The NCDP approaches this question from the standpOint 

~~ a Gerger that consists of integr3ting the acquisition of 

:%~lls and the personal development of the trainee through 

· :.:: ~lse of se',;en plausible learning, assu:nptions. These assump-

.. ~ cr.s are based upon research and experience in lenrnin6) 

~'-::.ti'.'itJ) an:) therapy} as well as culture value change. 
, .. 
7his discussion looks at the consistency with which the 

. " 

principles were applied, and the 

r-:~~'2cts of thGse principles on the trainee during the insti-

· ~~lc~ training phase. 

;. , 
7~ere is·en int~raction tetween kinds of learnin~ methods 

£!2.d kinds of learners. Learning and problem solvin€; meth-

cd~ that are effective for some kinds of persons are not 

apprOI)ria te for others. 

The training model provided at least three different 

... ' t :-.~ds of lcwrnint;. Cne \'l8S the learning b~T d~in6 on the 
. 

• ':':;'"1 rrnjects \Thich each team planned and conducted. The 

.. ; 
i 

.' 
, 

"". 
~ i 

I 
: } 
, 

· ., · l 

!o 
, 

, .. . ' 

, 

-I 
· , 



• 

second ~'18S) the team and totnl group disc1..l3sions around 

structurad subject maJvtcr. The third \';as the tl'adj.t1onal 

methodj \·;hich included) clnss settings" home'work assignments) 

and use of the library. 

Team proJects involved learning by dOing" discussions) 

and some traditional methods an~ appeared to be the most 

corr..patible activity with the learning styles of the tra~nees. 

This reflected in the trainees preference for team projects 

as compared to the total group d~scussions and the c~ass 

settings. It is also reflected in the nwnber of skills the 

trainees showed evidence of developing as a result of the 

learhtng by doing method used in team projects o 

The training model was made up of a number of total 

group meetinG around specified content. These total group 

meetings included Total Group Evaluations" Current Co~munity 

Program Presentations" Organizational Role Plays; Seminars 

with Professional People) Project Progress Reviews" and 

inner-team discussions. 

Most of the trainees felt that less time should have 

been devoted to total group meetings in order to spend more 

time on team projectsj actually less than fifty percent of 

the training phase time vras spent in total group activities. 

The tota 1 gro~..lp meetings on a whole gave the trainees an 

opportunity to broaden their scope of loarning as the group 

members fed-in information and exchanged ideas around the 

content • 
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The trainees appeared to struggle ~ost with the tra-

di tiona 1 learnin::; method. Botr1 the Research rtTethod ond the 

Proposal and Repcrt 'HritinG'Seminar at one tlme t'lere formal 

academic activities. However~ both were changed to team 

consultation methods because of the difficulties the train-

ees had in understanding the content in the class settings . 

The training model, by providing dj.fferent methods of 

lea~ninGJ gave the trainee~ a framework to refine, expand, 

and udapt their own styles of learning. 

Dllring the pilot study, unfortunately, there was no . 

attempt to determine who learned best by what method. Con-

sequently, inference about the effect of the various learning-

methods remains subjective. There may have been some learning 

methods ideally suited, and some others entirely inappropriate 

for use in the training model. As an integral part of syste-

matic study of ' the learning principles, seJ:f-evaluation- .mea-.. 

sures such as: the Authoritarianism scale, the Dogmatism 

scale, and other measures could be compared with individ-

uals l growth and development, as measured by p~riodic achieve-

ment and performance tests, to'claiify the interaction between 

learninz styles and learning methods within the NCDpls traininG 

~odel. In addition, the trainees could use this infor~ation 

to enh8nce their self-development.- Through expected-to-

observeds and other self-study methods ai~ed at exoonsion , -
of learnine; s t~,1les the trains'es could increase their genera I 

capacity to learn. 



112. Leerni;F~J includin~ V?lJ.ue ;;tnd 8ttitude ch0n;-~8) j.s most 

rapid} :-erm8nent F!nd IlsBble \'I1':e11 it is D. \'i1;<11 functi~rl:-: 

of some purcosoful 8ctivity, ca~e or syste~ perceived 

by the leBrner es ir.1Dortant to hir.1Gelf. Just learning 

facts is the hArd way) particularly if one does not come 

from a culture group engaged in the game of learning for 

learningls sake. 

The trainees brought with them a degree of career" aspir

ations as well as a desire for a new way of life in ch06sing 

to become :ne'11bers of the· NeDP. Hence , it was "important to 

the trainees to learn to be effective people in the kind of 

" \'lork "they vlould be doing, "and achieve their career aspira tior.:;: 

The fact that the training program was short in length 

probably added to the trainees desire to learn as much as 

possible in a short span of time) and loft little time for 

just learnin~ f9cts for the sake of learning. Plus, the short 

period of training probably prevented a nu~ber of trainees 

from 6hanging their aspirations as some individuals often do 

as a result of long range goals. 

Here acain team projects were a vital part of the train

ing model in that they provided the means for the trainees 

to deve lop skills ,'[hich they \'vou~d need in the community. 

One team had the advantage of beginning on-the-job training 

while in the institution. As a result the on-the-job train

ing made the learning even more purposeful and important. 
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hnother team knew specifically ~here they would be placed 

cnd planned a team project to get at the kind of skills 

::1ey would need upon placement in the community. In addition 

they laid" out some of the preleminary ground\·mrk for their 

co~~unity'project from within the institution. These were 

~urposeful activities and important to the trainees. 

By contrast) one team had difficulties in plam:ling their 

team project because each team member placed importance on 

different skills and goals) and because they did not know 

specifically where they would be placed. 

As a result of studying an array of social trends 

~nd issues the trainees began to see a need for social change) 

and became acquainted with various programs which are design

ed to fecili tate change. Subsequently)' it became apparent 

~o the trainees that if they leanned well enough they could 

help bring about needed social change and development. 

The project staff and the group consistentiy painted 

out skills which the trainees needed to acquire to be suc

cessful and then provided the .setting from which the skills 

could be obtained. For example) midway through the training 

period it was discovered that the trainees would do more 

writing than origin~lly anticipated. As a r8sult) the 

group crea ted a Proposal and Report \vri tine; Seminar \';hich 

would give them the writing skills they needed. At the 

teSlnning of the report writing activity the majority of 
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the trainees did not attend. But as the demand for more 

writing increased the tea~s were competing for the writing 

consultants time in order to correctly compile reports. 

The administrative policy of the Project t,'las such that 

all trainees had the right to exptess how.they felt the 

training model should be designed. This policy contributed 

to giving the trainees a feeling of responsibility as to the 

succeGs or lack of success of the training'program.- To the 
, ~ 

extent that the trainees. felt it was important that tho 

training program gave them the skills which they needed 

made d~ciding hOVl they vlOuld learn a purposeful activity. 

The group permitted and perhaps encouraged competition 

among the trainees by taking periodic ratings of \'1ho would 

be the most effective change agent in the community. This 

motivated m8st of the trainees to learn because it \'l,aS i~-

portant to be seen as being effective in the community and 

du~ing the institution phase of training. 

To complement a model of ~ystematic studYJ measures 

such as; level of aspiration, social and per~onal values, 

self concept) and other self-evaluation tests could be 

administered. These measures could be compared with the 

trainee 1 s achievement, flexibility and other developmental 

measures in order to describe learning principle #2 1 s effect 

on the subjects in the NCDP. 

In selection of trainees for the program priority should 
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tc Given to individuals who are not too com~itted to a way 

of life) and ~10 are unsatisfied with themselves or the con

dition of the social system. These individuals appear able 

to become most co~mitted to a cause and very productive if 

they can b~ given djrection and motivation. 

Throughout the next training program the trainees should 

be J-::ept abreast of both local and national activities in 

social change and development to enhance their self image 

33 part of a purposeful movement 

The teams that appeared to develop the most during the 

traininG progra~ were those that had concrete community 

. plBcement expe:tations or else were working with on-going or 

proposed community action projects. Team project~ should 

t.e .based on content associated with community activitie~. 

TTainees should be assured ahead of time of the location 

~r;d natur~ of their community placement. 

#]. Learning is more effective when it results from the 

effort to find answers to self-initiated questions. 

The learnine; setting must give high priority to pro

viding an opportunity for new ideas and new way~ of 

perceiving old problems to arise (Moore IS IIre.sponsi ve 

environment ") . 

The self-initiated question principle was used most 

~n all of the total group ~eetings. For example, in the 

?otn 1 Group Eva lua tion meetings the trainees \'lere encouraGed 
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to raise questions and ~uG~est solutions reGarding proble~ 

areas in the training model. Questions were raised and 

·sometimes documented in the form of predictions. On many 

occasions the trainees were reluctant to explore the rea

sons why their predictions and outcomes were inconsistent. 

This· procedure was not too ~Uccessful for a number of 

reasons. One was, the evaluation session was a part 6r Te2~ 

#llS project. Consequent13', the other trainees felt that 

the questions raised were not their problems but t~e prob

lems of Team #1. In most instances the group members only 

participated wholeheartedly when they felt very strongly 

~bout an issue being -considered. 

TeRm projects were another example of self-initiated· 

questions being raised. Some of the teams planned their 

projects·around questions they hoped to answer. At times 

when teams would make Project Progress ReViews befoie the 

group they i'Tould ask the group for ideas as to hm'/ to con-

-duct certain parts of their projects. 

Planning -current--C,?mmunity Program Presentations \v8s 

another activity which was related to self-initiated ques

tions. After the teams decided which sccial issue they 

"lOnted to present, the next step was to collect the 

appropriate information and organize it for their presen

tation. Therefore, in collecting the information answers 

were found concerning the social issue with which the teams 

\'lere interested. 
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The Living Groups nrE:' other eX£l:nples of the trainees 

using total group sessions to find answers to self-initi-

ated questions; particQlarly the two special Living Group 

meetings which 'were called by the trainees outside of the 

regular curriculum. In these settings questions were often 

raised as to what to do about int~a-group proble~s that 

occurred as the result of workinG and living together. 

Perhaps the most significant factor which related to 

self-initiated questions throughout the training program 

\'ras the el7lph8Sis placed on self-direction. This \'TaS done 

by giving the trainees a minimu:n amount of direction and 

placing a ~aximum amount of 'resource TJaterial at their 

disposal. Some of the trainees responded positively to 

self-direction and others responded nega tively. Those \'lho 

responded negatively expressed the desire for more direction 

from staff and e)."Perienced some difficult:; .in learning on 

their own initiative. 
-

In a sense the "responsive environment can be vie'wed 

from t\'lO vantage points .. One 'being the atmosphere ,-;,hic11 

wes created by encouragine the trainees to seek out answers 

concerning themselves and their learning from a self-direc-

tion point of view. The other \'las the assortment of resource 
. 

~~terial and tools made available tO,help the trainees 

answer questions. 

As for self direction; al~ of the trainees at different 
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times struGgled with the conflict between asking question3 

and appearin€ as though they wer~ not intelligent. 

T6 some extent this hindered learning because in those 

instances questions would remain unexplored for the sake of 

these individuals appearing sophisticated. Some trainees 

becarne so deeply involved with their individual ideas and 

questions that conflicts were created when they felt the 

group \'18S not shm'ring proper considers tion toward their 

ideas" 

As for the resource material point of view; the Projec~ 

library provided an assortment of literature for the train-

ees to use in their studies. If a trainee 1'TaS interested 

in an aspect and the appropriate material was not available 

it was quickly obtained and placed in the library. 

The group used five-by,eight cards as a tool for 

conceptualizing problems and solutions. The use of' the 

cards was helpful in learning because it pro~ided the 

. trainees \'11 th a nel.'] v.lay of perceiving problems. The train-

ees both individually and coll.ectively used the cards to 

conceptualize problems and appropriate solutions. This wa~ 

done by writing the problems under consideration on cards 

and placing them on the wall where they could be seen by 

everyone. They "lere then cs tegorized according to simi lnr-

ities and e8ch category considered separately for possible 

solutions. 
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When the cards were first int~oduced the procedure 

was received with enthusiasm. H~wever, with one exception; 

in situations where the five'by,eicht procedure appeared 

to be the most expedient method of syst0matically collect-

inB data and conceptualizing problems, after repeated use, 

the novelty wore off and the procedure became a drudgery. 

In the next training mode 1 highest priori t~/ should 

be given to creating a permissive atmosphere with sufficient 

resources and motivation to proVide opportunities for self-

ihitiated questions and ideas. Authoritarian demands or 

rigid structure should be used only if absolutely n~cessary 

and if other more permissive solutions will not suffice. 

llowever, some limits are necessary to keep spontan~ity from 

crossing over into the irrational. In a frame~v.ork of se1f-· 

development through self-study, self-initiated questions 

and a responsive environ~ent can be extremely effective in 

creating attitudinal and behavioral change. Also, this 

framework can increase the subject1s feeling of being a 

part of the system wherein h~s ideas and decisions have 

some merit. 

The fo110i'ring three exa:nples. demons t:ra te the irnportance 

of self-initiated questions in the training prosram: 1) The 

scheduled living group sessions were boringl~ nonproductive 

and several individuels expressed the feelinG th~t "be.ing 

forced to sit down and talk about your, and other people1s ! ' 
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problems \'19.3 not ver~' appea linG. 11 Yet, on t\'lO occasions 

specie I 11 ving-~~r()uPG were ca lIed b:! the traincc::s the:nse 1 Yes 

to talk about problems which emerged in the livina unit. 

These special groups lasted five and six hours and were 

very interesting and productive. 2) The general lack of 

response during Tota I Group Eva lua tions) which 1,.'lere prim3r

ily Tea~ #llS show~ wouid tend to demonstrate the critical 

need for self-initia ted questions. 3) When tho group ,;TaS 

asked to help another team conceptualize some problem by' the 

use of five by eight cards they became extremely non-responsi~ 

and sometimes criticized procedures, defied the' group leader, 

developed interpersonal conflicts, ~ade gross generalization~J 

and split hairs.· 

During study-groups around team projects or total r;roup' 

~roblems many ~ood ideas were expressed; however, they were 

often forgotten a few days later. Also, at times study-

groups had ~o much difficulty keeping on the track that 

very little was achieved. Some quality controls of group 

procedures Nould decrease or obviate some of these problems. 

For example, the purpose of each meeting should be expli-

citly defined and made visible to the whole group, As new 

ideas are brought out they should be documented on the black

board to decrease restating and repetition) 2nd ·to keep the 

group moving along. The last fifteen minutes of every meeti~; 

should be used to discuss the theme of the meeting and how 

effective the group was in its achievement and why. 
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~4. Artistic ~nd ~a~e activities qre ways to explore and 

lcwrn \-li th0Ut he."inr~ to f2cc the cOr.1-:1i tments of !lrea 1 

life. 1I 

This principle was used almost exclusively with a role 

~l~Y method, with one exception; which was a si~ulation of 

~ large organization by the group with the aid of an outside 

consultant. 

The role play method was used by the trainees to acquire 

intervie\'1 skills and group skills for working ",ith study 

€roups composed of non-professional people. It was also 

'.ls€·d spontaneous ly at tirnes to facili ta te the trainee! s 

('ffc·rts to co:nn1Unica te ideas in response to various hypo-

!hctical situations posed by professionals who were visiting 

··i".(' ·Project. 

