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SECTION I
INTRODUCTION

Since 1968, whén Congress passed the Omnibus Crime Control
and Safe Streets Act and thereby established the Law Enforcement
Assistance Administration (LEAA), the movement for improvement
and reform of the nation's Criminal Justice System has enjoyed
increasing momentum. Program innovations, research, improved
data céllection and disscmination, education and training,
manpower projects and many other resources and developments have
been directed toward reducing crime and advancing the efficiency
and effectiveness of police, courts, and corrections.

Not the least provision of this legislation is that which
gsets forth a pivotal role for the States, assigning to them the
major responsibility for planning and resocurce allocation.

LEAA has launch;d a series of initiatives intended to aid and
assist the State Planning Agencies (SPA's) designated for this
purpose. One of the services to which LEAA has committed itself
is training especially designed to meet the particular needs of

SPFA staffs.
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The Potomac Group, Inc., a private firm specializing in
training design and delivery and having expericnoe in the
Criminal Justice System, was contracted to study the training
needs in three SPA's and oo make appropriate recommendations
to LEAA concerning needs, curricula, and delivery systems. The
three states selected for the study were Connecticut, Michigan,
and Virginia. Field visits and data collection took place during
April and May, 1974.

This document is the final report of that study. It
describes the project's objectives, the methodology employed,
the data colleoted, the organizational and operational charac-~
teristics of each SPA, the common training needs by functional
category, and a series of recommendations to LEAA concerning
curricula, design approaches, and delivery systegs.

Note that this is a technical report. It does not lend
itself to casual reading. It provides an array of data resources
and recommendations that require application and interpretation
by the training manager or training designer. Actualsdisplay of
all the possible curriculum applications of this data is, of
course, beyond the scope of this_project, bgt the study does
provide a comprehensive matrix matching eighty-five basic sPa
skill and knowledge requirements with eight functional categories

(indicating primary and secondary needs), recommended training

o -
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source (LEAA or the statesj,'and appropriate delivery systems
for each.

It should also be noted that an analysis of the Tables and
the reports on the three SPA's would be productive for the
LEAA and SPA executive. Some of the implications of the data
are of significance from’a management viewpoint.

For the information of the reader, we would like to acknowledge
that the bésic methodology employed in this study was derived from
an in-depth study effort in which THE POTOMAC GROUP, INC., developed
a compréhensive oraining plan for the staff of the SPA in the state
of Maryland.

In that study an intensive review was made of the following
discrete elements of information:

o Major andeinor PRODUCTS of the SPA

0 Job Descriptions of the Staff members

o Development of Skill/Knowledge requirements for each
individual staff position, based upon analysis of
the above factors

o Development of content outlines for each of the topic
areas for which a Skill/Knowledge nced was validated
by the Spa

From the data gleaned from that effort, THE POTOMAC GROUP, INC
has been able to refine Skill/Knowledge areas most likely to be

required for use by professional staff members of the three SPA's

covered in this particular study effort.
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We would like to acknowledge the support and direction

received from the Maryland staff during that earlier task

14
and our particular gratitutde to the Directors and staff per-
sonnel of the three agencies surveyed in this present study

Their cooperation and assistance were essential to this

project and they gave it in generous measure.
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SECTION 2
PROJECT DESCRIPTION
Careful .articulation of project objectives is a critical

step in any undertaking. It defines both the scope and purpose
of the project and establishes legitimate expectations concerning
the outcome. In this section, project objectives are set forth,
the methodology is described, and project operations are reported.
2.1 PROJECT OBJECTIVES

The four principal objectives of this study are:

2.1.1 To report on the organization and functional configuration

of threoe State Planning adazney staffs.

How are the three Agencies organized? How do they
group the various functions and tasks required to
carry out the agency's activities and responsi-
bilities? Do any differences in structure affect
training needs or design?
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2.1.2 To identify the principal job cateqories and the skill/

knowledge reguirements to perform the tasks invoived.

Are there valid standard job categories in use?
are the skill/knowledge requirements the same

%n all three SPA's? What are those requirements,
i.e.-what does a given person in a given position
need to know and to be able to do in order to
accomplish his assigned work?

2.1.3 To i i traini i
make recommendations concerning training curricula to

respond to the skill/knowledge reguirements common to the survevyed

SPA's.

What kinds of curricula would match what SPA
staffs say they need to know and to be able to do?
Are there various training approaches, mixes of
content and participants?

2.1.4 To reccmraond arnrovrizte delivery svyvsteoms for the proposad

training.

In what forms should LEAA cffer training in service
to SPA's? Programmed instruction? National or '
rggional seminars? Audio and/or video cassettes?
Films and filmstrips? On-site or residential?

What training is best delivered by the state and
what by LEAA?

page 2-2
2.2 PROJECT METHODOLOGY
Three methods were selected for gathering the necessary
data: a survey of the professional staffs of the three agencies;
personal interviews on-site with senior staff and representative

personnel; a revicw of pertinent documents and materials.

2.2.1 Questionnaires

Tﬁg Potomac Group had recentlyvconducted a studylin which
it researched by adapted methods of task analysis the skill/
kﬁowledge requirements of another SPA. With careful revision to
generalize it, this product was converted into a listing of eighty-
five skill and knowledge items. The previous study and sub-
sequent analysis established that this range of itcms encompasses
all the constituent tasks of basic SPA functions with sufficient

specificity to be useful to the designer of training. The present

1 gee Vvolumes I and II, Final Report on Pre-service and In-

Service Training, Maryland Governor's Commission on Law Enforcement
and the Administration of Justice. Four volumes. Submitted by

The Potomac Group, Inc., April 26, 1974
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study would validate or réfine the list, but in either case it
was an acceptable starting point for the three*sﬁate SUrvey.

It was decided that the survey instrument also needed to
determine each individual's position title, place in the organi-
zation, length of sérvice, educational background, prior Criminal
Justice System (CJS) experience and other related experience,
his primary and secondary tasks, and any skill/knowledge requirements
not identified in the list. The combination of these factors
provides a profile of great usefulness to the training needs
analysff

The final design of this instrument is included in this report

as Appendix A.

2.2.2 Personal Interviews

The project ¢’ 7f would have to visit each of the agencies
being studies in order to:

0 ascertain accurate understanding of the SPA's
structure and distribution of functions;

o0 clear-up problems of nomenclature, job titles
and classification and other peculiarities of
the state;

o track such major activities as application
review, planning process, evaluation systems, etc.:

-
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© search out management's perceptions of staff
training needs;

o explore with selected staff their felt needs
and their insights into skiil requirements
that go beyond formal job descriptions.

The format or outline for these interviews is included in

this report as Appendix B.

2.2.3 Collection of Materials

Basic materials about the agency and its activities would
also be informative. Plans were made to seek copies of the
SPA's grant, the Comprehensive Plan, staff job descriptions,
functional descriptions or manuals, and other publications that

would provide data on operations.
2.3 PROJECT OPERATIONS

Task l: A Design Memorandum. Subnitted on March 29, 1974,
this memorandum reviewed the work to be done,
provided a detailed work schedule, and outlined
the contents of the final report.

Task 2: Design methodology for data collection and analysis.

Design survey instrument and interview format.

.Review with Contract Monitor.




Task 3:

Task 4:

Task 5:

Task 6:

Page 2~6

Initial data collection. Research of SPA plans
and. grant application in LEAA library.

Field visits. Project staff visited the Virginia
SPA April 17-19; Connecticut during the week of
April 22; Michigan the week of May 6.

Collation and analysis of daté.

Final report. Draft to be submitted May 21; final

on June 14, 1974,

Close contact with the LEAA Contract Monitor was maintaiﬁed

throughout the duration of the project. He accompanied the

project staff to the three SPA's and participated in the first

day or two of each site visit. Bi-weekly reports were submitted

to LEAA beginning on April 3.

e —
‘ B
i@ v . S
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SECTION 3
FINDINGS

This section presents the data gathered on each of the
three SPA's studied. These sub-sections are followed by a brief
éomparison of the significant commonalities and differences.
Combining the staff responses in all three states, the final sub-
section lays out the common training needs by functiogai category.

[

3.1 CONNECTICUT PLANNING COMMITTEE ON CRIMINAL ADMINISTRATION

Established in 1968 in response to the Safe Streets Act,
the ConnecticﬁtnPlanning Conmmittee on Criminal Administration
(cpcca) functions under Governor Thomas J. Meskill's Executive
Order Number Twenty-Five, dated March 29, 1974, The Committee
consists of twonty-cight stats and local cfficials and concernecd
laymen and a staff of some forty people on the state level.
Seven sub-state regions are staffed by another sixteen professionals
and are guided by Supervisory Boards.

To support CPCCA's programming, Advisory Committees have been
erected for the principal segments of the Criminal Justice
System. The Executive Committee of CPCCA makes the final decision
on grants, which are divided into eight planning areas:

The Egqual Administration of Justice
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Street Crime and Police Service Functions
Organized Criminal Activity
Youth Crime and Deiinquency
Drug and Aléohol Abuse
The Rehabilitation of Offenders
Manpower Needs of the Criminal Justice System

Communications and Information Systems

3.1.1 Organization

Exhibit 3-A, following, is an organizational chart of thé
staff of the Connecticut Planning Committee on Criminal Adminis-
tration.

The three principal divisions of the agency are Planning,
Audit and Evaluation, and Administration. The Deputy Director
of CPCCA oversees the Regioﬁal Planning Agencies Snd certain
special projects and assignments. The Public Information Officer
reports directly to the Executiwe Director and functions as a
resource to the entire staff.

Grant processing is supervised by the Grants Manager who
in some other agencies is called the Grants Administrator. The
Director of Administration carries out the financial review of

applications and certifies to their completeness and correctness.




Connecticut Planning Committee on Criminal

Administration

Exhibit 3-A

rutmatign.s?

EXECUTIVE Personal
DIRECTOR Secretary
Public
Secretary_d Information Messenger
l I | Officer & Supply Clerk
Field
Deputy [ Servsices
Director Aepresentative
N
! ,
Assistant A Assistant
Work Director Steno Legal Director Steno hssistant Director Steno
Study Administration I11 Researcher Planning I1I Audit & Evaluation I1X
Systems and L_ Juvenile Acs. clata Chief
Business Staff Communications Delinguency Acciunts e Program
Manager Attorney Planner Planner Examiner Evaluation
} ]
Clerk II Legal
Researcher
Legal Police Accounts | | Proyram
Researcher Planner kxa.iner Evaluation
Financial Grants Corrections Specialist
Analyst Manager Planner
1
Accountant Typist II Courts Druygs & Alcohol Accounts (]
II | Planner , || Planner Exawminer
. Staff Surport
Clerk II Manpower Services
Planner
i Auto systems Accounts .
Administrative Typist Lxawiner
Assistant Fﬂ
L. Typist
Accountins Iz

Clerk 1




Page 3-3

The planners perform the functions of planners, program developers
and program monitors. They have an active role ih application
review, working with their respective Advisory Committees. Audit
and Evaluation personnel fulfill those designated functions:
auditors also assist with the financial review of local applications
during the busiest phase of the funding cycle. (See Operations,
below.)