The role play m,ethod proved to be an effective tool 

f~r learning with two exceptions. One was, occasionally 

!:.'? trGinees did not vim'l the role play '11ethod as a tool 

far learning and would not respon~ with naturalness. The 

~~~er exception was to overact) and pay little attention 

t~ the dynamics of the group. 

'}\'lO teams made tape recordings of intervie\'ls using 

~~lQ play methods and re-played them to study their mistakes 

~~1 these recordings were made of each tea~s efforts ~t 

\ 

o':'')'J~ leadership« These tapes \'I'er~ plnyed bacle and the group 

!~SCu3sed how the group leadership tec~niques ~ight be improved. 
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The teRms then tried role playing new approaches. A number 

of pr incip lef.~ for workins.~ with study eroups were cleve loped 

by creating hypothetical Group situotions and exploring the 

bes t i'l8~/ s of 1m nell 1 n::; the'l1. 

On one occasion with the help of an outside consultant) 

the group simulated personnel officers in several branches 

of a large organization. The purpose of this Gimulation 

Has to demonGtrate the problems that can beset large organ-

izations b~cause of fault~l communication system.s. The group 

sil':1ula ted various offices \'1111ch \'/ere making a concertGd 

effort to build a truck. This task was to be accomplished 

under blO conditions. One was J only written communica tions 

could be used. The othe·r \'ras, some of the personnel officer:::. 

were not allowed to communicate with the higher echelon. 

This proved to be an enjoyable and unique learning experience 

for the group. 

Role play methods were fairly new to everyone in the 

Project but from the experience gained by exploring differ-

ent techniques and c0rrecting mistakes, an effective role 

play method vlG s evolved. ~vi th the aid of a t2pe recorder 

various interview and studY-Group situationi can be role 

played. The tapes can be played back paying particular 

attention to critical incidents and discussing alternate 

strategies for coping with them. Then, taking-off from a 

particular critical incident, a new approach can be role 
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pln~'od. Professional "experts" can be used to evaluate 

recorded interviews or group situations) make constructive 

criticism) and su:;gest effGcti ve techniques. By s Y s t e rna t -

1cally repeating the role play -- play bock -- evaluation 

process) the trainee can become considerably skilled in the 

areas of i6terviewins and group leadership. 

115. "Know thyself ll is still a fundamenta 1 principle. The 

"se lf" can be viet.'led as the culture in miniature. 

Learnin~ to understand ones self becomes a way of 

learning to understand others and to understand social 

,pheno:7lenF.l in ;,~ener.a 1 . "Se If -knowledge II is thus not an 

end in itself but a way of helping the individual develop 

a coherent and perscnally satisfying world view. 

During the orientation period of the traihins program 

__ the trainees \'/ere given self-eva lua tion tests. These tests 

measured various personality traits including maturity levels 

and delinquency potential. In addition, team discussions 

i'lere held concerning the \'la~is in \>lhich the trainees learned 

and their motives for participating i.n the NeDP. 

Peer ratings of the trainees proEress were periodically 

taken throughout the trainin~ program. These ratings were 

sometimes supplemented by discussions as to ""hy each trainee 

rated the other as indicated and were helpful in pbinting 

out to the~ facets of their personality which were unlmown. 

The Tetal Group Evaluation periods provided the settings 
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for these discussions 2nd someti~Qs the trainees discussed 

perDoD31 development in the Livin~ GroupG. 

Tean discussions around the qU31ity ond quantity of 

work which was being produced are other examples of the 

trainees pointing out to each other their wenk and strong

areas. 

Part of the Project~ philosophy was that any situation 

could be converted :l.nto a learning experience. The II kn m'/ 

thyself ll principle could have been used much more extensivel-: 

if the group would have focused more on critical incidents 

around interpersonal behRvior and study habits. 

The IIconvict code conflict" \'I11ich all of the trainees 

~trug~led with at one time or another during the training 

phase) may have contributed to the hesitancy to discuss 

behevior \'Thich vias inconsistent vIith the role of the trainee. 

Most of the time situations \,lhich occurred that t;;pified 

poor behavior were not overtly focused on because the t~a1ne~: 

did not want to put each other in what they believed to be 

jeopardy in the program. Consequently) many opportunities 

to make others aware of how they were being perceived were 

by -passed in lieu of "not rocking the boa t. II 

An all day sensitivity group was held toward the end 

of the training program. The group members used the sensi

ti vi ty setting to discuss :TIany issues l'lhich had' been by

passed during the first three months of 'training. Dr. r.1a:n;c:: 
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Jones) Superintendent) Dlngleton Hospital) Melrose) Scotland 

who lead the sensitivity session created an atmosphere where 

the group members felt free to express their feelings about 

eBch other even if they \\Iere negative ones. This kind of 

octting provided honest feedback and enabled individuals to 

form a clearer picture of hoi'! they t'lere perceived by others. 

As a result individuals were able' to evaluate themselves 

more objectively. 

During the next training program in Living Groups and 

intensive team discussions) emphasis should be placed on 

documenting and evaluating critical incidents of behavior. 

By'focusing on specific issues) avoiding generalities) and 

irrelevant fantasies) trainees should be able to learn mare 

about themselves and their role in the social context. ' 

Periodic- self-eval~ation tests could be administered 

to the trainees to keep track of change in attitudes and 
. 

values. In addition) various types of self-evaluation 

measures should be made available to the trainee for his 

o'dn personal self-study and development. These could be 

Used in conjunction with the "expected-to-observed" method 

and peer ratings to provide trainees with a ~aximu~ oppor

tunity for systematic self-study. 

lin indi vidua,ll s behavior can be greatl~T influenced by 

his peers Or those with who~ hc identifies. Peer ratings 

arc one method of ~otivatin~an individual to achieve goals 
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considered to be important by the group. One problem with 

the peer ratings used in the pilot study was that they were 

vaguely defined and could be interpreted fro~ many frames of 

reference. The effect of this was that peer ratings ~ppearcd 

to be synonymous with the degree of rapport between individua!~. 

That is) the most popular trainee was the highest rated) r~-

gardless of the attribute on which he was rated. One possiblE 

way to avoid the ambiguity of peer ratings is the following; 

A rating sheet could be prepared with several lists'of from 

ten to t~"elve nick-na:nes. Each list would include a group 

of names that are co~~only used to typify various patterns 

of behavior) e.g.) Grumpy, Slick) r:poughy", Holier. 'Than Thou) 

Sport", Hep Cat", Nice Guy", Leader, Follower J Big Wheel, etc.· 

The subjects 'could be asked to describe every member of the 

group, including the'Tlselves> vlith the two most like) and 

tHo least like nick names. By looking at group trends indi

vidua~s could get an accurate picture of how they are per-

celved by others. 

vrnenever the 1I0ne shot tl peer rating is used (e.g., most 

effective, most likely to succeed) etc.) the attribute should 

be explicitely defined) to increa~e the likelihood that most 

of the subjects are judging from the same point 6f view. 

#6. Self-Study is more effective and less resisted when it 

is part of an achieve~ent rather than a self-curing Syste~ 

./.17 Tt • GrouD sharin~ of self-study in achieve~ent tasks Generat~ 

powerful forces for enhancing learnin~ as well as provictg£ 

social content for study • 
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Individual and Team Expected-To-Observed) and Total Group 

Evaluation meetinss were two of the curriculum activities 

to which learninG principles #6 and #7 were applied. 

Part of the Individual and Tea~ Expected-To-Observed 

activity necessitated that each team member record on a 

form} a number of tasks which he expected to accomplish in 

a vleek1s time. For example, III intend to read the Economic 

Opportunity Act of 1964 and write a summary of its ,implica

tions. ll If the trainee did not achieve his expectancy, he 

and his team \'lould ask, "why not? II To the extent the reason 

beca~e apparent to the trainee constituted development. In 

this way the trainee,was able to gain insight into himself. 

In addition, the team as a whole would record the pro-

sress they expected to make in a week1s time. Team discussions 

were then held around the reasons the individual team members 

and the team as a. whole did or did not reach their achie.ve

ment goals. These discussions were kinds of ~roup sharini 

of self-study around achievement ta·sk settinE;s. Occasionally 

in the Living Group meetin:;s ~he trainees \<[ould voluntarily 

bring out difficulties they were experiencing while trying 

to learn. 

The group as a \'11101e used the Total Group Evaluation 

meetings to continuously study the training model, its func

tions, and its coals. The group me~bersJ both individually 

and collectively, made predict~ons about what they expected 
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to happen in the training program in a week's time. Individ-

ual predictions Here usually '11ade on the Individual and Team 

Expectec;l~To-Observed form under a category entitled "Feelings 

About the Program. 1I These forms were then collected by Team ~ . . , -
In the Total Group Evaluation sessions the group members 

made predictions concerning some expectancy in the training 

p~ogram. In the following 'neeting the group members would 

observe the outcome of their predictions and discuss why they 

were either right or wrong, 

Both the Individual and Team Expected-To-Observed and 

the Total Group Evaluation self-study in achievement tasks 

procedures were not as effective as they could have been • 
. . 

Most of the group members did not underst~nd the purpose of 

the activities when';they were first introduced. 

In the team self-study activity some rather effortless 

predictions were made. That is, what they individually and 

collectively, proposed to achieve could be accomplished with 

little or no effort. Hence} discussions of discrepancies 

between predictions and outcomes were of little value. 

T\'ro other factors contributed to the lack of effect or 

the tea'n self-study activity. One was the short pe~iod of time 

given the activity, The other was} some of the trainees be-

lieved that self-study was not necessary because of their 

"therapeutic comynuni ts.: Ii vingll experiences.' 

Most of the meanincful team self-study discussions· 
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!":round achievement tasks \'lere he ld outside of the designa ted 

c'..lrriculu.l1 activity because of necessities. That iS J the 

t0am found it necessary to explore the reasons why their tasks 

~~re not completed cn target dates. However J this necessity 

~~s not faced when the trainees were f~arful that calling 

attention to an unproductive team member would result in even 

l~~s work being co~pletedJ or that an undesirable team re-

l?tionship "lOuld develop. Not facing issues ,-ras sO,J1eti1nes 

~isinterpreted by the trainees as interpersonal coping skills. 

',~:hen the trainees did spontaneously discuss \<[hy they "lere hav·· 

l~B difficulties in achievin~ their tasks it helped direct 

them and put the:!l :nore in line \'li th their goa ls. 

Nost of the group members believed the tlFeelin2;s About 

+-l~p 
~ .1_ Progra;nll category on the Expected-To-Observed forms \<[ere 

too vague. Consequentl~! J only a fe\<[ :nade predictions con-

cerning the progr,a!TI. Some trainees be lieved the procedu:re 

~~s a waste of tlme. The forms were usually 60llected and 

placed on file without follow-up. This substaniated feelings 

cf the insignificance of the activity. . , 

In some instances the trainees participated with a lack 

cf enthusiasm in the Total Group Evaluation self-study meetings. 

It is ~ssumed the lack of enthusiasm was because a specific 

t~Drn had the for~al responsibility of evaluating the training 

·rogra~. As a resultJ unless the rest of the trainees had 

0tron2: feelings about the 'issue.s being considered their 

c~ntributions were token efforts of participation. 
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The expccted-to-obscrved self-study method is ideally 

sui ted to s e If-deve 10f);1wn t . E8r ly in the next tr2:dning 

model the method should be considered as a topic of discus-

sion for an entire meeting. This \'lould help insure that 

everyone understood its purpose, and how to use it effectively' 

as a tool. for self-development. The '\lse of the Expected-To

Observed forms should be discontinued. Individual trainees 

and the tea~s should make their achievement commitments to 

the total group. A total group setting would make the self-

study activity an integral part of the training program, and 

would break through the team members! tendency of not dis-

cussing discrepancies between ta.sks commi t;nent's and achievemc::" 

Each team should conduct the Total Group Evaluation 

meetings on a rotation basis. This would give all of the 

trainees an opportunity of conducting a study group. In 

addition, it would make evaluating the training model more 

of a total group responsibility. 
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INTROSPECTION 

This discussion is a look at some of the aspects of the 

Project other than those mentioned in the training curriculum. 

Part of the New Careers Development Projectts philosophy is 

to development of trainees. This means that learning is not 

confined to skill areas only but to the trainee 1 s over-all 

personal development as well. The following illustrated 

experiences are the kinds of day-tn-day living experiences 

that provided the content for study and added to the trainee1s 

dt:velopment during the institution training phase. 

Uncertainty was a major" central theme throughout the 

training phese. It appeared in a variety of forms and on a 

n1JiTlber of different occasions. One of the very first times 

it made its presence knovm was \Alhen the training phase first 

cegan. Hay 1st \'las the day the trainees \'1ere to begin intern-
: " 

8h1.p in the community. Some of the trainees did"not have' 

release dates. One man had a release date for the month of 

J\ugust. One man had a release date of May 1st J and t\vO men 

had dates that had to be extended more than ninety days in 

order to be eligible f"or the Project, Questinns \Vere ~ tlIi' I 

extend my date, will I be able to leave May 1st or will the . 
Parole Board revie\'l my file and deny me?1I IIHi11 I receive a 

release date just by virtue of being in the Proj.ect? II "Hill 

Someone else get a break that I will not get? Tt "Where \'/ill I 

be placed in the communi t;y? II J and IICan I grasp the content of' 

the Project?1l 
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The two men who extended were not called back to the 

Parole Board~ Rnd were placed in the com~unity May 1st. 

The Project did not prove to be a vehicle for a cinch release 

date. Two men were denied during the training phase; one was 

denied six months, the other hlelve months. Early P,3role 

hearings proved to be possible) but not.as a direct result 

of being in the Project. The teams that were placed in the 

CO:-.1Hluni ty were more sa tisfied VIi th their placement and all 

trainees discovered there was more than enough breaks to go 

around. Hhat is more) it appears that the Project study con

tent was grasped successfully by one and all. This is eVident 

by the satisfaction of the trainees present employers. 

Before the teams were formed a seminar was held with 

prospective graduate students. Afte'r the seminar the trainees 

and project staff selected the students they felt would be 

an asset to the Project, and began selecting team-mates .. 

There was a considerable amount of jockeying among the 

trainees for team-mates) and team consultants. All of the 

trainees were able to selct their team-mates, except two. 

The two trainees who did not want to work together were the 

best of friends, but each felt the other \'f2S not disciplined 

enough to apply himself diligently during training. None of 

the other trainees were willing to make a team-mate switch. 

Hence the project director gave an ultimatUm that the t\'ro 

trainees would team up in spite of their feelings about 
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discipline or witlldraw from the Project •. One of th~ tr~incies 

'r:2S te:npted to withdraw from the Project, but stated, lithe 

formn tion ·of his team crea ted ~nore of a cha llenge for him. 1/ 

He further stated, IIboth the formal and informal power 

structures (Project Director and Trainees) needed to learn 

to deal with each other better in order to get things done 

more successfully." lViost of the other trainees Nere satis

fied with the outcome of the team-mate selection. However, 

the authoritarian ultimatum given by the Project Director 

cp.used man;y trainees to question just how far they should go 

in voicing what they really believed. 

One of the first working principles which was established 

was that the trainees were to share with each other and the 

project staff the responsibility of deciding how the training 

~rogram should be designed. After ten consecutive program 

development ceetings which were held during the orientation 

to NCDP a training curriculum was conceived and "implemented . 

as a total group creation. A ~·.feekly schedule \'las made and 

curricUlum total group sessions began. These gruup.settings 

~ere structured around content from which needed skills could 

te acquired. Also, each ·tea~ began to consider appropriate 

t~a~ projects from which to acquire skills. 

One of the first organization-chanGe learning experiences 

the group encountered ca~e from an effort to institute a 

t02m project. Ti'lO tea:-:1s combined their ideas and \'lerc going 
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to wOl'k on the same project. This project invblvr.:d· 1;ei-thhing 

inmates and custodial stAff- in a mixed class at the so~e 

time. A number of the institution1s staff members thought 

the project was a sood idea, and encouraged the teams to 

begin immediately. The teams immediately distributed notices 

of the proposed project and therein the lesson was learned. 

A member of the institution's administrative staff preferred 

not to have inmates and custodial .staff in a mixed setting. 

This be~ame an issue between the Project and an administrative 

officer. A satisfactory compromise was not made and the team 

project was not instituted. 

Some trainees felt that what they had to say was not 

being considered by the staff. That, in effect, the trainin6 

program \-'las not unique but like any other phony training 

program. }11J.rther J the projec t staff did not knO'i-'/ '-'lh8 t they 

were doing and would not allow anyone else the right to make 

mistakes. So~e trainees felt they were sticking their necks 

out by telling the staff exactly what they believed and left 

hanging out on a limb when some of the other trainees did not 

express that their ~celings were si~ilar .. This became an 

issue among the trainees, and within the total group, A 

number of the trainees remembered the ultimatum given durine 

the team-mate selection and subsequently did not voice their 

opinions. Others felt that the staff's actions were consis

tent with the policy of the Project, but did not feel the 
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~ccd to voic~ their opinions. Still others ~id fee~ the need 

to voice their opinions when they felt staff's actions and 

~rojcct policies were consistent. 

An inner-tea.m conflict began between a team member and 

r.i3 team consultant. It appeared to come about as the result 

)f D strategy which the consultant and·the Project Director 

used in dealing with an institution administrative officer 

r~Garding a team project. A considerable amount of time was 

!3;:'ent wi thin the team and with another team which the consul= 

tont was working with trying to resolve the conflict. Tea~ #4 

w~o were working with Team #3 on the project designed to teach 

~n~3tes and custodial staff decided to plan a new team project 

~l~ch did not include Team #3. The conflict still persisted 

within Tea~ #3 between the trainee and the consultant with 

the other teem me~ber being caught between the two of them. 

2:1 then a nevI dirnel1sion had been added because Team #3 felt 

ti:e;,; \<Iere being avoided while the consultant dEivoted all of 

'.' st· .L. T J/.4 •• .!. 1me \"0 earn Tr • This did not he~p the relationship 

~~tween teams three and four. 

On a nU~l1ber of occasions both tea-ns three and four found 

4' j ~~~ rna ority of their time was bein~ spent working on process 