The regional staffs are involved principally in program
development and monitoring. They play an active role in the
application review process and they are now being given a
systematic function in the agency's evaluation program. Typically,
the regional staffs are situated in a multi-jurisdictional
"umbrella" agency.

3.1.2 Operations

The CPCCA planning process is concentrated in the period

between June and December. The summer months are devoted

primarily to in-house-activities related to multi-year planning
and the annual plan. The fall months involve ccnsiderable
external activity: interaction with the program area advisory

committees, potential applicants, and regional staffs. The plan

b st
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is usually completed in December and ready for publication in

January.

Program development is one of the planning staff functions

and their efforts in this regard are heaviest during the fall
months. State-level programs and projects of major significance
are handled by the CPCCA staff. The'regional staffs are less
involved in planning and are heavily involved in local/regional

program development and monitoring.

In its grant application and review process, Connecticut's

approach is to award ?ighty percent or more of its funds in a
single funding cycle. Tor example, the schedule for FY 74 called
for all State applicatipns to be submitted Ry February 22;
processing and review by staff and Advisory Committees were com-~
pleted for Executive Committee decision on April ;8. Meanwhile,
local and regional applications had to bé submitted to the Regional
Plénning Agencies by March 15. The regions had two weeks to
conduct a staff and Advisory Board review before conveying the
applications, with commentary, to the SPA on March 29. A-95
clearance was obtained before submission to the regions. SPA
prbcessing‘is the same as‘for staté agency applications, except
that the Audit Division assists with the fiscél review because of
the large volume.

Awards are made May 16 and 23 by the Executive

Conmittee.
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Program monitoring is a major activity of the regional

staffs. They are less involved in planning then the SPA staff and
can direct more time to contact with the granteesl Some of the
regions are quite active in providing technical assistance to

the grantees, working closely with them and even conducting special
projects and studieé for them. The state staff monitors the state
level grantees but workload oftenyréétricts them to major programs.
On all levels, monitoring is carried out by visiting the project,
reviewing reports, and generally staying in close contact with the
field and with key personnel.

Evaluation in Connecticut is a multi-faceted program. The

Evaluation Division uses input-output measures, performance and
impact evaluation and various social research tools. Regional
staffs negotiate evaluative measures with the grantees and aré
now submitting guarterly evaluation reports on all projects,
using a system designed by the SPA. The regional staff also

exercises quality control of the data kept by grantees. Forty

percent of the state's evaluation effort is conducted by staff,

sixty percent by consultants.
Two activities absorb practically all the time and

effort of the Audit Division. Far and away the largesﬁ demand

on this unit's capacity is the determination to exceed the auditing

standard of twenty-five percent of the grants, fifty percent of

the grant dollars. During the spring grant processing period,

Page 3-6

the auditors help out in the fiscal review of local and regional
applications. A substantial part of the unit's cgntacts with
grantees is in the nature of technical assistance because of the
inadeguacies of local personnel and systems.

In fact, technical assistance seems to be a basic component
in all CPCCA relations with grantees; particularly regional and
local agencies. In addition to auditors helping local staffs in
systems, guidelines, and regulations, so do personnel in the
Administrative Division; program monitoring often becomes TA
in program implementation; program development leads to assistance
in program planning and grant applications; even the Public
Information Officer deals in technical assistance, both to the
SPA staff and to CJS agencies.

Other factors of note in this SPA's operations are the
high demand for information of various kinds for various purposes;
the impact of relations with LEAA, in terms of time and energy;
and an internal management style that is high on accountability

and performance.

3.1.3 Results of Study

Twenty-seven professionals of the Connecticut SPA staff

responded to the basic questionnaire. This includes most of the
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study's intended population; the deputy director of the agency
was on military leave and thus could not participate. Fifteen
personal interviews were conducted. Basic documents and materials
were collected and'reviewed, including the agency's 1974 plan,

a report comparing Connecticut's operations to the SPA minimum
standards adopted by the National Conference of State Criminal
Justice Planning Administrators, the Governor's Executive Order,
grant application instructions, and a statement of evaluation
goals and objectives.

3.1.3.1 Tables and Commentary. The tables following -

sumrarize most of the data collected in the questionnaires.

Table 3~1, Staff Background, presents a profile

of the staff in terms of six factors. '"Months on the job"
is distinguished from "when employed" in order to track
thoée who have been promoted or transferred to new positions
in the agency. Some examples of the data are provided below:
Average months in SPA 22+
Averagé months in ﬁresent position 17
Acadenic level
Bachelor or above . 25
Master's or above 8

JD or equivalent 3




Table 3-I
STAFF BACKGROUND: Connecticut
Mos. Yrs
When on : CJs Other yrs.
Position emn. Job Undergraduate Graduate exp. related exp.
Exec. Director 9/71 | 31 Pol. Sci. - 4 Mot
Field Rep. 3/7 13 Pol. Sci. Law studies 1 Indirect
Public Info. Officer 11/72 16 Journalism M.A.=Journalism Reporter
Librarian 1/70 | 51 A.B. M.A./MSLS Librarian
Asst. Director-Adinin. 2739 1€ Economics J.D./M.P.A.
Agency Counsel 3/74 | 13, A.B. Law Lawyer
Business Manager 10758 6E Accteq/P .Admin M.A. Pub. Admin Mgmt
Grants Manager 9/73 7 Economi.cs Mgmt studies Mant
Financial Analyst 9/72 1¢ Accounting - 10 Mgmt
Admin. Assistant /70 3 Accounting -
Accountant 6/73_ 10 - - Accountant
Asst. Director-Planning 2/173 14 Govelrnment M.P.A. Pub.Admin 1 Indirect
Criminal Justice Planner 2773 14 Socioloyy Sogiology
Research Analyst III 8/39 | 56 B.S. - Indirect
Corrections Planner 1/73 15 Criminology - 2%
CJP/Law_Enforcement 4/73 12 A.B. ~ 5
QJP/Courts 10/72 4 A.B. -
CJP/Drugs & Alcohol 27,72 | 26 A.B. -
CTP/Manpower 3774 2 Pol. Sci. - Mgmt
L. w=search Ass't 10/73 7 A.B. J.D. Law
Legal Research Ass't 9/13 ¢ A.B. Pre J.D Law
Asst. Dir/Audit & Evaluation 2/70 | 18 B.M. - Indirect
Chief Program BEduc. Specialist 11/72 G Sociology - 1 Mgmt
Program Evaluator 9/73 7 Soc. Sci. M.S. Ed. Resch.
Chief Auditorx 10/72 6___1| Accounting - Accountant
Accounts Examiner 12/73 4 Bus. Admin. Accounting studies Accountant
Field Auditor 1/72 27 - - “Accountant




Page 3-8

Direct prior CJS experience is limited (except for the
Deputy Director who has more than twenty'years police
service), so this may indicate an area of:training need.
Other érior experience, especially in the administrative
and audit functions, is clearly related.

Table 3-2, Inventory of Required Skills, compiles

the opinions of the respondents gs to what skill/knowledge
items are necessary for anyone holding his position. It

is not an expression of personal training needs. Because

'0f the subjective judgement involved, this data cannot

be considered objectively valid, but it is a valuable
indicator for the training designer. A common pfoblem'for
the respondents was distinguishing in some instances
between what-ig necessary and what is desirable or helpful.
Most of the respondents seemed to reflect on the difference
except for the one individual who checked off every item

on the list.

Table 3-3, Frequency of Response, lists the

eighty~five skill/knowledge items according to the
frequency of response, thus establishing the range of

possible training needs from the most common to the least




INVENTORY OF REQUIRED SKILLS:

CONNECTICUT

Table 3-23

Position 1] 2] 3l al sl & 70 <! eliplrataztaataalas)1sl 17 1alao]20)21]22] 23124 [25] 26]27] 28] 29 |30]31]32{32] 34] 35]34] 37] 28} 39| 40le1]a2
Zxec. Director IR R R TR IR R R R b wl o xf X x| o x| xlx
field Rep, R ¥ x4t e 0 ¥ ; W@ X
fublic Info. Off NI R ¥ X ¥ X
Librarian NI J = et R | Kt e hY M
Zest Dir-Adrin wlowl Nl NUN W R R R N P ERES B B I I RS S NIEIREREEIR %
agency Counsal MR IR RIS NSRS o % RS
3usipess Manauer wi oM N| N [ ! : S A R ! b P S S N R I S ¥Xix
Grants Manaaer ~] I b Mo X o RIS X RIS wl X
Tirancial Analust RIS { t t wl Lo oxl % <]« MRS yiowlow % %
3ivir, hsst. ) X : . R X o % !X
Soecuntant s X . - b ol |
2ssr.Dvr./Planning NIRRT " MR MIPEEIRA R IR R P . MR R
C-S Planner i IR voowl v n b ab vl et s Y ] e % X ¥ 3 NI P
Bescarch snalvet TIT] wbowl w0 vl ) ¥ ox) 0 U owp 4 sloxUob b xfow] w1 ® X P PR vl o« ¥ L
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CIP/Courts 2 IR I Y S O Cowlb e K ht} WP oMp o | = Mlw % “ RS IR AR A
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CIP, Manrower MBI : : by oot owl vl ox x IR % ¥ ® X1
Lenal Prs, Asst. RN
reial Pes. hest, IR X X ¥ 0
ssss.DirsAudelval wiowhowl ox]owow ¥iowlowol owiowlow Al xl o« wlx ¥
Chief,Pioaraw Eval Y w wl sl x s X oo | wlow il wlxl ol w v i vl vl vl wl
Sroarar Fvaluator RS s I NI X vlx sl ol v
Chief Pvditer R NS » N X NINEIEIR R HIREFIEIR:
dovounts Pxaminey ¥ sl owoxit ‘ » ao X X b |t
Field Auditor NIRRT X ui X NEEEITEIEE x HRIEHER R ]
TOTALS 11| 2527 2¢)22{27| 263 ¢ 19 16115 ] vli1f1e |14 22 1311410 7l1ol1e]io]12| 7] &

Enablinag, Proposed and
pending Legislation
Knowledge of Grant a -=zrd
nrocers withia Stasn
“nowledge cf SPA Cr
and Procedures

Knowledge of Stats CJ3#

Organization of State Cov't

Knowledge of State Giidelines
for Grant Awards

Knowledge «f LEAA Guidelines

Administrative Systers

Criminology

Nati-mal Trends in C°S

Timre Scheduling

Public Spezking

Letter Writing

Dictation

raz2ezion

3.
16.