~rsblems. Some times the problems ~ould spill-over into other 

~cheduled activitie~ of the total group. As a result the 

t ,tal group found that only ha lf of the time \'l£lS being devoted 

~0 content study while the other.half was being devoted to 

~~oup process problems . 
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On one occOsion durinG a total group evaluation session 

the inn8r-tenm and between-team conflict was brou~ht out. 

The trainee who was having the disasreemcnt with his consul

tant apologized to the consultant and the group for being 

non-productive and for causing the group not to be optimally 

prQductive. The con~ultantls contention was th~t the traine~ 

had not given a reason for changing. " Also~ that he felt 

apologies were fine) but the trainee had made apologies be

fore and his behavior did not change. The consultant stated 

rnther that he believed the trainee was not suitable for the 

kind of work which a change agent would be doing) and felt 

regardless of the traineets intentions he would not be ready 

for placement in the community by May 1st. 

The Project Director chose that time to tell all of the 

trainees of the reasons why he and the other staff members had 

sacrificed their positions with former employers to conduct 

the NCDP. In essence the director said, "I and the other 

staff members believed that a ~ajor shift towards non-profess~ 

ionals was going to be made. Still there was the possibility 

that the shift Hould not be made but we are "filling to take 

a chnnce and bring the trainees in on the ga~ble. It appears 

that the pendulum is SWinging in the direction of the non

professional movement and a lot of people want to "move with 

it. But those who'want to move with the trena do not want 

kids or punks who are not able to handle themselves. Instead 
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i[e want men vlho can stand the demands tha tit takes to make 

th~ Project and the M)ve~ent a success., Past experience has 

nhown that offenders in sub-professional roles haVe not failed 

tecause of a lack of skills) but in handling the~selves in 

their social life during off the job hours. EnouEh time has 

teen spent getting organized) establishing trust) and playing 

€,3mes. The time has come to take training seriously Gl" not 

t::ke it at all." 

Another staff member said, "in order to function 

arrectively in the community when faced with administrative 

problems the teams will have to learn to retreat "and plan 

nl";\'/ epproaches. 11 She suggested a method be used to kdep 

t~sks and process problems confined to their respective 

ti~e blocks. Which meant saving personal anxieties which 

'(i~re not applicable to task content for the "living group. II 

After the directorfs message regarding the non-professional 
; . 

3hift some of the trainees vwndered why he had taken so long 

31ying what needed to be said. A number of trainees doubled 

their aspiration of becoming e.ffecti ve cilange agents. Team 

~3 started making plans for a ne~ team project and the whole 

'~~:)'.l.P be3o.n sO'lle ver;,1,1 hard and serious training. 

~10 changes were made to facilitate the division-of

:1~ks-proble~s and process-problems. A thi~d living group 

"';:~.icj1 inclUded inmG.te trainees" ~radu.ate students J and all 

:;t~rr members \'las added to the curriculum. This \-:a8 intended 
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to provide a setting where the total Group could express 

their personal ~oncerns at an appropriate time. The second 

chnn80 invoJ,ved the total group evaluation activity. Hhile 

tryinG to conceptualize problems in the training model too 

:ouch ti:-:1e Has being spe.n t repeating the same problems over and 

over again in dirrerent words. To avoid r~petition each new 

problem was written on the blackboard where it could be seen 

and attention focused on it if necessary. The blackboard 

method proved to be helpful and the group be~an thinking 

of ways to solve group problems more skillfully. Dr. Elias H. 

Porter J a former staff member of Systems Development Corporatic~. 

Santa Noni6a J was consulted. 

. Dr. Porter IS t\'IO days Y01i th the group were helpful in 

showing them how to observe problems as a total system 

instead of seperate co~ponents unrelated to anything else in 

the s;ystem. He also intrcduced to the group a technique of 

using five-by_eight cards in group proble~ solvinS. For 

example" each group member 1'lrote on cards what they believed 

were problems in the training model. The cards were pieced 
. 

on the ·~'rall and the group could see which problems seemed 

to go together. In this Hay the grau.p·could localiz~.prob-

lems instead of complainin8 about the training program as a 

\'lh01e. 

Dr. Porter showed the group what could happen to large 

~rg2nizations throu~h Door middle mana~e~ent and bad communi-...::> • = 

c~tions. The brouP simulated an Administrative Office, a 
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?l.:mninE Office) a Training Center) Employed Non-Professional 

~idcs, and Change and Development Teams. Personnel included 

n Dirc~torJ a Director of Plans, a Trainihg Coordinator, a 

s~pervisor of Operation, a Middle Management Officer, Clicn~s~ 

::nd tHO Change and Development Teams., ' 

The task was to build a Tinker Toy Truck without using 

'/cl'ba 1 communication. The Director -could send written messages 

to the Director of Plans, the Director of Operations, and the 

~nining Coordinator. In turn each of the three could 

co::-.municate \'li th him through the use of vlri tten cO:n!!1Unications. 

In addition) the Director of Operations could only com~uni

c~te ""Iith the r·1iddle Il1anagement Office and Clients. The 

'Tr:;!ining Coord ina tor and the tvw Change and Development Teams 

could only communicate "li th each other. Ivlidd'le Io'ianagement 

nnd the Clients could not communicate with each other, but 

both could send written messages to the Director of Operations. 

After a period of about forty-five minutes the group 

stopped the simulation and began to analyze wbat had happened. 

7he Director of Operations felt that someone in the front 

office shoUld be fired. Middle Manage~ent felt 'that they 

n~Gded to hire more staff. The Change and Development Teams 

telicved that each branch was using a different ad~inistrative 

l~nual. The Clients had built a neat little IIHot Rod" 1fX55349. 

It was assumed by some that the New CRreers training 

~ro~ram had a two system model. One system belonged to the 
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study oren with the project staff, and the other syste~ be-

longed to the housinG arc':) i"here the trnine(;'s \'lere hOllGed. 

Both trairiees and staff believe the others were being mnnip-. 
ulnted. The staff felt so~ethings were beinG discussed in 

the housing unit whioh the trainees would not discuss openly 
. 

in 'the groups. The trainees feelings were similar in that 

they felt they were beinG discussed tiy staff members and 

being tested fer rea~tions. 

If the two system model did exist then it revolved around 

another central theme of the training program ~1ich was trust. 

In terms of the issue raised above concern:Lng IItrninee commun-

.. ica tions vs.· tota 1 group communica tion) II, the kind of things 

which the trainees did not bring out in the total group were, 

II vrhether or not some of the trainees were studying as hard 

as they should,1I llif individual trainees had voiced ho1'l 

commi tted they \'lere to the Project," and IIwhether staff \,18S 

playing games i'/i th the:n or rea lly interested in their future? II 

The staff \'TaS concerned about the trainees relationship 

vTith the :i,n:nates of the general population. IIDid the role 

of the trainee come into conflict vTi th that of the inmate? /I 

If so, IIwhat implications did it have for the progra:n during 

the institution trair:1ng?" "If inmate identity could not 

be lost during the tra1ning program, then hm'l \'lOuld it malee 

i tse If manifest in the- cornrnuni ty? It 

The reactions of the institution1s inmate population 
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on a whole were somewhat a~bivalent. Some believed the 

t.rainees were being trained to be snitches on the streets, 

and some believed they would like to become a part of the 

program. Very few of the general population knew Vlhat the 

froject really entailed. 

The trainees spent most of their time studying and 

training as a group_ This had iti disadvantages as well as 

its advantages. Living together made conflicting interests 
. -

B crucial issue. For example, some trainees would want to 

w3tch television, some would want to listen to the radio, and 

some would want to st~dy. Conflicts were-sometimes vOiced, 

50~etimes were ignored until something insignificant triggered 

tr.e~ off. Several ti~es heated arguments began among the 

trainees, and one alnost lead to a fight and one did. 

Three special living group meetings ~\:ere held. Two 

were called by the trainees as a result of incidents around 

the housing area. The third was called by three graduate 

!3tudents from the University of California at Riverside 

who were visiting the Project. Both of the groups called by 

~h~ tr2inees lasted almost all night and none of the staff 

WEre present. 

One fight almost began between two trainees because of 

~h~ volume of the television. One trainee would not rise to 

~~e challenge. The agressor expressed his apologies and 

c~lled a special ~roup. It turned out that neither wanted 
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to fiGht and the television was not really the reason for 

the disaGreement. Another. special group was called concern-

ing a trainee who two other trainees suspected was jeopard-

izing himself and the training progral1. This situation ''las 

discussed) and issues wer~ raised regarding the behavior of 

the other trainees and how it related t6 their sudcess in 

the co;n:nunity. 

The first special group meeting served as a vehicle for 

trust and understanding among the train~es and perhaps bol- . 

stered the staffls confidence in the group. The second speci~l 

group meeting served as a vehicle for mistrust) apprehension, 

',and anxiety w~thin the total group. Prior to calling th~ 

special group meeting concerning the suspicious behavior of 

one trainee) a staff member was consulted as to bow the 

incident should be handled. He suggested calling a group. 

One of the questions which was raised by some of the trainees 

\'1as 11\'Thy \'fa sn I t a specia 1 group ca lled \\li thout consulting 

the staff member? 11 During the meeting several innuendos were 

made concerning the behavior of all the trainees. This in 

turn raised quest~_ons with the staff. One of ,",Thich \'TaS the 

meaning of a trainee statement that) "none of us are clean?lI . . 

The incident was finally discussed in a total group setting 

with the trainees) one graduate student) and two staff members 

present. It turned out that there were no repercussions, th3t 

the Project stood for development and not retaliation. This 
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wnn a deciding factor in thc.trust theme. At least in that 

one! context. 

"For a period of time feed-back bec~me the central theme 

within the group. A nu~ber of trainees believed that other 

trainees were feeding back inaccurate information to their 

tea'11 consultants. Some trainees were sayins, "donlt tell 

me anything that you do not want fed-back into the group.1I 

The group began usin6 ):'ole play sessions to explore wnys of 

h3ndling illegitimate feed-back within study groups. The term 

illegiti~ate was used for lack of a better name, what it 

really meant was that which was considered personal. For ex-

ample) a role play scene was set where trainees and staff 

beceme members in a study group. The study group consisted 

of non-professional aides in new agency jobs funded by the 

Office of Economic Opportu.nity and two Change Agents. The 

goal of the group '.'IBS to study how \'lell the funded progr2:ns 

were working by studying the aides experiences on the job. 

&:ch aide would feed-in information about ~'fhat he or she \o'IDS 

doing on the job, and someti~es about what oth~r aides were 

doing. Information concerning a fema Ie 2ide seen in the co:n-

pany of her supervisor after \llOrking hours caused grea t dis-

order. It was the function of the t\'lO change agents to remove 

illegitimate connotations from the infor~ation, restore order 

and illustrate why and how information of a personal nature 

was so~etimes important. After each scene the group would 

- 125 -

I 
I 
I 
I 
I 
I 
1· 
I 



• 

re-play the scene and explore different ways of handling 

personal feed-back. Also J they would exylore the advantage3 

and disadvantages for handling information in certain ways. 

Some other interesting thin~s were happeninG in the 

s~,rs t'2!Tl 1'1hich included trainees ... gradua te students J and staff 

~e~bers. A large number of issues 'had to be dealt with a

round the stUd~ contcnt. At the beGinning of the training 

phase the inmate trainees on a whole were unresponsive to . 

the training program. At least they appeared to be froTI all 

observable signs. This' pcrh~ps was due to not knowing what 

~he, Project really meant and what roles they were going to 

assu~e in it. One ot!ler factor probably contri buted to the 

lack of response. This factor \'18S the demand to be creative. 

It became fri~hteninsly clear that planned chanGe does not 

occur without planning j and planning requires creativity. 

Womewhere along the line the trainees were induced to believe 

they Nere the 'Ilcream of the crop. II One of the unspoken 

principles among the trainees at the beGinnin&; 015 the trainin,: 

phase \'TaS-, liTis better to be silent and be thought a foolJ 

than to spealc and leave no roo:n for doubt. II It took consid

erable encouraging before the staff was able to break through 

the silence barrier. 

The three students from Riverside who t'lere mentioned 

earlier were previously selected to assist one of the teams 

on a community' school demonstration project. The trainees 
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first became acquc:lintcd with them while at the Southern 

Conse~vation Center, Chino~ California, awaitinG transpor-

tation to the California f1lc;-dical Facili ty. The students 

ncked if they could visit thA trainees during the institution 

training phase at Vacaville. They made two visits. Their 

first visit was after the trainees were in training for 

about five weeks. They visited for two days and brought with 

them an air of enthusiasm about the training proGram. They 

attended the total group meetings and spent some ti~e with 

each team. Before returning to Riverside a to~al group 

meeting was held, and in the total eroup meeting the students 

role-played sevoral short skits indicating how they saw each 

traineels learning style in the program. After the scenes 

were played the trainees had the tasle of matching the learninG 

styles indicated in the scenes with the appropriate tr~ince . 
. 

Competition had its place within the group. It was 

apparent between group members, team members, and teams. 

For some it was a learning; style for others it ~'l8S for 

personal gain within the project. At times competion was a 

catalyst to hieher aspirations to the trainees. Other times 

it spread i7listrust in that it raised the question, IIhm-, .far 

\'lOuld one go for. personal [Sain? II \V'hich automatically raised 

the question of, "what W3S it that one did not \'Jant knovm? II 

. Abo"S~ midway through the training phase a nU~1beI' of tr~in-

ees felt the total group sessions were mostly a waste of ti~e 
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and certainly not \'Jorth the time de tracted from team projcc~ .. 

Approximately the same time the Braduate students began 

to raise questions. One of \:Ihich \'les 1I\'Jhnt is the role of 

the graduate student? II Some graduate students felt the:,' 

were caught in the middle of two opposing currents. They 

felt the project staff was manipulating them in trying to 

find out 11ha t the trainees \'lere rea lly doinf~) nnd tbe trnin

ees were trying to find out through them whnt the staff was 

discussing. Some trainees felt the graduate students were 

a liability to their teams instead of an ass~t. Another 

question that 'tlas raised, "l,,[hether the students were to ass!-!

a supervisory team position o~ a peer position? II It \-Tas fel: 

by the trainees that the students were being developed the 

same as they, therefore not entitled to a position other 

than an equal "team member. The issues regarding the student: 

were for the most part reconciled within the teams. 

T\'lO other events occured during the middle of the trair.

ing phase which changed the equilibriu.'i1 of the group. The 

consultant wha was hnving difficulties worki~g with his 

team me:-:1ber recommended that the trainee be returned to C3::1;'

and re-appl-:,' \-/hen the second group of trainees \'las selected 

or extend his A.A. hearing for another six months. This 

incident occurred about two weeks befor~ the trainee was due 

to appear before the board. 

Simultaneously J the Project Director ~ms asked by tht:? 
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state Office of Economic Opportunity to conduct a state 

:\Ge~cy Surve;y. This survey involved exploring the possi

bilities f'or employment and organizational-chan0e problems 

inherent in ·emplo"ying these non-professionals \'Ii thin the 

state Agencies. Two trainees were assigned to help conduct 

the survey. In assigning the tHO trainees to the survey pro-

Jcct a team-member inter-change was made. The team mc~ber 

on Team 113 who was havin3 difficulties vli th his consultant 

\'188 transferred to the NCDP Evaluation Project. One trainee 

who '·las working on the NCDP Evaluation Project was trans

ferred to Team #3. The project director became the consultant 

to both teams. Thus separating the trainee and the consultant 

~ho could not work to~ether. 

The realization of working on a real project had its 

affect upon the whole group. In some instances it raised 
. 

the anxiety, tnE! training momentum Dpecded· up, the question 

became 1l\·There \-lQuld others be placed and hOVI much sa lary 

ir:ould they receive? II 
. 

The trainee involved in this disputation made his Board 

~ppearance asked for) and recci~ed a six month postpon3ent. 

This also had its aff'ect upon the group. To some of the 

trainees it vlaS substantiation of' \'lhat they believed would 

hnppen as a result of beinG outspoken. To others it \'las a 

tOUGh break) but a necessary action toward preventinG what 
. 

~1Cht have been a misf'ortunc for the total proGra~ in the 
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C()~;;'::1unity. Still to otherr:; and to the tr2inco \'/ho asked for 

t:..- p postp~.:m::l0nt it V/2S 1I0ne hell of a ra\'l denl." 

Considerable emphasis was placed on trainee self-directlc~ 

in the project. On the whole it appeared that the trainees 

~refe~red more guidance from their team consultants. Each 

tea~ cO~3ultant had different methods of working with the 

trainees. One consultant spent almost one hundred percent 

of tn2 time ',Ii th his team. Another consultant spent ·8 pprox

i~ately two-thirds of the time with her team. Half of the 

third consultant1s ti~e was divided between two teems. Some 

of the trainees felt that the state Survey team and the teem 

~hich ~ed a full time consultant were receiving preferential 

trent;!lent. 

One trainee \'ws released thirt"J-' da~rs bef'ore the comple

tien of the training phase. He was assigned to the State 

S~rveJ.· One of his functions was as liaison between the 

agency sGetings 'in the community and his team member in the 

group. This event had its aff'ect upon the whole group. 

S~~e felt that the trainee was not ready to be rele~sed in 

t~at he needed the other thirty days of training. Others 

fGlt he was less likely to resume delinquent behavior and 

therefore very apt to function effectively. 

During the Easter holid(]~'s bw of the students from 

Rlversids made their second visit. The primary purpose fo~ 

their second visit was to help the school demonstration team 
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tit H:)!'K on the pElrticu18rs of' their project. The first phase 

~,f the demonstration project was to beGin Ma;l 1st and the 

~~u1ents were familiar wit}) the locality in which the project 

~~s being defuonstrated. While the students and the team \'lere . 
o 

i:crking toeether several differences of opinion" occured. The 

~tudonts wanted to discuss the differences ~nd the tear sug-

Gcsted that the differences be discussed some other time 

t~cause the work was more pressing. The day before their 

return to Riverside the students called a special group 

~cGting. All of the inmate trainees and one regular team 

~raduate student were present. The students from Riverside 

felt they were working under tension as a result of not having 

e 'ol:o opportunity to resolve their differences and something 

!;iioUld be done about the shift from persona 1 interaction to 

~1sk orientation. Their impression had been that in most in-

~~cnces whenever misunderstanding arose within the group 

:!:c-y should be handled immediately. Now the trainees were 

:;:;,:gcsting that} persona 1 interac.tions should be postponed 

!'-:.r the s?ke of completing tasks for target dates. The 
" 0 