8.
19.
20.
21,
22,
23.

24.
25.
26,
27.
28.

Report Forms

Research Lesign

Problem Sclving

Systems Analysis

gudget Projection

Cost Benefit Analysis

Prograr Guidelines

Affirmative Action/EEQ

Supervision

Work Scheduling

Managersnt Development

Personnel Administration
Resource Allocation

Public Administration
Policies and Procedures

29.

an

32.
33.
34.
35.
36.
37.
38.
39.

40.
41.

42.

Governmental Structures
(State, County, Local)
Aucit Managerent

Contract Management .

Principles of aD?

Job Classification Techniques
Audget Preparation

Fiscal Management

Wage and Salary Management

Statistics for Managers

Interpersonal Communications
3rokering Technical
Assistance

Evaluation of T/A

Managewent of Training
Resources

Management of Training
Programs
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Table 3-2B
INVENTORY OF REQUIRED SKILLS: CONNECTICUT {continued)
Position 43[42145)46] 471481491 170(51] 52 64 551 56]57] 5 59| 60161162] G3l 64} 65| 66{67168( 691701 74 72 7374|725 76174 78] 79| 80i 8182} 83 84 B%
Exec. Director X{ X XX x| Mo _odl XX Mo¥ X X X b X )j X M X =X ').’ ¥ :' e
Field Rep. b X ¥ > f ¥
Public Info.OCf x| s R NI X ¥ P vl
Librorian b XXX XAl o X he R bt Y S MoX b . | N
Asst. Dir.-Admin. N3 AR NoXE oM X X X H XX X b -
Aaency Counsel h ho TS Y Y S A X L K
Business Manaaer X X X X o T .
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KEY:
43. Speech Writing 56, Conference Conduct 71. Xnowledge of National '
44 . Knowledge of Communications 57. Judgment of Project Training Resources
. Media Feasibility 72. Contract Writing
45. Civil Rights Act 58. Writing of Grant Analysis 73. RFP Writing
46, Tnvirenmental Impact Preqgrams 59. Andlysis of Grant 74. Analysis of RFP's .
47. A-95 Procenn Mrdification Pequests 75. Special Librarian Skills
48, Natiunal “istorical 60. lrogram Honitoring 76. Knewledne of CJS Data Sources
Preservation Act 61. Interviewing Techniques 77. Group Dynamics
49, Uniform Relocation 62. Literalure Research 78. Knowledqge of Grants Management
Assistance Act 63. Data Portrayal Information Systems
50. Courts Prourams 64. Technical and Report Writing 79. Quantitative Analysis
51. Corrections Programs 65. Publications Production 80. Analysis of Quarterly Reports
52. Juvenile Delinguency Programs 66. Statistical Projection 81. Auditing Techniques
53. Local Unit of Goverpment 67. Statistical Tevhniques 82. Inventory Control Technigues
Programs 68. Evaluation Systems 83. Cash-Flow Management .
54. Impact Program Guidelines 69, Questionnaire Design 84. Editing
55. Crime Specific Planning 70. LEEP Proyrams 85. Proofreading

Systemg
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FREQUFENCY OF RESPONSE :

Resvondents
seapondents

g
el
§
[
58
o
[
3.9 No.
og Skill/Knowledqe Items
3. EKnowledge of sba Oryanization 27
and Procedures
6. Knowledqge of State Guidelines 27
for Grant Awards
7. Knowledqgn of LEAA Guidelines 26
2. Knowledye of Grant hward 25
Process within State
13. Letter Writing 24
5. Organization of State Gov 't 22
29. Governmental Slructures 22
(State, County, Local)
17. Problem Solving 21
4. Knowledqge of State ¢JS 20
64. Technical ang feport Writing 20
8. Administrative Syatems 19
15, Report vorms 19
21, Program Guidelines 19
38, Tnterpersonal Communicatioqg 19
52, Juvenile Unlinqurnny Prografeg 19
53. Local Unit of Government Programs 19
34, Budgnt Prevaration 18
60. Program Monitoring 18
85, Proofreading 18
18. Systems Analysis 17
50. Courts Pregrams 17
51. Corrections Programs 17
78. lnowledqge of Grants Management 17
. Information Systems
19, Rudier Projecti- 16
23. Supervision 16
27, pescurse idlrcation 16
35. Piscal Management 16
10, National Trends in cgs 15
24, Work Scheduling
58. Writing ot Grant Analysis 15
84. Editing 15
26, Public Administration 14
Policies ang Procedures
55 Crime Specific Planning Systems 14
57. Judgment of Project Feasibility 14
59. Analysis of Grant 14
Modification Requests
80. Analysis of Quarterly Reports 14
11. Time Scheduling 13
20. cCost Benefit Analysis 13
31, Contract Management 13
66. Statistical Projection 13
76. Knowledge of €JS Data Sources 13
12, Public Speaking 12

Total Respondents 27

s .