~~~dents conceded thai perhaps they were concerned about 

!~ffcrences that did nqt exist. 

Toward the end of the training phase the group presen

';:l~ns yielded to time needed for tea~ projects. Almost 

-::1 of the teams were hurrying to compile reports of their 

• "0"::;"1 projects. 
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DurinG the lost two weeks of the institution training 

phDse two outside con3ultants visited the project to evaluate 

s:::!ch indi vidua 1 tr2ine8 and .the program as a "[hole. Two trni~_ 

eos were schedul0d to have Parole Hearings the last two weeks 

of the training phaseJ'and one of them was working on the Stat~ 

Survey project. The Project Director made arrang~nents to 

sit-in on their Board appearances. To some of the trainees 

this i'las proof of preferential treatment in that it \'TaS the 

first time tho director had attended Parole Hearings. Others 

felt he should have bee~ present at the Hearings in December 

right after the selections. One of the trainees who was 

\,lbr:king on the 'State Survey rece'! ved an immedia te parole .. and 

the other receivGd a year denial. 

During the week of the Board appearances the second out

side evaluator was visiting the Project. His observations 

concerning the training model were discussed in a total 

group setting. His compliments concerning the program were 

\'lell received. His observations., other than complimentary, 

were vigorously refuted by the trainees. In the evaluation 

setting there was one theme which was common to all of the 

trainees. "Hhy do \'18 feel the need to defend the project?" 

An atte~pt to answer this question will be made in the 

conclusion •. 
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CONCLUSIon 

A sub-goal of the training program was that the train-

ecS should become more aware of the relationship of their 

nbilities and their interpersonal problem areas. This con-

elusion covers some of the general areas developed by the 

trainees which would lend to the achievement of this sub-goal. 

One of the general areas of trainee development W"8S 

!3elr-a~lareness. A number of trainees discovered they had 

capabili ties which \'lel'e unknm'm. This led to confidence in 

tackling new learning content and fostered a degree of re-

oponsibility for some trainees. This was reflected in the 

4ItShift from group unrespnnsive~ess to group involvement. 

The trainees devc'loped some interpersona 1 coping skills 

through the problems that ~rose as a result of working and 

living together. This was shown in the total group meetings. 

A nu~ber of trainees learned how not to give 'vent to per-

9cnal anxieties which were not applicable to the subjects 

t~lng discussed. The largest amount of coping. skills was 

~cceived as a result of tea~ members having to complete tasks 

together. j,jany times inner-team conflicts arose. These 

c'Jnflicts \'/ere reconci led \'ii thin the teams J or else they 

W0re postponed for the sake of completing the tasks. It was 

:'::l1d b t b .f'f ~I some of" the team-mates that in onder 0 e an eol ec-

'.:1'.c team member J "one needed the constitution of a mule J 

e· :-,,:: £;race of a ballerina J and the pnticnce of Job." 
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Increased sensitivity was reflected, in the ways the 

trainees became al'18re of each others needs and learning 

styles, and in ~he trainees capacity in 8dapting to the de-

mands and methods of 'the training program. Something can be 

said here regarding increased tolerance for living with un-

certBinties. A nu:-nber of questions raised 8t the beginning 

or the training program were never answered throughout the 

entire training phase. To the extent ~hat uncertainties did, 

not cause conflicts within the group a degree of endurance 

i'ias obtained. 

One of the advantages of learning in a group 'setting 

is that it produces a climate for creativity. ~he group 

as 2 whole fluctuated between minimal and optimal group 

productivity. Team members in working on team projects 

and preparing for total group presentations often pooled 

their ideas. Thinking, planning J and building on each 

others ideas was to some extent the development and ex-

pression of creativity within the teams. 

Prior to coming into the NCDP most of the trainees had 

given little thought to the poverty ~ycle. Less thought had 

been given to carv,ing out careers in a highly 'competitive 

society. There is much desire now to make worthw~ile con-

tributions. Co~bined with this desiro is a sense of alle-

giance to a movement. This sense of allegiance emerged \'lith 

a gradual steadfast insistence and is the composite of a 
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n:':':'iber of particulars.. However) all of the particulars 

:0int in one direction; the nation-wide mobilization of non-

r"oressionels to assist in doping with social problems. 
'" '" .. 

:-:-.is means that a lot of disadvantaged people i'lill achieve 

jisnity with the opportunities to perform needed important 

t'! s ~:s . 

To the trainees it means they were especially chosen 

1~d developed to play a vital role in the growing non-

j'rofessional move'7!ent. It means they will be abls to help 

th0~selves while helping others at the same time. Only on 

t ,- i,.. II C ~ 0 c. r \I • __ • .,l C ....... the credit received will be for doing something 

cc~structive rather than destructive. As a result of strug

iling tosether the group created a training program. One 

~~ich developed in ~hem the responsibility to assu~e the 

~~12s nnd m2ke the contributions they had envisioned. Perhaps 

!his is ~~y the loopholes in the training model were so 

~i~~rously rationalized. 

B'j contrast there could have been another reason ,for 

f h:: trainees refusa 1 to acknml}'ledge the va lidi t7).' of the 

The trainees were products of the training pro-

"!,,~';}. To acknmlledge that the training cy.rriculum \lias not 

,-;. tc per) meant acknowledfjing that they ,themselves \'lere not. 

:~, end only if~ this is true then it implies that some degree 

.~ development is still needed aiound recognizing problem 

~:01s--even ir it means admitting thaf one is not rul1y 
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qualiricd to perform needod tasks'. However, in the finnl 

analysis the neoole who the trainees will assist in the . ... . 

community are the ones to determine whether or not the 

New Careers Development Project's Change Agents have 

achieved the.development necessBry to be considered function-

. a 1 in this IIneH career:" 
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.LOOKING FORVlARD 

This training model served as a pilot study to develop 

training procedures. There was no contrbl group with which 

to compare treinee progress and althou6h the training pro-

cedures were planned with several· principles in mind there 

were no quality contoIs to instire that the procedures were 

consistent with the~. In effect this was an exploratory 

model to gain experience. 

The next training model will be more sophisticated from 

the research aspect. There will be a control group for 

periodic comparisop \'lith the experimental group and both 

groups will have similar parole dates.. Both groups will be 

followed for the first sixteen months after parole, and 

they will be compared in terms of (a) amount and kind of 

delinquent behavior, (b) stability of job ~istory, and ,(~) 

type of job performed. 

The experimenta 1 mode 1 l,.<[i 11 be eva lua ted periodicelly 

by trainees, staIr, and outside consultants. Systematic 

e~aluations will be-m3de of trciinee progress.by peer ratings, 

self-evaluation tests, achievement tests, and task perfor-

mance tests. In addition concrete goals ~ill be set before 

the stnrt of the program and workins principles derived fro~ 

the~. A set of learning principles will be used as Guide-

lines in planning the particulars of the model. Then, 

quality controls will be built into procedures to insure 
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thCl t the~; re::1.::in consis tent '\Ili th the primary gon 1s. These 

.' inc 1ude st.;ch tGchniquC)s as random moment sampling, expected-

.' 

to-oeserved ::1ethod, structu'red procedures of stud;» groups} 

and other self study measures. 

The oarticu1ars of the experimenta1.mode1 have not been 

determined yet, however} there are several givens and numer-

ous ideas bern of the pilot study experience. 

Sometime around i October 65 eight new trainees will be 

transferred to Ce.lifornia Medical Facility for four months 

training within the in&titution. In addition, there will 

b f':)' 
I,:;; • three he1r time professional consultants, eight fu11-

time graduate students, three older trainees with nine months 

expcrie~ce, an institution research statistician part time J 

an Englisl1 prof~ssor part time J the project library inc1udin~ 

access to the institution-staff and State libraries, various 

prograr. .. l1ed lesson blocks, rna teria 1 from the on-going fie Id 

projects, and educational films and tape recordings. Through-

out the training prog~am outside conSUltants will be used; 

for exa;-nple J ag2ncy or institution- administrators J psycho-

logists, other specialists or representatives fro~ other 

training programs. 

The older trainees will have quite a bit of influence 

on the new trainees -- living and workin; with them. The 

1!01ders ll example \'1il1 serve CIS both limits and guides for th~ 

nevi group. This \-1i11 be an ideal chance for the "0 1dcrs ll 

to de!i1cnstrate co:nmitment, work and study habits, communi-

Cf! tion \-;i th staff and peers J and an overn11 philosoPhy of 
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~clf-3tudy and direction • 

The issue or structure must be reekoned with in the 

=~~xt trnining phase. Too much structure in a program can 

Linder a trainee's ability to become j.nvolved with content. 

E~t on the' other hand can the trainee be expected, without 

Jtructure or external motivation, to pick the ball up on 

~:is m'm and become involved in learning and development? 

7110 ideal model should be conducive to trainee development 

In the areas or team-work~ g~oup leadershipJ decision-rnaking J 

end self direction. 

Another issue is whether emphasis should be placed on 

;cneral principles or specific content. If the trainee can - . 

ncquire a set of fundamental principles and the ability to 

l~pply them to various si tU2. tions he should pick up the 

::;p'2cific knm'lled3e as the need arises. But how do you i;n-

p:lrt this a bili t:,' to the trainee 1'1i thout repeti tien: and 

specific examples? 

Our present thinking leans toward a model where empha-

sis is placed on self-direction through self-study. In this 

context the trainee would set his future goals (with the 

help of staff, pee~sJ and his personal prererence) based on 

the training resources available to him in the prosram and 

the opportunities for emplo;,Tment in the: chRnge and develop-

7.ent field. He \'wuld pGriodic3117! n:ake short term corrmli tments 

to the group) bR~ed on his goals, thon go about ~eetin~ the~. 

7hrough s:.,:s tome. tic self-G tud;y and peer evalua tions the 
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trninee would continu3lly look at why he either is or isn 1 t 

~ecting his com~itmcnts. Arc they realistic? What areas is 

he lockinG in? How can hE: improve? By systematically eval-

ueting his progress in this way the trainee should beco~e 

more aware of himself and confident in his. ability to set 

DDd achieve goals. 

Simulation will be used quite a bit next time, For ex-

a~ple) trainees will r61e play interviews and group situ~tions 

to} in a sense, get on the job training in a permissive environ-

mente Group simulation of organizations, community situations} 

or other syste~s will be conducted to explore their dynamics 

and.£ive the trainee some feeling for how fhey work. 

Major e~phasis will be placed on developing the trainee1s 

ability to function as a group expeditor or enabler;"i. e.) hio 

ability to help task or study-groups plan and think through. 

proble~s without getting bogged down. This .means he must be 

able to recognize and cope with group process proble~s, collect 

pertinent data, and feed it back to the group at the right time 

to keep t:"em moving toward their goals. 

Another important skill is interviewing, This is a major· 

so~rce of data collection for a change agent; Trainee develop-

ment in this area will be emphasized. 

Periodically throughout the program interpersonal proble~5 

e~erged within the group. In the early phase~ of training a 

great amo\lnt of time Nas conswned working through personality 
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clashes and other interpersonal problems but as the program 

oro3ressed we were able to spend more and more time on pro-. . 

jccts and learning. Although we never really reached an 

ideal, we did reach a level whore we could cooperate and 

work together on tea~s somewhat effectively. It appears 

as if at least a !11inimum amount of trust and understnnding 

is necessary bet'ween between members of' a sroup before they, 

can communicate \'lith each other effectively. Very earJ.y in ' 

the next program) possibly the first three days, an intensive 

sensitivity-group} including all of the members of the New 

Careers Development Project) would be instrumental in breaking 

through this initial communication barrier and would soon 

allow more time for development of skills and other areasa 

With the push toward the Great Society and the increasing 

demands for civil rights and community change, oPI-'ortunities 

in the change and development field are increasing faster th~n 

personnel can be trained. New Careers Develop~ent Project now 

has f'ive change agents employed in community action programs. 

Three of whom are conducting a survey of State agencies to ex~ 

plore the feasibility of implementing non-professional aids. 

Two trainees are conducting a summer-school demonstration 

project in Val Verdc, Californin. T\'IO of the trainces havo 

already received employ~ent offers fro~ other aGencies; ono 

trainee is working in his off-ti~o as a consultant to a ~ental 

institution in their group psychotherapy pro6ra~. The other 
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r";;!s been ori'crccl 0 job wi th the Sta tc.: Ofrice of Econo;nic 

Op;?ortunity. 

With th2 increasing domand for specially trained people 

to cope with the problems of chanse and with the increasing 

e~?hasis on ~anpower development the indi~idunl Gxpc.:ricnced 

with change and developmont will have unlimited oppottunitieD. 

To rise to the demand requires hard work and much training 

but for those who can meet the challenge an exciting career 

lies ahsad. 

BetWeEn the Office of Economic Opportunity and the 

re~c~t Aid to Education Bill one can expect the trend 

to','lard cO~::l:J.ni t~l action and organiza tiona 1 changG to increase 

. but will there be enough specially trained agents to ~Gct 

the demand. The New Careers Development Project has chosen 

to develop offenders in these areas for two reasons. One~ 

to demonstrate that the philosophy of punishment and iso- . 

letion is not an effective means of rehabilitation and two~ 

the offE:ndc;:> I s dissatisfaction \'li th the status quo and his 

ability t~ become involved with a way of life, if channeled 

in the right direction) can become a constructive force both 

to shape his character and move society closer toward an idc31 . 
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APPENDIX C 

NO~~ROFESSIORAL FUNCTIONS SURVEY: 

A REPORT"ON THE USE OF NONPROFESSIONAL PAROLE AIDES 

Report of a Phase 2 team project 



NEH CAREERS DEVELOPXEHT PROJECT 
Suite 6C5 • Crocker-Citizens Bank Building 

Sa6~amento, California 55814 

:-0: All Conce~ned Departments DNPE: February 1, 1966 

FRO;!: ;lsH Careers Development Project STJBJ: The Parole Aide 

A sur7ey Has condu·:-:ted by the new Careers Development Project to 

~~te:rr-:ine hOH the services of paroles could be expanded to delinquent 

cor::!u!1ities, and as part of that survey a meeting viaS held ~'lith in-

:-:8.t~iS and Parole Representatives from the Sacramento Parole and 

CC-:~lm:ity Services Division on January 191 1966 at the California 

:!::!d.ical Fa.cility at Vacaville, California .. 

Attached is the report on the findings of the survey Hhich con-

:;~':'r.s ideas a.'Ylr:1 sur;gestions from ex - parolees, representatives from 

':::e S~cra.rl1snt 0 P aro Ie and Comr:1U.ni ty Service s Di vi sion, and the survey 

:;':; <:.:'z.'" II Thi s copy of the report is being forHarded to you for cOl'ament s 

~:' a:l-:'5..tional ides.s and su.::;-:;estions_, 

Respecti'ully, 

New Careers Development Project 
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SU!ilmary ___ -'--J.!.. 