Tublg 3~§
CONNECTICUT
g?:? No. of
QN Skill/Knowlodqc Items Regpondentsy
45. Civil Rights Act 12
61. Interviewing Techniques 12 '
63. Data Portraval 12
72. Contract Writing 12
1. ®tnabling, Proposed and 11

Pending Legislalion
22. Affirmative Action/ELO 11
26. Personnel Administration 11
32. Principles of ADP 11
40. Evaluation of T/A 11
56. Conference Conduct 11
73. RFP Wiiting R 11
79. Quantitative Analysis 11
83, Cashi~Flow Management 11
16, Reneare) Design 10
33. Job Classification Techniques 10
37. Stalisties for Manacgers 10
39. Brokering Technical Assistance 10
47. A-95 Procesgs 10
67. Statistical Techniques 10
68. Evaluation Systens 10
69. OQuestionnaire Design 10

9. Criminology 9

.25, Management Development 9
S4. Impact Program Guidelines 9
70. LEEP Programs 9
71. Kneowledye of Natirmnal 9

Training Rescurces
4. Avalysis of pEpy 9
42, Management of Trainina Pramramg !
44. Knowledge of Communications Media 8
46. Envircnrental Impact Proyrams 8
48, National Nistorical 8

Preservation Act
8l. Auditing Technianes 8
36, Waze ang Talary Managenent 7
4l. Manajement of Training Resources 7
49. Uniform Relocation Assistance Act 7
62. Literature Research 7
77. Group Dynamics 7
14. Dictation 6
30. Auvdit Management 5
43. Speech Writing 5
65. Publications Production S
82, Inventory Control Techniques 5
75. Special Librarian Skills 3
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common This does not mean, of course, that the least-

L3 - N v e
checked items are not important training needs %o thos
who have them. The Table suggests the scale of the

training effort that may be needed in relation to the needs
identified; it is not concerned with relative importance.
When compared to the other states surveyed, its usefulness
will be enhanced; the total frequency of response data
will suggestvthe kinds and scope of training strategies

»

appropriate to the various needs.

The interviewees were most

Interview results.

3.1.3.2

k=3

. . S ons
articulate and specific in expressing their perception

£ £ i 1
of the actual training needs of the SPA staff, regiona

staffs and grantee personnel. Very few recomm 1
’

. C e  chby—
went beyond the scope of content implicit in the eilghty

> I 4 : t
five skill/knowledge items listed. Most of the comments

. - - nd

ing need among the most frequently cited needs were:

Exposure to the Criminal Just%ce SystiT in
greater scope and depth than is usually

achieved
o Organization of time and work

Insight into roio—political environment of

o 3
local communities
o Interpersonal communication and negotiation
skills
i ical
o Greater depth in planning systems and analytica

skills
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3.1.4 Concluding
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Writing skills for an assortment of purposes
Evaluation systems, measures, techniques
Grant guidelines and regulations, fiscal
and administrative systems (seen as needed
desperately by State, Regional, and Grantee
staffs)

Contact and comparison with othexr SPA programs,
systems, procedures, etc.

Observations

It would appear that the CPCCA staff believes it is, by

and large, sufficiently skilled and knowledgeable to be able to

carry out its daily obligations. Ilowever, there is a healthy

desire for increased professionalism, for advanced training,

and for greater depth in such fundamental areas as writing,

planning, evaluation, fiscal systems, etc. The agency has its

own orientation and in-service training program and it takes

advantage of external opportunities.

leadership and staff toward training is generally excellent.

There is some concern for quality and for not wasting time,

but their basic receptivity to LEAA responses to studies such as

this was clearly evident.

The attitude of the agency's

®
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3.2 MICHIGAN COMMISSION ON CRIMINAL JUSTICE

The Michigan Commission on Criminal Justice (MCCJ) was
established by the.Governor's Executive Order 1973-7, which
updated roles and responsibilities for a number of state bodies
and agencies. Fulfilling the role of the State Planning
Agency Supervisory Board, the MCCJ has been assigned the following
major functions:

a) to formulate goals and standards for the Michigan
Criminal Justice System,

b) to review and approve the Comprehensive Plan, and

c) to serve as an appeal body for projects rejected by the
Office of Criminal Justice Programs (OCJP) administrator.

The MCCJ is composed of fifty-plus state and local officials,
and interested citizgns, under the Chairmanship of the Lieutenant
Governor.

The Commission's organizational structure is oriented towards
task force assignments, with emphasis on the following specific
areas:

0 Crime Prevention
e} Ihvestigation and Arrest

o0 Adjudication

'
H A b o AL ey e




) ‘o Rehabilitation
®
» 0 Criminal Justice Management
The activities of these Task Forces are presently heavily
e oriented towards deyelopment of goals and standards for the
Michigan Criminal Justice System, the subject matter of which
provides the major agenda items for their monthly meetings.
‘, Staff support to the Commission is rendered by the Office of
| Criminal Justice Programs (OCJP).
e
3.2.1 Organization
® The OCJP was also established under the Governor's Executive
Oxder identified above. A Division of the State Office of
Management and Budget, the OCJP consists of an Administrator and
¢ his staff, who are. responsible to the Governor. The Administrator
! is charged with the responsi;oility for approval and performance
»Q‘ review of all grants.
All SPA staff positions are covered by State Civil éerxfice
Regulations, with the Administrator being appointed by the Governor.
. The Administrator controls all activities of OCJP on behalf
o of the Governor. As. shown in Exhibit 3-B, the OCJP is organized
ol
o
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into two main sections: Planning and Grants Administration.
With the current emphasis within the state on the develop-

ment of goals and standards, the Deputy Administrator serves as

~ the primary point of contact and staff support to the Commission

for this purpose, and the Administrator thus has a great deal of
additional direct contact with his senior staff.

Grant processing is supervised by the Director, Grants

Administration, who oversceces the life of each grant (application
review, grant approval, program monitoring, evaluation, fiscal
review and audit, and tloseout).

The planning function is carried out by the staff of the

Director of Planning. This division prepares the‘State Compre -~
hensive Plan, assists the Reglonal Planning Units in the devel-
opment of their plaﬂs, and is currently assigned to provide
necessary staff support tc the Commission in its goals and
standards project efforts.

The SPA staff size is authorized at a level of 60 full—timé
positions, plus Regional Criminal Justice Planners in each of the
17 sub-state regions. BAll SPA staff positions are under State
Civil Service System standards. Regional personnel are hired

by the General Purpose Planning Agency in the respective regions.

.in December/January.
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There is a déﬁinite trend towards shifting of greater
authority and responsibility to the regional staff personnel,
who typically operate in an inter-governmental "umbrella"

agency in their local area.

3.2.2 Operations

The planning process follows a cyclical pattern with the

end product, the Comprehensive Plan, being delivered to the printers
As.a part of thé’5ver—all emphasis on shifting responsibility
to the regional level, each région will be expected to develop
its own local plan by October lst of each year (this is the first
vear of the program). SPA staff members are deeply involved
in providing assiétance to their counterparts in the regions in
an effort to help them develop their own plans in a profcssional
manner.
Although there is a deliberate effort to decentralize many
of the responsgibilities to the regional level, there remains
an awareness of the requirement for development of multi-juris-
dictional programs in certain areas. The SPA has initiated

what is described as a "Mini-plan" for these programs, and has
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developed a time-table for publication of plans dealing with 24
functional areas which operate independently ofcregional or-
ganizations.

A copy of the proposed Mini-Plan schedule is attached as
Exhibit 3-C.

Program development has its impetus at the regional level,

with the regional planners being expected to develop those programs
which will be responsive to the needs of their local community
area. .The SPA staff personnel assist them in this effort, and
also provide close support and liaison for program development
within the state agencies.

In its grant application and review processg, the OCJP

reviews and approves grant applications once per quarter. It
is worthy of emphasis here to stress that the Administrator is
charged with the responsibilitg for grant approv%l. In fact,
he invites key members of his staff to provide him with staff
recommendations concerning the relative need and‘priority for each
application.

At the present time the.,base-~line for prioritizing grant
applications come§ from the Comprehensive Plan. In this plan, the
Administrator allocates available monies to each of the regions,

using a formula related to population and crime rate. Tt then

g

3 . 3
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MICHIGAN MINI-~-PLAN SCHEDULE

JULY.

SPARMIS

Police Communications

Comprehensive Data Systems

Forensic Services

Narcotics enforcement

Consumer Education and Fraud Protection
Defense Services

Misdemeanant Probation

Civil Preparedness Programs

OCTOBER

Organized Crime

Diversion of Juveniles from Adjudication

Crime Prevention Program

Prosecution

Non-residence Juvenile Community Treatment
Programs

Local Adult Facility Program Development

Substance Abuse

Pre-~Trial Release

Police Training

Courts

Juvenile Residential Community Programs

Juvenile Institution Treatment

Adult Community Corrections Centers

Upgrading Local Adult Detention and
Correctional Facilities

Equal Opportunity

Exhibit 3-C

4 L«
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becomes the primary responsibility of the regions to sift and
recommend those programs which deserve highest priority.

Although all grants must be approved by the Administrator,

" the Michigan system is that his approval is programmatic in nature,

_and the implementation (and funding) must be accomplished at the

regional level, from those funds which have been authorized in the
Comprehensive Plan. See Appendices C and D for related infor-
mation. It should be noted that this process is under revision.
Néﬁt year (1976 Plan), the base-line for prioritizing'grant
applications will come from the Regional Criminal Justice Planning | ,
Council to the SPA in the form of a plan. The Administrator ;
;ill allocate available monies to each region using a foérmula "!
related to population and crime rate. He ééditionally retains '
the responsibility to recommend to the Commissio§ his priorities

for funding of programs that have’been identified through the

regional plans. The vehicle for this recommendation will be the

State Comprehensive Plan.

Program monitoring is performed primarily at the regional
level, often in accompaniment with one of the staff members from i
the SPA. These same staff members provide program monitoring

for state-level programs. Great dependence is placed upon the

Lo
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regional staff personnel to "keep on top" of each grantee's

performange.

Evaluation of grant performance is conducted at both the

state and regional level; continuing evaluation is made at the
state level by means of guarterly reports and other correspondence
received from the grantees. Formal evaluation is a topic which
draws strong feelings from every staff member, and a continuing
program is in effect to try to define more objective means of

measuring performance of many of the programs being funded.

Fiscal audits are'}eviewed at the state level, but the

majority of the audits are actually conducted by the Field
personnel at the regional level. There are eight auditor positions
sponsored by the SPA in the field, and these people provide audit
support to the grantees in all 17 regions. Freguently, a field
auditor will be aécompanied by a member of the SPA staff.

. . - - o : -
public Tnformation functions are conductsd by the Public

Information Officer, who reports to the Executive Director, but
who also provides a resource for the entire statff.
One of the more interesting publications developed by the

PTO is the Annual Report, which summarizes in narrative fashion

the happenings, events, and accomplishments of the Criminal

-

Justice System in the year just completed. Written for the public
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at large, it provides an interesting source of comparison with
the Comprehensive Plan.
One final staff element which has not been addressed

above is that of the Information Systems area. The Director,

Information Systems, is responsible for developing and maintaining
necessary information on the status of grants and grantees;
this GMIS employs both manual and ADP outputs and is the subject

of a significant developmental effort within the SPA.

3.2.3 Results of Studvy

As in the case with each of the surveyed States, question-
naires were mailed out in advance to the designated liaison officer
in each SPA, requesting cooperation in distributing and collecting
them.

In Michigan, guestionnaires were returnod from 24 personael
on the SPA staff and 4 from Regional Planning Units. ® Personal
interviews were conducted with nine (9) members of the SPA

professional staff.

Documents reviewed included the following:
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0o State Comprehensive Plan
o 1973 Annual Report
o 1974 Planning Grant
0 Job Descriptions of selected staff members
o Executive Order 1973-7

0 OCJP Internal Procedures Notebook

3.2.3.1 Tables and Commentary. The tables following

summarize most of the data collected in the questionnaires.

Table 3-4, Staff Background, reveals these
averages:

Average months in SPA 40

Average months in present position 21 +

Academic Level

Bachelor or above 22
Master's or above ‘ 10
JD or equivalent 2

Average years of previous CJS
experience 10 +

Average years related experience 3 -

Table 3—5, Inventory of Reqguired Skills. The

obvious question of validity of the Skill/Knowledge data

required must be addressed. It is our considered opinion
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Table 3-4

STAFF BACKGROUND: Michigan
Mos. Yrs
When on CJS Other yrs.
Position emp . Job Undergraduate Graduate exp. related exp.
Administrator ‘ 7/39 1 2¢ History J.D. Law 2
Dep. Administrator 10/59 28 Sociology M.S,W. 20 CJS Reqg.
Dir. Planning 7/72 | 2% Pol. Sci. M.A. Pol. Sci. 12
Dir. Grant Admin. 3/59 1 28 Supervision
Dep. Div. Grant Mgt. 3/70 15 A.B. Pol.Com.Rel
Dep. Planning Dir. g/71 16 B.S. 15 ‘
Dep. Div. Fisc. Mgt. 9/39 56 Accounting audt/acctg.
Svstems Planner 6/70 16 A.B. Mamt
Police Swecialist 8/71 4 Police Admin 17 State Orans
Juv. Del. Specialist 7/70 &) Sociology 5
Del. Prevent. Planner 11/71 4 A.B. M.Fd, M.S.W. Comm.Rel/Pln
Adult Corr. Specialist 10/70 | 42 Pol. Sai, M.A. Corrections 8
Police Specialist 5/71 5 20 Corm.Rel/Pln
Audit Chief 7/70 | 44 B.S, Audit
Info. Systems Div. 12//2 5 Pol. Sci. Svs.anal/St.
Crime Prev. Swecialist 2/72 5 26 Plng & Resch
Public Info. Specialist 7/12 23 Journalism Reporter
Corr./Del. Specialist 10/71 4 Psv. & Pol.Adm | M.S.Crim.Justice’ 10
Pol. Manage. Specialist 7/70 42 30
Corr./Del. Specialist 7/72 4 Soc. Econ. 18 Job Corps
Grant Manager 3/72 14 34
Grant Manager Juv.Prob. 2/11 15 Police Admin M.S.W. 635 ADC Worker
Grant Manager Spec. Unit 8/71 6 Law I'nforc. 28
Prog. Coordinator 6/69 | 56 Pol. Sci. M.A. Teacher
Prog. Manager 66 Police Admin J.D. Law 26 Dir/Plng
Dir.C.J. Planning 5/71 ) Soc. 6 Loc.Gov 't
Law Enforc. Coordinator 12/73 6 26 Admin
Regional Director 9/70 | 44 Police Sci. M.S. Pub.Admin. 3




Table 3-5A

INVENTORY OF REQUIRED SKILLS: MICHIGAN

Position Y 2] 31 41 8] 6! 71 81 9{10i11[12]113[14}251161171101)9[20]12)1122123124125126}27128129130131]32133]34135126137138139140141
Administrator x| x| x| xU ki xb D ot xp sl sl sl sl sl s wlowd =) ] ] sl sl s xUxl s U sl =l ol Ul wl xl e %
Deputv/Aémin., x|l x| xixl x{Ux]l wbxl x| = %l x| % X x| xl ) w) x] %[ x %[ X P x| x X
Dir.of Planning X x| %[ x ¥ v x| X X Wl xioxl el =l »l x| »] =« ¥
Dir./Grnt.Admin xUxl xxy sl x) b ¥ o xl x ¥ x| x % x x ¥ » % ¥
Dep.Dir.,Grnt.Mamt, X 2 x> [ ox i RIEES w| X X I
Den.Dir. Planning sl ol U] et b=l el wl sl %y % Wit wl o ox] e owl v xl x R x| ¥
Dro.Dir, Fiscal Mgmb HIEIEERE RIS =l ox]ox] xlsx K :-: ®po#doxb el sl sl xU el s sl el sl w # xl %
Svstors planner RN R IR ¥l o X| X PR x| v ¥ # ¥ X w]
Policr Specialist wl wl sl wl ) U e D  w s xe HIRBRERERER NI ¥ ¥ X P sl
Juv, nel, Seec, NI ERIEIR v A IS NI X N X X > R
Del.Prevention