'This survey Has conducted:lt the California Hedical Facility a 

::;tate ~rison} by members of the Net-! Careers Developtllent Project for 

a nUf.1ber of' reasons. One Has due to the interest th3.t the !!e't-T Caroel"s 

::>0velo~~ent Proj ect has in d eveloyin[j non;:rofesslonal proGra~:1s in 

·,c.rious helpIng services fieldso Another reason Has to collect infor-

~Zltio:l for the Sacrament 0 Parole ~vork UDi t Hhi ch is intere sted in the 

;:·Jchanics of nonpl'ofessional prograr.1s o A fInal reason Has to give 

. trainees in the NeH Careers Development Proj ect ,·;ho are nonprofes-

sicnals thense1ves an opportunity to develop through on-the-job 

.. . . ... ~aJ.m .. ngo 

This report contains sug~esti .. :ms from the inmates i·rho partici-

;::.t ed in the survey, parole repre sent ati ve s fron the Sacrament 0 Pa.-

:!'"'-:>le unit, l;CDP st af'f members, and. :the survey st aff ',-.,b.o conduct ed the 

~:·l:~:·'.;e:r, as to hm·/ they believe the effecti veness of' ?8.1"o1e c01;l1c1 be 

~r.ereasede Some sUSGestio~s re12.te to ca'...lses of crime and delinquency 

l..., d I' . 'to 
_,L C lnquen~ COrnmUnl leSe Others rel~te to possible functions that 

'-::'6 !1onprofsGsional could perforn" and su~;::;ested innovations for the 

no~~'~'~' ~o 11 - ·.·: ..... lll.tleS o l'lna y, feasible ascncy p~ocedural changes, selection 

'L ~d'" to...... ~.vance~en crll.terla, and necessary training neens are consi~oredo 
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Introduct ion 

Heny inter-related factors contribute to the current problems of 

~·nrole agencies. The nu:nber of people on parole and an insuffi ci.ent 

L~crease of professional personnel to handle the offender population 

,~!,I)~.Jth haG resulted in a shortage of parole officers and has led to 

n reduction in entry requirer:1ents" The shortaz,e of professional 171an-

:.'O:-10r is not unique to parole s. In fact, there is increasing competi-

'_:~cn for an adequate nunber of qualified professional i.·lOrkers in many 

of the human service I s .fields .. The third factor is that present fund-
\ 

in3 conditions do not provide enouGh money to alloH hiring a suf-

1'L cient nUl':1ber of qualified parole a~ent s" 

Since parole Rsents have larse ceseloads, Insufficient time is 

:::-I}!'"rt'in giving attent1.CD to the parolee Hho ap::!ears to be maJ..:ing a 

·:::..:isfactory adjustment .. Heit~er can enough time be given to the pa-

"~lC'G i-i1:l0 indicates , 
ne is havin.s problar11s" Instead, the a.Gent has to 

: - ':!'".d too much time in ha.."1dli~g emerGencie s \!rhichj cOl:lbined iVith the 

: ',:,-:rHorlc that the agent ~2.S to nerfort~l Drevent s hiril fro in SD_. end inrr - J- '-' 

"0 ~ "':Q ~'!_'i th each p!:!rolp.e p""'d J' • ;nr. -'-he ef.f'or-'- or"' """'arol . _ _ =~ OlD .... ,j v_· .L v S ~ 0 e aGencles 

~ -:t thO::38 of ti1e cO:-El1unit:r Hhich coul~ help the parolee. As a result 

done to brins the cor1f.1unit y p..nd parole s together in a con-

~~~3ted effort toward reducing recidivism o 
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Pa:::;t e:::pcrience indicated that a ?osoible oolution might :la:re 

" n".:·:: :::;oaller ca3eload:3 for t:1C parole Ilgent, but the entire al1SHer is 

.: - ~ In ::-educinE,; cB.:3eloo.d:3 alono. 1'nH~t mi~h t' help the effecti yeness of' 

:"",~le::; i:::: a cloGer contact l·dth thc cotlr.1unity servec10 Thio need for 

-::')~r;r contact \'lOuld be especially true for corm!iunities lVith a hi'[~h 

~;; .. ~~rl~nce of' crime 8....'1.d delinquency, cOr.1cn.mities in l·.rhich unemployment 

. "'')"!a.:i.18 , and cO~fJnunitiG::; where th0 ~)a::'Ole aGent finds hi!nself' alicn-

'E'1ere are otber posoible solutions o One Hould be to find eff.'0c-

~ ~·:o .. ;a:.7 8 to use the available personnel. Another possible solution 

'. ,;1.1 be to f'ind :·;a-:;8 of creating o~portuni tics for parolees to t ~re 

''::'0 active role in their Oi·m. rehabilitati one A third solution 

• ;_,2 :)~ to creatc oP:9ortun:;.ticD for unt r8.i ned youths of delinquent 

. :'.::-2it:les to fj,nd PurlJo:::eful Gl~1)10y:'.1ent. th8.t Hill at the S3.l-:Je time 

r~ j,~ conceivable that ~·Tith the amount of !~lGney allotted in the 

..: ~:.:; ?~role bud ';8t the use of' nonporfess :~onal::: could free parolc 

: .,':; to n132':e optL7.lal use of t:.lcir professiona.l educationo, could 

:rJ re~~'lce t l'1e alicnation problem bct~·roen parole s f!nd delinquent 

... -. ~ . 
.. ·'~J].es, ar:d cO;lld create op~)ortuniti8s :for une!1ployed youth3 to 

!~e1'I Careers Developn1ent Project 
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Purnose 

:ne purpose of this survey Has to identify method s of increa::;ing 

.. -~ .;ffccti venea s of available parole agent menpOi'lGr, through vror~:ing 

". ::~!',:any Hith th0 community in Hhich the parolee lives and 'tvork.s\> 

- .ft~ric objectives were to identify the following: 

A. forces 'Hithin various communities ~'Jhich contribute to 
recidi visrn, 

3. ad1J~t a:;;e~ in utilizing 'nonprofes3ionals f'rolil cor::t!,uni
ties i-lith a high delinquency rate to cope Hith recidi
Vl st~1, 

c. duties the parole 
perfe-rm t :1a.t cO'J.ld 
fcssionals, 

agent is perfor~ing or is unable to 
effectively be assumed' by nonpro-

~). possible innovp..tions that the COl!L~!lln5_ties could ~ake 
to a5::;i st the p8."::o Ie agent 8.l1d the paro lee, aryl 

... 
: .• :n"ocedurs.I c::;'~n~Cls ::Llld trcining needs for impletlenting 

-,Elrlon,rofessfon2.l :pror.;ra:-1 into parole agencies • 
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• 
~thods and Data Collection Procedures 

During the first and third vleel;:s of ~Tovember 1965, a tot al of' 

f.!.ft:;-n1ne inmates at the California Uedical Facility, having had 

ccth successful and unsuccessful experience on adult parole in Cali£'-

::-:-.ia Here intervie';-red to c1eterr:1ine possible functions a nonprofes-

=::! onal could perforro to effecti vel"J:" as s1 st the parole agent in reduc-

~ ::.:; the recidi 7i sm rate .. Se~len of the iniilate s intervie1'Jed ,·.;ere 

~~lected directly f~om the Recention Guidance Center because of 

~~_0 recency of their paroJ_e experienc.es o All of the intervieHees 

·:;-·!'-3·fror:l areas of hiGh recidivisn, as defined by the Parole and 'Com-

-~~ity Services DivisionG Seven of the interviewees) excluding 

~:-'"" l' ~, -0 t--'- .1->0 ron ...:ne Hecep lon GuidaYlce Center Ivere raYldomly selected for 

; -!!"':icipation in three study group meetings during the fourth \·;eek 

:- :io~lcmber to further defind and explore ne~T ~Ta:yC of iner-os-sinS the 

:-:-(:cti veness of' pare Ie services 0 

8 



• 

IntorvieHs 

;::o.c11 survey team met:1ber conducted an oqual number of recorded 

::-:,,)!",leHs 'Hhich lusted i'ror.1 thirty to forty minutes.. Upon cOi·.1ple-

. : .:: of tho int orvi OHS the 3ur"e~T t earn r.1et, "Hent over the recordihgs 

.~~ ~f~or an agreeMent on what the intorviewees said, the infor~ation 

~ransfcrred to 5xB cards for i'1..1.rther clarification in study-

':'-.~" r.18etings 0 Q,uest ions asl-::cc1 to delineate sl)ecii"'ic obj ecti ves t·rero 

~!! f01101-1s: 

1. ~'rnat could be the ac1.~lantl?.ge in hiring nonprofessionals, 
Inc luding ex-offenders, to ac::;i st the :?arole agent? 

2. l-T..lJ.at oan the cOi,jUnmi t y from Hhich you came do to as 8i st 
parolees? 

3. 't-}hat funct '.ODS cUd yr.ur Darole u3ent perf'ox'l'l that you 
feel you could do better? 

!~. !·r..'1at i'actors in the CO~l;:;JUn \ ty fror.1 ,;·;hich :!0tJ. carne frot';] 
do you feel contributed to your returnins to prison? 

50 ~'E1en does the ~')aroloc most need sup:?ort froe; out side 
sO'J.rce s? 

6. Hhat ca:::1 tho Y2.roleo do to hely himself? 

7. 1lhat can peo~")le in the CO:TI::J.un ·'.ty do to assist parolees '? 

0 0 :'Jllat co,~ld }ossi1)ly be r10ne :i.n the neiGhborhood VIhere 
the 1)9..roloe s live to sti :'1Ulc.te thePl to as si st other Da-
rOlees (usinS your n8i3hborbood as a reference)? -

9. '-'.'hat ~::inc1s of' info::. ... ;:1at ion Hould be helpful for p9:.rolc8s 
prIor to thoir releace? 

1..':; 0 ~'That c an an e~:-offender f:rOFl an :i.lm;>overi shed are a do to 
help other yarolees? 

I".~estions Here not necessarily as]::ed in the ab07e order • 
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During the study-group meetings, orie team member acted as expe

e diter" ono as an observer, Hhile the third member took an active part 

i:1 the group. Tne team. rotated roles in each ~tudy-group, giving each 

of t~e nenbors exp8rionce in all the roles. The methods used in the 

. . 1 stucr-groups lS co~~on"y knoHn as the 5x8 sy'st eml 
0 Each participant 

;.:es si1n3n 5.:;:8 cards and crayons and aske¢l, to write a specif'ic f'unc-

:ion on '.t.. 
It.o ~ne expediter mounted these cards on the wall and di s'" 

~1;SS8d 'Hith the group \'Thich of' these f'unctions thoy f'elt could be per-

f0r!":ed by a nonprofessional. The suggestions Hero recorded a8ain on 

caKS given ther.J o The expediter taped ther.1 on tho wall benoc.th the 

s~0cific area. The teao member in the f'irst group recorded his sug-

;I}st:!.ons; hO~,;o~lor-, this happened only in the f'irst meeting to give 

~~e 8~ouP an idea of hOH the system 1vorkede Hhen all the ideas of the 

e ~:,oup \·;ere in vieH, tho expedi tor revioHed the cards.ll reading ther.1 to 

• 

~.:-.·3 gro'J.p :f:or clarii'i cat i on" In the third. meet ing, the part i cipant s 

:-'3';iG~';5:i all the i!1i'orr:l8,t ion obt ained f'rom the intervioHs and made 

~~dif~ca~ions. ~ach of' these study-group meetings were hold during 

:::e four:;b Heek of iTover:1ber lasing from 6:00 Po ~Io until 9:00 P. H. 

Zr.:.e data for e acho1' the job ftmc.t ions in section TIC II and all 

• J-' '"' .L... 2n ulllS reyoru, except the assumptions of the sur~ley 

'>";2.::, ..... ;ere t al-:en direct ly fro~ the orginal 5x8 card s, af't er t~ey Here 

#::1lyze:l 'oj both the study - eroup r.1cr.1bers and the survey team .. The 

or the i.ntervie1·rs and the. stud~r-.sroup meetings are listed on 
.. 
• ::'1"; follo:.;~ng p2.c es. - ..) 

l~. . t ddt . ". d' 1 t t . bysu em Has !on ro UCG... 0 t;rcnnln3 program urlnr.; our.3.S rm.n-
ing phaso by Dr~ ~lias Porter, Psychologisto 
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Section IIA" 

FORCES HITHIr:T :r:D: (!O~E1T~TIT"'I COHTHIBUTIHG TO R2CIDIVImf --

The raaj ori ty of the. int ervieHees cited crime and delinqu.ency in 

tho community as the contributinG factor to recidivism; hOi-rever, the 

intervil~"./.recs felt that the crime and delinquency rate lv-as high be

cause of (1) uneml)lC?:T~2£.!lt. Other causes listed accordinG to the num

e b0r of times mentioned "dere lade of (2) recre~~~J:.onal aDd other .§£.cial 

~~acilities, (3) decent hOl.lsinr;, and (L:.) coml;']unications Hith societx. 

o~t3ide the conrnunity • 
... -~-
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Section 1f31f 

ADVAlTTN2·3;S. OF iJTILIZIITG T~:3 HOnp:;OFESSIOHAL DTCLUDDTG - --_._----
EX-OFKE!T!)!:RS PHOrr DELlnQ'JENT COlTI>rJl'TITI~S 

In r:1any delinquent communities throughout the state~ parolees 

:::! thoir farllilies have a problem in cOln:.Junlcating "lith authority 

':",:!'C:S l'lhich li!::Jits the 'effecti7eness of the parole agent and the 

:. ~::~cs of the parolee, Hho lives in these communi tie s, succes sful1y 

. ~;lQtlnB his parole. 

ine principle of using the product of a social problem to cope. 

......... problem sUGGosts that people directly connected l-Jith the 

~ :- :!'e:-1 i·,i 11 ha.ve a unique underst anding of it s cause and could 

: ::fore be efi'ective in suce;esting vital solutions to people ha'.ring 

. :::'G ~ajor adv·:.ntage in utilizinG people, including 'ex-offenders 

. :01 i!lCiuont 
, 

communities l·rho are beine; trained for the task they 

':X)octed to porform, is creating an additional resource for 

~~J.. "'nd.. 
... " :!. •• :Lng the problems of the parolees in the comr.1Unitie s .. Non-

" '::!J lonals could serve as linkers betH'een the parolee s and the pa-

--:'.:':;nt a'rld boti'£een the corrrmunity and the parole agency. 

12 
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Sect ion ftC If . 

Tho Hays in Hh:~ch the follouinG duties can be ir:lplemented are to 

".:I;;~Cn an aide to each of the various job functions, to combine tHO 

.:-- :-:0:'0 of these functions and assign an aide to each, and to form 

:. <:-t!. ttoes of parolees to !>erform job f'unctions i-lith an aide actirig 

::. p.rl advi sory capac). ty .. 

T'ne iml1lemcnt at ion of the latt er ioJould be more effect i ve in re- . 

:~:lng recidivi~m because it Gives the parolees an opportunity to 

. ~ p thcmselvcso In ea.ch of' tho functions the parolees '!.-lould gradual-

':- ':)0 given tho cha.l1ce to help othor parolees, i-lith the parolee not 

- '.:" holpinS himself but other !Jarolees as l·:ell, throuGh porforcling 

e :":10es to others o :\.11 the study-,'jroup participan:ts believed tho pa

>.; ;rould vlillingly t 13.::0 up the reins if .£:;i "en the opportunity .. 

e 

.\It' , .. nou:;.n qui te a i'eH of the .functions ment ioned on the follovling 

• ':1 nay appear i rrelev a.l1t o.nd superf'luous, they Hore ve:py r'-ial pro

:-:~in the eyes of the ex-parolees Hho vlOre interviei·md. 

Assu~ing that s?roe agencies are ovcrburden9d~ due to the effect 

:. ;:! functions constantly evolvinc" He sU83est the il1lplerlcntation 

.: ~!'o:rar:~ s2i:1ilc.r to the one li1ontiol1cd in the fo11oHins palSes as a 

• I" .~ ....... of su)!?orting tho parole r.l0re time for> 

·· .. ·;3!.onal dutios sHch as: 

, 
"" :':\Z:B.IY7.ine;~ throu,[h clo sor suporvi sion, those 5.ndi vi duals in 

:l1s cp..seIoac1 Hho c.re oonslnerc<1 ;)001" parolo ris!;:s, 

13 
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20 invcstiGatincs those individuals incarcerated RHaiting A. A. 
Action" 

3. 1coe~)i.ne; clotJ0r supervl sion over those individuals that indi
cate re~ression to a pattern leac1in~ to the commission of' a 
crime or other conduct leadinG to violation" 

Lt .• spendlnf, r:10re time Hith ~_ndivicluals mal.:inG ~ood adjustt-;]ent, 
encoux'aGin;:; them and c"vnlu::.ting this ,t:r-pe of adjustment" and 

5" counselling • 



EDUCATION 

., 1- ..... supervi sion an aide could assist in: 

1. trnckinR down paroloes school records and credits, 

2. enrollinG parolees in vocational and academic schools, 

3D idontif::Jing and or';!anizin?- parolees ifho aro ex-teachers 
to tutor parolees and conduct classes in their spare time, 

4. M~!in~ arrangeMonts for parolees to speak to social scienco 
classos at local universities and colleges, 

5. encourar;ing oP1ployed paroless to attend night school, 

60 dircc~inr-; parolo0s to avenues off0ring financic::.l aide Eor 
education, 

7. cemDilin~ lists of various educational facilitios, avail
able courses ~~d cost for reforral purposes for ?arolocs, 
and 

e. koepin~-' ... m-to-dato rocords of the parolees rlno are using 
the educational ·opportunj.ties. 

15 . 
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ExplnnRtion of EducRtion 

Educntion "TaS cited as one of'the most important factors in suc-

~'-~3:Jful pn.role adjustment because it. plrtys :m important pert in job 

:lr;ccnont and advA.ncemont 0 The study-group pnrticipants ex.pressed em-

~!1f'~t i cp.lly th:at thei 'VTOuld be more then Hilling to cont inue their ed-

,:c"ttlon upon releas€;.), especially in .vocational trades. They stated~ 

::--.0 problem 1'18.S lack of information about educational procedUres and 

~;:Jourcos. The participants said that in most cases their working 

-::-U:-'S ',jore tisu£'..lly from eight to five which limitcd them from inves-

:.~~ ..... tir.g the possibilities of courses they might need to enhance their -

~~~~tion and maintain their jobs. They felt that an aido assigned to 

':.-:; services Ii st:ed in tho educntional section of this rcport Hould 

·.·lp pnrolees to bccorrl9 mo~('e al-Inre of nvailable educational opportuni-

.: -:3 Q Educational aides should hc.ve the time to assess parolees edu-

··.::orral needs prior to their release, under the supervision of the 

~j10 Qgcnt, and h~ve all the needed inform~tion availA.ble for pa-
. 

-;~~ iMmediately upon tbeir release. 

Tho survey str~f believes this function could pIny R vital role 

!.:,c'/iding an outlet for somc of the boredom that pnrolees race 

~ ~h~y ~~e rcle~sed, ~s well ~a providing ~n excellont opportunity 

.. r "'1"oloos to meot people thnt would probably bo n posi ti vo influ .... 

'. ':0 their p·'l.role ndjustmont. 



• 
ET'lPLOr. rENT 

'::1i!c;r superv·i sion m1 aide could aS3i st' in: 

10 eor.roili!1r.: and ~':~c1')in~ up-to-date records of all availo.ble 
jobs in tho area and "noeded qualifications for parolees, 

20 intorviowin~ nnrolees prior to their release to determine 
job quo.lifi~~tion3, 

3 .. pla9J..:~ parolee8 in jobs they "lore capable of performing, 

l~o loco.tin~ ormlcy;n:mt 1,:i th on-tho-job training op:)ortuni ties' 
for parolees Hi thout sldlls, 

5. tal~ing inmates ("i·lith permission of thE:)' parole agent) ,o,]'ho 
are still in prison 'Hith a release ·date of ninety days or 
loss to interviews with prospective employors, 

6 • .§:..c..9,.uirin~ u~i.0Il information for parolees if necessary, 

7 .. vorifyins o:-:-ml07r.1ont placetlent s for tho parole agent tl-len
ty-four hours prior to parolees release~ 

8 0 takinr. naroloes to initial emp10Yincnt site and introducing 
thom to their e~ployorsJ 

90 informinr.; o'.;-:)l07ers of vocutional and academic talents of 
parolees, 

10. securing tools of PQrolees trades if noeded, 

110 !-lnintainin-; ,contact :·!ith par010es on their jobs to asccr
t o.in hOH tn.07 ar·.) doing, 

12 .. salvin!" :-;!ir:e>r probl::;ms paroloos 8.re e::::periencin:; on the 
job anti. info~~in3 ~)!1ro1:; agent of' any major problolns they 
are havins, 

13~ actin~.2 a :::cdi ater bctHeen ol71p10:,rers and parolo0s Hhen 
necessary, 

14,. koo">:>i.nr; u.1')-to-d~to ~ocords of the frequency ivith \-Thieh 
parolees ch~~g0S jobs, 

chod·:in- on llnorT.Jlo~rod p~rolQes to determine if they are 
soriousfy soc~!:in(; ,cinnloymont J 3.nd 

16.·;;'i.n.fQl::8i)",.z_i:1Jtu:::,c D8.:!;'C"locs of iob_Qrnortunitics in tho areas 
they r:..rQ plmr:inG t~ be p:trolod, so thoy can tuke nocosse.ry 
trades in prison& 

A possible c.7..,ln.nation as to hOH thi.s could bv dono on fol
l'Ji-linS pago. 

17 



Example or #17 (Employmont) 

e An aide could prepare a monthly nOHslettor concerning available 

:~1:>S in h:Ls area and mail it to al;L state institutions, thus suppling 

_~~to-date infor":':!ation on available jobs and skills needed in a par-

:!cular locality. The neHsletter would be made available to the in-

-::tes on arrival at assigned insti tut ions" or even before they sclect-

.~ their trades. The areas could be checked to asc~rtain ir the trade 

~:.9 parolees Here planning to folloH vJ'ould be available :tn these 

':';Hl.S~ Ii' not the parolee 1-lOuld have a..YJ. opportunity to direct his ef> 

~:-!'ts tOHard a ne;.., trade he could folloH ufter release", 

lr possible, the aide vl0uld vi sit local penal institutions and 

".-:ld meet ings ,·d th all the inmates planning on being paroled to the 

<:::;'s area and inrorm them of job conditions" and give them advice 

. ::-.coming particular trades in demand in the area Q 

T'hBre are, of COUrse, numerous Hays in Vlhich this function could 

- :.!CDO D It is not S'..lggosted that implementation necessarily should 
.. 

• f"\1. ';""n' 1 
- -- -, IJ. ~ S exarep_e, but this function could be an important part re-

<r.s; r·ocidivisr.1 a.Dd, utilimately, crime and delinquency .. 

18 
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EVALTJA':rron nnd co On,)IrT:lT IO?,T 
_.- ---

":dor suporvision a..1"l aido could assi st in': 

lIP coordinatin~ dOiJloY:-J.::nt of aide s accordin~ to cor'lr.1Uni ty 
noeds.., sub-cult ural aroas, hiGh dolinqu0ncy, et c, 

20- cval1..1f:.tin::; th:: o1J\::~"atien C?f tho aide pro,gram to dot ormine 
if the proGram is o!->orating accordi!1g to dosign" and pre
sentinG tho i''Lndin[;s to suporvisors", and 

30 ~a,l~t?,t;ln:,:; tho effect of tho aide parograrn on tho recidi
vism rate .. 

19 



"HOUSING 

:~10r supervision ari aido could assist in: 

10 locating housin~ 

in neH environ:'l1onts away i'rom old nei~hborhoods if 
deemed necessary, 

't-J'horc paroless can moot neH and dii'foronts typos 
of people, 

for parolees that is conducivo to the desire to do 
better, 

that is cOI"!;')atible 1,71th the personalities of parolees 
if possiblo~ ~n~ 

2 .. nectin:;z; ;.n th p::.roleo s before thoi r release and det ermin
iug housing neods; 

30 confirtdn;;; housing tl,'TOnty-four hours before parolees are 
l-s"il.o ased; 

40 supp1yin.g info rr:!ation about the neighborhoods Hhero hous
ing is locatod to malce adj.ustrnant s easior for parolees; 

5 .. keePing up-to-d:-:.t.;) listings on ront prices, opportunitios 
for rooms , and oconom.:i .. c situations of various neighbor
hoods for parolees; ~nd 

6. keculnr:: un-to-d<::.to records on the frequency with Hhich pa
roloes movo o 

20 



e "::~cr supcrv'ision an aide could a.ssist in: 

1. cducntin~ various cO~~Qnity orGanizations and residents 
about th~ rohabilitnti70 erforts made on bohalf of 
para le.::s t hroush 111Cet 1n[';s and monthly n0Hslotters of 

2. infornin-; the resid·.:mt 3 in delinquent comr:1Unities of the 
factors WIthin tl-io'-co~unity that- contribute to dolinquency 
and oncourago thorn to activel~r participate in cOrlmunity 
development, 

3. cst abli s~::...in~ cl080r cO~1:i1uni cations Hith indust ries, social 
ergani zations, and 1m·] enrorcomcnt agencies and providing 
tl:om Hi th i.ni'orr:mtion pertaining to parole seryices and to 
parolees, 

4. arrangin~" weo~ly tours to local institutions for juvenilo 
delinquents and theil"' po.rents \-lith parolees acting as 
g~ides.1 

1 

5. arran;dn-:; for ,iuvu:lile delinquents to accoli1pany local po
lic0 units on their patrols, 

6 .. ShO-;·linr:.: l~ovie s nnd q;i vinr:; locture s to juvenilo delinquent s 
and their paronts using ~.)arolcos as possible principal 
speakors, 

7. rw.l:inQ; contacts "Hith o~l1ployors, ramilies, and parole agent 
for arr0sted parolees chec~dns local jails pc!"Lodicnlly to 
dotor,:Jino if' pe.rolces aro beinG detained fo!"' :parolo agents 

" :>. ;nvcsti~ating F1isdol11eanor non-suP:D0rt charges filed against 
parolco3, ::md 

9. Fo~~ili~~ rcco~ds af sUG~osbions nade by co~~unity rcprc
sontativ0S as to ho,·,'" b·.;tt.::;r noi£~hborhcod rol:~ti.ons could 
bo ostc:.blish,.::d and r;l8,incaincd bctHoen tho cOl12-:1unity and 
tho parole a8cncy. 

21 



PSS-PAROL~ CLASS 

··:-.~\)r suporvi s ion an aide could 2..S s1 st in: 

1. inform"lnr, p9.rel'?.£Q h01<1' to obtain their civil right s~ 

2. informin~ onroleos how to obtain thoir drivors license, 
including special narcotic stipulations:, 

limitations und proceduros regarding insta·ll:nent buying, 

.\·lhat to expect from parole ago'nt and police department, 

tho various areas Hi.thin the commUDity that ha11e high 
incidonts or delinquent ucti~itios, 

available financi 8.1 aid in areas '-lhoro ussi st unce exi at, . 
.1.. .t.. .t..' 1-,' :l' I' 0$ g., v rD.l?-s!-,or v nul on, ~ ... ouslng anl SC"100. lng, 

tho stipulations regarding out-or-state bUsiness, ~ 

the stipulations rOBardin3 tho establishment of businoss 
concorns, and tho Idnd or job epportunities in tho commu-' 

• J... • • nl u les;, 

~. infcr0in~ conccrn0~ nnroloos or the procoduros employed by 
tho llalline 'Center, 

50 l7Jal.E.~n:.; T))rsono.l '8?nt act Hith th:; farlJilios o:f paroleos i:f 
roqucstoi by p~ro100s, and 

6 .. l;:ocnin7. '..i'O-tO-d2.tC rocorcls on tho kinds of in:fornation rO
CiU0'st od' ~no st froq uont ly • 

Ii' the IIAid,e ProGram" has boon implemont ·.::d tho funct i0:18, and 
the position of tho aide couln be expl~inod to the parolees 
d~ri~8 pro-parele cl~ss. Also p~rolces could be encour~6ed nt 
th:!:.s time to o:.lrticino.te in tho pro.::r.?,,:n. 'rhe .::tido could also 
!3~rvc as a linlcor 1'0; othor aide - po'Sitions at th0 ~eQtin6 b~r 
colloctinG necessary inforl"·w.tion liko recreation ~nd education 
interests and PQssi~g it to ap?ropriatc offico. 
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RZCREATION 

'::::i'Jr suporvi sion an aide could ussi st in: 

1. for:ninr; to<1rlS of parolees for tho purpose of entering thorn 
into various loa.:;uo s, 

2. buildin~ inrol::l.c1s into established recreational associations 
'and explore possibIlities of parolees joining sQctional 
softball, baseball, and handball teams, 

3. buildin~ inroads into established hobby and social clubs in 
the community, 

4. com~ilin~ lists for p2~01eos of .availablo community rocrea
tional activities, 

5. contactin~ coach..::s s.t various parks and playgrounds about 
parolees gett-ing into various leCl2:UeS, 

6 .. dotcr:7lJ.nin~ intc":'cst s of parolees before T'eloase and direct
ing thel'J ~o rocr·Jation8.1 activities in Hhich they enjoy 
paricipating, 

7 g. orguni ziTI:! con:'lUni ty sroups for spocial event s, plays, con
certs, and danc03J 

, 80' in.fo:r'Plin,-:; p:?rolees of local gyms, Y::CAI s, bOHling halls, 
and Golf r:l: .. H·llbGrshi~)s havinG moderate rates, that do not 
discrininate a6~nist paroleos, 

. 
9. f"or:;:in;: brid.qG E.:ld hobby cluns for paroloes, tboir 1-1i',1'0S, 

a..'rld othor ros:Ld0nts of the cot1r.lUnity, 

10 • .ferr':::!.n!7 local CQl!l'1un.:~ty groups, includinG p::!T'oleos £'or out
ing ~o professional ;arnos, o.G., baseball, basketball, 
football, and hockey, 

11. infor~ln: D~rol=~s ~hero o~ficiating, and Little League 
r:'lanagc:n:::nt oppor~unitios ejdst, and 

12 .. keeping up-to-d9..te recoJ:'ds of tho paroleos 1·;ho participate 
in co~unity recre2tional activities • 

23 
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TRAHSP01T_~ rlOfT 

sunervision an aide could nssist in: - , 

1. ta!~~n~ narolees in search' of 0~ployrnont possibilities, 

2. M00tin~ p;rolo~3 u~0n release, at bus or train stations or 
air.90rt s a~d :prevido thOl:1 'tvi th trans:;>ortation to the parolo 
offi co and to Ii v:Lnc; 0 st ab1i shment s, 

3. i nformin~ De.roloo s of the pro coduro s of publi c transport a
tion vehicles, 

It-Il diroctin-:: 12.:'g'ol::~ to roliab10 and reasonable:" car doalers 
~...rhon they arc siven purmission to pt.lrchaso thoFl by parole 
agont, 

5. providing nobility 

for parole 0S Hhon rnoving in none is available, 

to and from t~~ job if nocessary, and 

to paroleos ~'!hr;;} they are stranded, or i-Jhon they bocome 
to intoxic2.tGd to drive thoir 01.;n c~rs} 

6. nrov~':1in:; emerGoncy mobi..lity to p:2roloos~ and thoir ." 
fc..milios, e.G-, ~ospit:.ls, etc, 

70 hclDin...: p.'1rol::o s t() oot ain .t hc.ir dri vor I s licenso s" 

8. :?erfOT'::1inr; oth()1~ rout in::; tro..ns.port ,"1tion t QS~::s ~s doomed 
nocos~;:-~rj; by the po.rolc n.r:ont or .:tgency, ~d 

9 .. Y.:co::>in~ up-t o-d~t 0 :.~ .;(!o:;:"ds on t:1.0 i'reqll.oncy Hit h Hhich pa
rolee s usoe: t rD..~s'Jort-a ion 2.ssi st cnC0 
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Counsolling is such a professionalized function that it is 
difficult to seperate tasks Hhich the mdo could perform .. HOI-lOver, 
this list of suggestions are submitted because participants in tho 
~urvey say special benefits in using the aide in the area o~ coun
~0Iling. They believed that bocause of tho shared hackground bo
t~-10en tho aide and the parolee, relationship md communications 
~ould be established much easier. Suggestions of~cred were as fol-

I 

10Hs: 

com~SELLING 

~nder supervision an aide could assist as Co-Group Leador in: 

,1. sittin~ in on groups conducted by parole ~Rents and taking 
pe..rt in the di scussion, " 

2. conducting volunt.o.ry p.;roups i'o,-' interested parolees., their 
Hives and their frionds 3 -

30 dircctin~ n~roleGs to parole agents for counselling regard
ing designate:d concerns, c.g., me.rriagc s employment, ect, 

40 conductin~ rGgul~r groups for juvenile delinquents a~d 
their paronts in the communitYJ using other paroloes as 
speakers, 

5. making ave.ilable :.).. t1'lenty-four hour counsolling service 
for paroleo S:l 

,6. visiting p~rolc.:os Hilo do not havo close ~Qmily ties in the 
community, 

70 communic!'}.tina to p1.rolees the philoso~hies ftnd goals of tho 
parole agoncy J 

8. conduct ing grOUDS fer pnroleos in county j nil, pnd 

9. koeping uD-to-d~tc records on the n~tur0 end tho frequency 
of counselling 8iven to p~rolees. 

25 
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Scot ion "D" 

TO ASSIST ?E3 PA~OL3 AG::SlJT AH~ -r~IE PA~OL3E 

Tho ideas expressGc1, Hhioh arc those of tho survey par'tioipants 

tho toa~ ~hat oonducted tho survey (1) sUGgost non~rofossionally 

~~~Sfoi pa.!'olo an1 cO:7i,'mnity service 1 s conters, (2) tho c..sta'blishmont 

:' a.'1 orr;a:;rization s:5.'ililar to tho Alcohol Anonymous, Inc .. , and (3) 
". . 

. :.: ~st abli shncnt of an om:,>loymont agency that is staffed and opGr -

. ,'1 b-r 'n!::ro1r-oc:: J 1..1,-> -y _. 

z· 
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PA;:{OL?; \:;J GO;[r:.nU7{ S!:I:TTIS3' S o:!?rr~i1 -,- -- ------~.-. - --- -~-~-

Parole and cOMmunity s0rT!ice' s centers lecated in tho heart of 

/. the cOr1tnunity could provide sorvices to tho parolee, his .family, 

anrl tho community. Under sl.).porvi sicm of ono parole ar:;ont each conter 
" 

v:ould be st affed by nonprofessionals, includi.n3 ex-o.ffonders from tho 

con~unity. Donprofession3ls would functions as aidos to tho parole 

agent in tho areas ~f counselling, education, enployment, housing~ 

neighborhood relations, pre-parole classes, recreation,' and trans-

port at Ion. Referral servi cos such as, Hcl.faro, ::lcdical and legal 

agencies and counsellinG co~ld be oxtended to the fa~ily. 

In addition to the nonprofessional's rcgular duties sUGG0sted in 

tho 8oir10 function scctien, the nonprofessional 1·:O'.1Id have COl",1tTlunity 

a. assossing an~ ~ocu~0ntin3 the senoral 9roblc~s o.f the 
cor1:1un',+--y a,..,rl ..... _ v , -..:..:..:..!;. 

b. designin~ and opo:ra~~on a s~ocific program .fo~ juve
niles ai;:'!od at rcG"..lcinG dolin~uoncy. 

Prosrans dosiu;n:}d foT' juveniles :1isht· includo 110r~;:in3 uith the 

parents of delinquonts 9..'1d tourinG county ~'1.d cit~r jai.ls,,· Representa-

tivcs fran each cOr!::!~~nit:! action' corn::littoe would meet at tho contor 

i ·T(:I·"'I ... •i Y r>""'o-+'n '" s; on"'l ce""su' +- "n+- s T·'ho _",,_1.. ... _ 0 __ ..lU __ t..;. ... ,;, ...... ·.." ... ".u ........ have .had c;.~)cricnce Hith commu-

,e ni~:t 2.ction ~'lor1c cou11 attend cot'1:1ittoo r:1cctin:s to inform th.,J CO::1-

27 
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rdttec menbors of. tho available resources to cope 'Hi th tho varied 

uroblems. .. 

" 
The impact of the 'nonprofessional staffed center Hould be noted 

in many Hays ft It ,,[ould alloH tho exi st ing parolo agent to devote a 

maximum o.mount of tirr.c to profossional duties, i-lith n011professionals 

porfor~in3 routine tasks. In-service training would prepare nonpro-

fe ssi enals oyer a period of time, to handle more resl)Onsi ble flunc-

tions, and another resource from Hhi'ch to dravl parole agents 't-lOuld be 

croat ed. Ifa.'YlY people ,·;ho normally usc service s pro"J'ided by agenci e s 

are reluctant to travel long distances because tho ~ife outside of 

their irr~ediato areas is foreiBn, and they are often intimidated by 

travol outside of familiar aroase These peoplos who have requested 

services from agencies, havo often boon greatly disappointed, and 

they h!3.ve li tt 1e t rust in servi cing agoncies co \'il1.ile the communi ty 

center would provido a limited number of services, it could hel~ somo 

C .t:> 
J.!. tho disadvanta8ed to cope Hith those symptoms of our rapidly 

, 
paced society" .tl.s sorvicos are r(:nd.:.ll~ed to tho communi ty people would 

":)t:;Gin to vic,", pa.roleos as an ally instead of a.l1. enomy.. As a result$ 

C ('l !i;-;uni t y rolat::ons "lould be improvod betweon parolees and tho comr1U-

People living in delinquent com~~uni ties could serve as invalu-

"':-lo linkors bet'l,oleon tho ~)arolee G..Ylrl parolo agent since their famili-

",,:~- · .... ,., .... h '1 - ~ ... :: lI2.v __ 'v e :lroD. ems of' tho parolee sugGests they may kn01'l Hhat 

:-:-::10 S successful pa.role adjustment. Also this fat'l1ilinrity Hill help 

28 



fit oach IIvolunteer cotnr:1ittee lt identify those problems on ",hich to tn1-::e 

immediate actiono In addition to providinG career opportunities to 

those poople living iti the community, tho parole agency will increase 

its services and premote community developmento 
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~~e survey pa~ticipants said"that naDY of the parolees that arc 

paroled, go into society not knowinG anyone.1 or having .. any idea of' 

\;here to go and are" consequently" very lonely .. They u.sually end up 

in bars or other co~?arable establishments bocause these are the only 

'Olaces left to go. A Parolees Anonymous could also be implemented in 

7arious penal institutions throu~hout the 'state for interested in-

cat e s .. 

This would, of course, conflict with tho non-association rule; 

hm-i3VOr, tho survoy pe.rti cipant s {elt that this rule only prevents 

~~ose parolees f'rom gstting together that might 'Hant to do something 

~enstructi '10, because in most cases Hhen parolees sot togehhor to do 

so~cthing wrong the non-association rule was the least of their worry_ 

A':J. en?lo:~:-1cnt agc:lcj staffed and-oporatcd by paroleos, under the 

:Upcrvision 01' tho purole ar.:;ency and thG parole uide, that Hould deal 

~xclusi7e17 with locating jobs for mon on parole or sonn'to be re-

: . .:;asod .... 12.S a SU,~e;(;stions f1ado in a stu,dy ~roup that has implications 

:"()r SUCCQssful parole adjustment" 

30 
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Section nEil 

Procedural Chan~es 

The following section deals with procedural changes which wo~ld 

enable a nonpro.fossicDal to bo phn.sed into the professional position o 

It S~O';·lS hO .... l e.n aide, throu?:;h cOr.1binod on-the- job-training and forUJal 

cducatio!1, could ' .. lith a proscribod time be in tho role of the pro-

pori once the nonprofessional upon roaching Level IV would not only 

be a proi'essional in D.ar:!G but ivould have earnod the title of profes-

sional o 

. .. ' ... 

31 



f Level I 

PAROL:S AIi)~ r 

.A. ... L0vel One combines hou3inG, recreat ion, a..'1d transport ati on 

The initial entry lovel could be designated Parole Aide I, and the 

criteria for this levol should be flexible onouBh to adr.1it an indi-

vidual '~!ith only an ei;.~t Grado education, but l-lho may ShOH a hiSh 

capability for job performance. Susgcsted criteria for Level I is: 

10 a ~ini~um age of 21 years old; 

2 .. must be froi7l a ~o~!erty fal-:Jily, 

3 .. Trom the community in i{hich h0 will i{ork, 

4. ~n good physical health, 

5. must be in possesion of a valid motor vehicle oporator's 
license, 

6 0 must ~ave cOG?loted tho 0irhth grade, or passed a test 
equivalent to un ci~hth grade education, 

7. if' .fo~~~rlly ~on~i"ted of a narcotic vielation, h0 
sub~it hir.1s~lf to a periodic anti - narcotic test 
ostablish8d tGstin~ c0ntor, 

~~lust 
at an 

80 he mus-: ha,ts at least one year COD'lTi ction free record, 
aDd 

90 if r'3cc:mtly released frOi-:1 a pri.son, he must 
year's clean record b0fo~o released and one 
reco: :t"J8~d2.t; tons 1:01' ~hc job .fro~·'1 counselors 
institution ho left. 

have one 
Ol~ l~ore 

from the 

B. Having mot these criteria, he iVould apyoar before a board 

~~~~~ise~ of one a~Gnt and, at least, two aides from the unit in 

":-" ~ch he is to '!lc e::1Dloyed 0 rhis oral exam Inat icn lv-auld pay parti cu-

'.: t G~~ ion to the ineE vi dual' s ~..,rillin3:~e s s at1.d abi Ii ty to: 



• 

1 .. relate (explain a situation, talle, ·s1.ve a rortsonr.bly cle:1.r 
'Hord pi.cture)1 

2. Got alons with all types of peoplo, 

3~ control his temgera~ont unctcr pressure, 

40 work to insure succoss in his position, and 

5. accept tho job under s'i:i::-t:lOnth~s probationar:r contract 0 

A kno ... ·?ledr;e that any indication of la't'Ilessness, such as the il-

legal use of a narcotic or other laH violations 1'lhi eh tond to bring 

nogat i ve cO!"l:iuni ty relat ions to the Darole agency, Hould be cause for 

susyonsion or dismissal, dependent upon a review boardts recommend(1-

tions is an important first concern. 

C" Upon cor:pl<:::t j.on of the SlX i:Jonths ,robationary period, he 

'.:ould asain ap?Oil:;:> Dotaro '::;2:1<:: oral board for evaluation 2.nd consid-

.. I' ..... ~ :1:n, luJ..es, 't,.Jould noan an ['.:1.l.iti0nal six Month contracto This board 

-":'Juld be the salle as the o!'al board. 

!). All lovols sho 1_'.ld provide hori ZO!1t al movoment fro~ position 

tho level to assu::e tl1.at all positions are covered 

--:: 'tho nonprofessi.onals 'Hith the soal of' advancoment to a higher Ie..:. 

,. ") (S ...... oe f · .':_Ll) J..gure " 
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Level II 

PAROL~ AIDE II 

Au This level could incorporate education; employment, and pre

paroleJ and could be designatod as Parole Aide II. Initial entry cri

teria f'or this level 1-[ould include the total criteria designated f'or 

Level I J l·dth the exception that the t:1inimum education level would be 

the equivalent of' a tenth Grade education~ Since this level could be 

incorporating qualitj criteria and more responsibility involving task 

perf'ort:'lance, any indication or irresponsibility such as outlined in 

Level IJ would be grounds for dist:'lis~al. 

Bo Advancemont criteria 'Ylould be those previously outlined Hith 

!:;he exception of' education, Hhich would be ninth grade equivalent and 

one year1s experience in Level I Hith det:1onstrated abilities of' job 

?crf'crnance .. Tili s allmlanCG Hould be "!.·Ti th the stipulatIon that a ten

~h grade education vlOuld be required Hi thin one year of' entry into 

::'cvcl 110 In t~1i s manner thc:re 1{ould bu a const ant demand f'or indi-

':idual selJ'-;improvement 0 

C. Advancement applicant s should t aka precedence over initial 

. :-.try applicants beginning tvi th thi s level and continuinG through 

:"::v-:: Is III and IV .. 
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LevE)l III 

PAI\orJ~ AI?JE III 

Ao This level could consist oE two aide positions, neighborhood 

relations and evaluation ~~d coordination and could be designated as 

Parole Aide III. Level III could consist of a team or a single posi-

tion depending on the unit or regional needso Criteria for this level 

i could include the total criteria designated for Level I, with thE) ex
! 

ception of the r1inimut"1 education level, ,'t-l!licb Hould be the equivalent 

of a high school diplot"1a e This \,1O'..11d be determined through testingo 

This lovol 1-1ould also require demonstrated a.bilities in regards to 

respcnsibility -;-rith the consoquences for demonstrated irresponsibil-

ity bei~g siniliar to those mentionod in level II. 

30 AdvanC8r!Jsnt criteria from LevQl II to Level III \<lould include' 

the aao-;e \'lith the exception of education. This level Hould require 

an :)lc7onth G!'ade education and one year in LE)vol II Hith det:1onstrat-

cd. ability of' job perf0!'1l1a:1ce. 
( .. 

':i:hi s e.llO't·Tanc e 'Hould be 'l'li th the st i-

p:J.le.t ion that a hiGh school diploma would be required within one year 

02"'" • ... t - ent:;!'Y 2nt:;0 Lovel III. ' 

C. Level III should require at le8.st tHO years of conviction-

froo' recor:i for those HhQ ha...,e not boon in pri son, and for ox-inmates 

at least OtiO year out and a clean prison record, and a rccom:::1Cndation 

::'01" tho po si t ion frOl-:1 at least tHO counselors Hho have had contact 

-":ith the indi viduaJ. dU!'inr, hi s incarcGl"ation. 

35 



------~---------------------:-------------

Lovel IV 

PA~OL:S AID3 IV 

A. Tn,is 107e1 copld include the position of assist.a..."I1t to the pa-' 

role agont ~~d counsellinga It could incor~orate the designated Pa

role jl-i'de IV. Entry criteria for thi.s lovel could bo': 

1. All tho cntry criteria for Level III excopt education and the 
revi~\'T board $ Education in this lovel l-iould bD a minimuM of 
t1-!O ~"oars of colleGo studios related to the p3.rolo field .. The 
oral hoard '\·:ould be conpri sed of one super'li seri al agent and 
two or ~oro field a~ents. This board would function in ini
ti aJ_ entry 'considorati cns and ma:,w j udgem€mt s of accoyt abili ~ 
ty into level pr .. 'Upon cOr.1!,)lotion of one year l s probation the 
oral board Hould determine appropriate action. It 1-J'ould also 
dcternina appro~riate action regarding infractions of rules 
or irresponsibilitiGs~ 

2. Ono year's orientation, probation period, dividod equally in
to each lovel ann into each aide position ~'lithin each level. 
For ~h3 neH aide it \'Tould be· a supervisory pcsition together 
with a functional training ~rocass; th0 training specifically 
ai~od at teaching hi~ suporvirnry procedures, aida functions J 
and testing his supervisor:r qualitioso 

B. Ad7ar.ccL'1~nt criteria fror1 a lessor level 1-101.1.1i include: 

I .. All t!:.::: ontry critoria for Level III oxcopt::;duc2..tion Vhich 
would r::;quiro ono yoar of related studios in c01135e and one 
year i~ lovol III, with the stipulation that education would 
continua until two years of collogo in rolated fiolds is ac
quired. 

2(> If an o.;-:-f\ .. lon, a cr~ ~ crion for or..t ry a...rtd n.rivanoer.:lont would 
be a certificate of rehabilitation. 

3. The oral board Hould exa:nino applicants for ad7a~1comont and 
dotorMi~~d su~ervisorial qualifications, ability to perform 
all aiec :~nction8. Ability would be dotcr~in::; through ?ast 
p~rf~r~~nco job records .. 



• 

J .. 
I 
1 

------ .. ---_._---------------------------

c. Further criteria ~or this levol should be determinod in con-

j' .. u:ction vrith thu state Porsonnel Board with tHopossiblo goals: 

1. entry into Ci viI Service, .l\:m 

2. phasing from level IV into parole agent posi tion or other hu
man se;rvicos fj_elds for ,·!hich tho aide rlight qualify .. 
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In idontirying traininG neods consistent with our model, initial 

cr..tX'ios 'Hould be required to talce a 3(meral orientation course com-

prisod of tho following: 

10 Initi~l orientation training; 

a~ studying the p~osram 
methods, tii;10 -t able" 
policies, and 

of th0 pp,rolo agency, its goals, 
underlying rationale, concepts and 

be reporting 111et~1ods a.'Yld r0cord koop:~n:.o The aide must be 
train8d to aPI1rociato tho significance of roco2,"ds and be 
sho-;·m heH to ::1aintain ap::>roT,rinte rocords of his activi
ties, 

2. On tho job trai~ing; 
'. 

a .... ·Tcel-:ly soni.nars for evaluat:l.On and revision, plus discus
sions :in 'I:hich ·-.h.; aidos an8.1yze concorns t~1at occur in 
the porfor.lance of t·bo:Lr 'Juties, nnd intorp0rsonal pro
bloL1s that Fl.ri so in \'ror:~ing relat i onshi ns Hi th profo s
sionnl porso~~ol and ethors, and 

b. tra~nin~ experienco in tho p~rformance e~ their ~utios. 
?':e;·;ovor, tbis and ac~dumic educatien in rolated .fields 
would bo t~0 idoal type trainlng, 

3 'j1.,...!">; n; n r '" S s; ... t·"...,t . o - _ v..:... _.v':' .... .;) c.;.~. J 

2.0 utilization in a 
thay domonstrate 
prof0ssionals ~ilio 
erfoctively O~ one 
for a.dvanc0:1.:mt to 

supvrvi.sory c~pacit~r Hi thin tho level 
tho !1ishest cot\DD.ti bi Ii ty by tho so nO!1-

tJ,cr.1on::Jt ra.t 0 c ap2.bi lit ie s of' porro r~~ll!J.S 
level but fuil to d~~onstratc abilities 
a hi.3hor 1~v01, 
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RECOHi-fEHDATIONS 

-.. Tho result s of thi s survoy suggest serveral 'V1D..ys in which a pa-

1'010 a.gency and delinqu.:.:nt community cen Hork in a concerted effort 

toward reducing recidivism. One suggostion is utilizing poople from 

the delinquent communities as aides.. To help meet the acute manpoHer 

shortage and to bridge the co~~unication gap between paroles and the 

community" 

Another suggestion is to encourage ar:.d create opport;unitias for 

people in the communities to become involved in preventing delin-

quency by forming committees for the purpose of improving community 

development .. 

_ Respon;:;es in the study-groups indicate a lrlillingness on the part 

• 

of the pnrolees to take a more active role in participating in self-

::01p programs by i-JOrking Hith various comnunity cot:1mittees, and as-

i ~· .... 1 l' k d' t .s. • th . t S svlng, Ou J.er pal'o ees (:;0 r.:w ... e a JUs menv s ln e com.'Uunl y upon re-

lease,. Perhc.ps a model could include an aide to live in c. hnli'~·]ay 

house or community center, .01' possibly'ti~'O aides, one to act as as-

ci3tant administrqtor, and the other as ~ssist~nt g~oup leadero To 

!':;duce costs, parolees could be hired as cooks and custodianso. 

In addition to the knowledge of: delinquent communities that the 

r.ide brings int 0 the p:?role syst em, he could p9rform service s Hhich 

t,.. • t 
~., sy.)]. e of seeming insignificp..nt, were services seen by the survey 

j'·'.rti cipo.nt s as helpful in r!.re£l.S where 1'08.1 problc:ns had been experi-

~-



,eencodo This w""!s. especially true in the area of empathic counselling, 

P. !!Jost difficult area to define, but interviewees felt this 1tTaS nn 

area for real effectiveness. 

The effectiveness of a parole agency can be increased through 

nore interaction vrith delinquent communities.. The I!pnyoff" would be 

in estnblishing a type of departmental branch in the delinquent 

cow~unity itself and in employing people'from the immediRte area, 

creating needed career opportunities and could ultimately reduce 

crime end delinquencYa 

A measuring device will have to be employed to determine the de

e srae to Hhich the aide prog~m is effecti ve., A program development 

teQm from He..,,1 Careers Devolopment could design n.ud operate such D.. 

• 

=ystematic self -study -procedure. One of centinous eva.luc.tion und sug

Gested, r.Jodlfic'ltions of the sor'lices rendered, Emd including controls 

for detor~ining the effect of the aide program on recidivism~ 

New Careers Developm3nt Project 
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FINAL EVALUATION MEASURES 

USED IN PHASE 2 STUDY GROUPS 
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ORGANIZATIOHAL.-CnAl':GE STUDY GROUP 

POST-EVALUATION
I 

A team from the New Careers Devel.opment Center has been 

contracted for six months to establish a nonprofessional 

program within the State Department of Employment: The 

Director of this State Department, Hr. John Jones, has been 

requested by Dr. Tno~as Smith, Director, State Office of 

Economic Opportunity, to cooperate with NeD staff. Mr. 

Jones expressed his willingness to cooperate with NCD staff, 

but reminded the OEO Director that the majority of employees 

of the Department of Emplo);rment \'1ere unsymphathetic to the. 

nonprofessional movement; and have on numerous occasions 

stai::ed, lithey saw no real need to change the Department's 

'Hay of op.erating.t; Dr. Smith assured 1-1r. Jones that NCD 

staff could competently handle any complications which might 

arise. including possible proolems concerning advancement and 

accreditation, availability of funds, job descriptions,. 

professional cooperation, selection and recruitment, super

vision, and training. 

1,.,." • 1'" d t t i LnLS eva uat~on nas oeen prepare 0 measure ra nee 
development in i:JCDP IS Organization:ll-Chang3, Study-group. The 
statements contained in this evaluation are made for the 
purpo3c of establishing a \·wrk-benchmark and do not represent 
a. total program. 

1 
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----------------,---- -- ------

QUESTION: Hm·] does the team get the De!?artment of 
Employmentis personnel to recognize the 
need for change? 

Assuming by nm<7) employees of the .Department of. Employment 

have recognized the need for change; in 1;·]hat order will the 

problem areas identified by Dr. Smith present themselves? 

1. 
2. 

·3. 
4. 
5. 
6. 
70 

QUESTION: Hhat are the issues that will arise under 
each problem area? 

Stated as explicitly as possible, v7hat 1'1i1l 2.n over-all 
stl·ategy) designed to deal with all of the issues identified 
above, consist of? 
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RESEARCH STUDY GROUP 
1 

POST-EVALUATION 

. The California Hedical Facility, in conjunction with the 
Upper Solano Association for Retard8d Children, is going to 
implement a program of inmates ,\'lo'rking as aides in a school 
for mentally and physically ha~dicapped children. The 
purpose of this school is to provide care~ and the social 
and educational development of handicapped children. The 
school ,\7ill include such services as special educational 
classes, physical therapy, recreational activities, and 
counseling to h2ndicepped children. The school 'Nill be 
open to children from the ages of 5 to 15 years. The school 
will have facilities to service 50 children and ToJi11 be a 
day care school (no children will be living at the school). 
The school will also offer a baby sitting service where 
people '-7ith ha!1dicapped children can leave their children 
during the eVening hours. In this way parents cen be 
al1m·jed time a'\',ay from t:.1e constant attention to be given 
to a handicapped child. 

The school ~ill be located on property at the California 
Medicel Facility, di:rf;ctly across the high'{qay from the main 
gate of the institution. The school -building will be ready 
for usa on September 1, 1966, and-staff selections will be 
comp2-eted by July 1, 19S6. Staff will be composed of Q;-10 

certified teachers, one physical th,::rapist, consulting
physicians, one custody staff member from CNF, a director, 
a s2cret~ry, nnd a Program Development Assiatcnt. The DvO 
certified teachers and the physical thera?ist have already 
been selected and hired, and'are available for attending 
meetings. 

You have been hired to sot up a training progL-am for the 
i~at8 aides. You have the responsibility to propose a 
selection cethod, design a-training program, set up evalua
tions for the training, and devise evaluation methods for 

lThis evaluation has been prepared to measure trainee 
devGlop:.1!ent in N'C:Dp l s ~.esearch Study Grou? The statements 
contc:..in2d in this evaluation are made for the purpose of 
esteblishing a \'lOrking bencr.mark and do not represent a 
total existing progrem .............••...•....•............. 
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determining t~e effectiveness of the aid8s on the job. The 
inmates will be selected from the population at CHF. Only 
men who are incarcerated will be '\'1Orking as nides in this 
program, 'Hhen a mDn is pe.r.o1ed he '\o]il1 not return to ,·lOrle. 
at the 'school as free personnel. The aide progr~m will not 
utilize a control group. 

CMF personnel, representatives from the Upper Solano 
Association for Retarded Children, New Carears Development, 
and existing staff of the school have met and defined the 
aide positions as: 

TEACHING AIDE - ( 3 aides) 

Purpose - to help develop the child's educition. 
to provide opportunities for the child 

Duties 

to participete and contribute in purposeful 
activities. 
to h~lp tL"e child to develop his own 
interests. , 
to. stimulate relations of the child 
with others. 

to assist the certified te2chers in the 
teaching of reading, writing, speaking, 
arithmetic, art (drm'ling and painting). 
to operate movie projector and show 
education films. 
to encourage the children to p~rticipate 
in educational activiti2s* 
to maintain classroom areas. 

BABY SITTI~G AIDE - ( 3 aides) 

Purpose - to allow parents with handicepped children 
some amount of relief ~nd freedom 
(evenings) from the const2nt problET. of 
caring for the retarded child. . 

Duties 

to provide adequate care to handicapped 
children. 

- to conduct evening activities which will 
entertain and occupy the child's time. 
to change diRpers and feed those who are 
incapable of performing t~eSe necessities. 
to orgQnt7.2 and provide indoor games. 
to read to children 
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(Duties cont.) 

to operat2 IDovie projector, slide projector, 
and te13visio;:'J.. 
to maintein supervision over children 
(stop f1g~ts, etc.) 
to maintain area. 

PHYSIO-THERAPY AIDE- ( 3 aides) 

Purpose - to help develop the physical (muscle). 
control and developm~nt of the child. 
to ~elp develop confidence. 

Duties to assist the' physio-therapi3t in muscle 
massaging, 'Nhirlpool bath treatments. 
to assist th2 child in developing muscle 
control (walking the c~ild~ exercising 
those limbs 'Nhich are a££ec'ted, etc.) 
to keep, ~ecords of treatment. 
to maintain physical treatment area. 

P~CF~TION AIDE - ( 3 aides) 

Purpose - to provide ways for the child to participate 
and contribute both a::; an individual and 
as & p~rt of a team in different activities. 
to n2lp in the childts physical health 
developmznt. , 
to help the child learn to play and 
internct with other childr2n. 

Duties to schedule and supervise recreational 
gnmeG. 
to maintain a supply of toys and keep them 
in opGretive condition. 
to m~intain c supply of recr2ntional 
equipm2nt. 
to o?E!r~'te movi.:~ proj ector gnd show 
ent8rt~in~8nt. films. 
to maintain play area. 
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SELECT Oi.1.E of the four ~ide positions and r.msv7e:c the follm'7ing 
qUGstio~in terms of thiE! one position. Please anS'\'ler all 
ques~ions as explicitly as possible. If you have any further 
qusstions please ask raj: clarification. Nu.mber and anS1;'78r 
.the questions on the paper provided. Place your name and 
the date in the upper right hand corner of each answer page 
you use. 

Assume that all records and information are available to you. 

QUESTIO~1S ••• 0 0 • • \l ••• 0 ••••••• 

Selection of Aides -

1. What issues need to be considered in selecting 
inmates as aides? Hhy? 

2. Describe your selection criteria. 

Training of Aides -

3. What issues should be considered and what are the 
givens in setting up the training program for aides? 
Vlhy? 

4. Describe what training you are going to give the 
aides. ~]hy? 

. 
Study of Training Process -

5. Hm·] are you going to build self-study into' the 
~raining you nave described? 

6. State your hypothesis and hmv you are going to test. 
it. 
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Evaluation of Training Process -

7. Hm·] are you gOhlg to know if the aides learned 
't'7hnt you tried to teach them. 

8. Hhat kinds of devices are you going to employ in 
evalu~ting the training process? (define and 
describe) S ta te your hypothesis &"l.d how you are 
going to test it.' 

Evaluation of on-going Process -

9. How are you going to know whether or not the aides 
and the professionals (teachers~ physio-therapists, 
e~c.) become a teem? 

10. State your hypothesis and how you are going to test 
it. 

Relationship to Goals -

11. Hm'l are you 90ing to knoH if the school program, in 
the area you ve selected for discussion, is fulfill
ing its purpose? 

12. State your hypothesis and how you are going to test 
it. 

7 
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INTERVIEYJ STUDY GROUP 

POST-EVALUATION 

(Each trainee conducted a tape recorded interview 

\·tith a non-proj ect inmate respondent. The evaluation 

consisted of ratings made by the other trainees on the 

rating scale given on the following page.) 

8 

. , 



nITENSI VE HITER'/! ['d RATI NG 

I) How WELL DID THE INTeRVIEWER ESTABLIsH RAPPORT WITH THE RESPONDENT? 

VERY POOR . / POOR I AVERAGE / GOOD / VERY GOOD 

2) How WELL DID THE INTERVIEWER STATE THE PURPOSE OF THE INTERVIEW? 

NOT AT ALL / VAGUELY I GENE~ALLY / SOME DETAIL I MADE GOALS AND 

OB~ECTIVES EXPLICIT 

AND UNDERSTANDABLE 

3) How WELL DID THE INTERVIEWER MAKE CONTACT? (SUBJECT RESPONDING DIRECTLY TO 

QUESTIONS - RELATIVELY AT EASE - INTERVIEWeR HAS SOME CUE AND KEY YDRDS) 

VERY POOR / POOR / AVERAGE / GOOD / VERY GOOD 

4) ArTER MOVING INTO THE INTENSIVE PHASE Or THE INTERVIEW -- DID THE INTERVIEWERIS 

PROBES KeEP NEW INFORMATIoN COMING? 

VERY POOR / POOR / AVERAGE / GOOD / VERY GOOD 

5) DID THE INTERVIEWER ASK TERMINATING OR LEADING QUESTIONS? 

MOSTLY / QUITE A FEW / SOME / A FEW / NONE AT ALL 

6) DID THE INTERVIEWER USE ANY CUE WOADS? How MANY (ESTIMATE) 

7) \-/HEN PROBING -- DID THE INTERVIEWER USE ANY KEY WORDS? Ho' .... MANY _____ _ 

8} DURING THE INTENSIVE PHASE Or THE INTERVIEW 

COMFORT OR a'~E SUPPORT TO THE RESPONDENT? 

DID THE INT~RVIEWER TRY TO 

CONTINUALLY / OFTEN / SOME / A FEW TIMES / NOT AT ALL 

9) DID THE INTERVIEWER'S PROBES KEEP THE RESPONOENT FROM INTELLECTUALIZING, 

,GENERALIZING, AIID FRat., STAYING ON SURFACE LEVEL INFORMATION? 

NOT AT ALL / HAD LITTLE EFFECT I HAD SOME EFrECT / EFrECTIVE /' EXCELLENT 

10) H~w MUCH TALKING DID THE INTERVIEWER DO? 

MOST OF IT / SAME As RESPONDENT I 1 As RESPONDENT / NOT MUCH / JUST ENOUGH TO 

I;iET INrORI4;'TION 
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II) IF AND WHEN CONTACT WAS LOST (RESPONDENT NOT ANSWERING DIRECTLY) -- DID THE 

INTERVIEWER GO BACK AND TRY ArlO, RE-ESTA9LISH IT? 

VERY POOR / POOR / AVEnAGE / GOOD / VERY GOOD 

12) How WELL 010 THE INTERVIEWER ACHIEVE THE COAL OF THE INTERVIEW? 

NOT AT ALL /" VERY LITTLE / fAIR / WELL / COMPLETELY 

10 
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GROUP DYI'lAI·nCS S'l'UDY GROUP 

POSr. ... EVALUATION 

(Sub-groups of the trainees role-played three different 

types of group meetings. The other trainees observed, took 

notes, and indicated what feedback they would give to the 

group. The evaluation consi~ted of ratings made independently 

by one of the study group leaders, an older, and a staff 

member on whether the notes and feedback 't';ere judgmental or 

nonjudgmental. ) 
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APPE1\TDIX E 

PUBLICATIONS 
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• 
publications based on work done in trainee job placements. 
( 11 s ted in ord c;r of (~a te • ) 

New caree~s for non-professionals in education. Final report~ 
Oi"fice of Economic Opportuni ty Research and Demonstra tion Pr ')
ject (CAL CAP Cg6-1); University of California at Riverside~ 
August 1965. (Val Vel1 de Project~) 

Grant~ J.D.~ Cosby" J." Dye" L .. , 112nion, D.~ t-1'-!Donald" D." and 
Viohl} f~arth(). :Job and career development for the poor e Report 
prepared by Ne~ Careers Development for the California Office 
of Economic Opportunity, October 1, 1965. (Mimeo.) 

Cosby~ J. and McDonald, D. Reference catalogue and class
ifications of occupational titles and job descriptions for sub 
and non-profQssicnals~ Report prepared by Nc~ Careers Develop
ment for the California Office of Economic Opportunity, Octo
ber 1., 1965. (l:Jimeo) 

Grant~ J.D., Briggs, D.~ Dye, Lo, and Jackson) K. Job and 
career development for the poor in the Los Angeles area. Re
port prepared by He;; Careers Development for the L09 Angeles 
Economic and youth Opportunities Agency~ March 1, 1966. 
(.Mimeo) 

Grant, Joan. A strategy for California'a use of training re
sources in the develooment of new careers for the poor. Re
port prepared by Ne~ bareers Development for the Caliro~nia 
Office of Economic Opportunity~ March 21, 1966~ (Mimeo) 

l:janion~ D., !-,lanion, Jan, and Grig6ers, D. Pa tient t11 aining 
fea si bi1i ty stLldy. r<1endocino State Hospi ta 1, July 1966. 
(I'limeo) 

The offender as a correctiona 1 manpo':!er resource. .A. collection 
of nonprofeSSional writing in which the products of a social 
problem indicate :::;uide1ines on hot: to cope 'I,'1i th the problem. 
Report prepared by Rew Careers DeVelopment., August 1966.(Nimeo) 

Cosby, J. and Jacl::so11,. C. Personnel policies and procedures 
for COri:muni ty f,c tion Pro2;rams in Sacr~u';1ento County 0 Nei[!,;hbor
hood Conservation Project, Sacramento Area Economic Opportunity 
Council, December 15" 1966. (Mimeo) 

Jacl-:son, C. Final report, Neighborhood Conservation Project 
training pro8ram~ Sacramento Area Economic Opportunity Council, 
December 27, 1566. (Mimeo) 

Criggers, D., Hanion, D., t·1anion, Jan, j',1orse, J., Preston~ J., 
and Watkins~ Bettye. Retrospective analysis of New Careers-OEO 

- 1-



• 
Publications cont'd 

T"..C'8 ining Proc;ram. f/lendocino State Hosp1 ta 1" December 19660 
(i''limeo) 

Dye" L.., Hicks, DO) Hunnicutt, H • .: rUtchell, Co, Rodriguoz" t/j." 
a~d Grant, J.D. Soft money trainlDB for hard money jobs. Re
port prepared by Netl Carrers Development for the California 
Office of Economic Opportunity, March 15, 1967. (Mimeo) 

Job Training and development survey for SacrDmento County. Re-. 
port prepared by Hm'] Careers Development for the Sacramento I\rea 
Economic Opportunity CounCil, June 1967. (fUmeo) 

1·1anion" D. Research tra lnlng proGram - l'J.estern Addition Pro
ject. Report prepared for Family SerVice Agency of San Fran
cisco, J\ugu.st 1967. (f,limeo) 



publications describing the New Careers Project and/or related 
theroretical issues. 

Grent, J.D. Chan3ihg times and our institutions: or partici
D~nts, not rocipients. In: Fead1n~s in Correctional Chan~e, 
~outhwest Center ror Law and the Eehavioral Sclences, University 
of Texas School of Lm'l. 

Grant, J.D. Ilfei'l careers development in the change ngent field. 
In: Schasre., R. and i:!al1ach, J. (6ds.)s Readinc;s in planned 
ch,mse" Training Series ror Social Agencies,' Vol. VIII, You-ch 
Studies Center, University of Southern California> July 1965) 
102-110. Also reorinted in: Journal of the Cnlifornia Pro
bation. Parole an~ Correctirn~l Associa~ion~ 1966, 3, 18-22. 

Grant, J.D. The chanGing proressional role in manpQl:lCr utiliz
ation. Paper presented at the Seventh Annual Institute for 
Social \-lorkers, Los Angeles" r:ray 9, 1967. (r:rimeo) 

Grant, J.D. The o.ffender as a correctional manpm'ler resource. 
Paper presented at the First national Symposium on Lat,! EnfOI'ce
mont Science and Tech~oloBY, IllinOis Institute o.f Technolo~YJ 
Chicago, March 9, 1967. (Mimeo) 

Grant, J.D. The of .fender as partiCipant, not recipient, in the 
correctiona 1 process. Canadian JouI'na I of Corrections, 1967 J 9, 
234-242.' -

Grant, J.D. The psychologist as ~n agent for scientific appro
uches to social change. IN: Aht, Lc and Riess., To (cds~), 

. Pr9r:ress in Clin; cal Psycho1oi!.:L, Hm'J York: Grune and Stratton, 
1906, PP. 29-46. 

Grant, J.D. and Grant, Joan. Staff and client participation: a 
nc~ approach to correctional research. Nebraska Law Revie~, 
1966, 45, 702-716. 

'l'"nQ offender: an anS!:ler to the correctiona 1 n.a.npol:ler crisis J 

ir.:plementa tion issues. ProceedinGs of an NIr-1H ~'!Orl(shoD on 
'lThc offend.er as a correctional manum'ler resource: its ~ implc!Tl0nt
ntion,1I ASilomar., California, September 8-10, 1966. 

- 3 ... 

1 , 
" 




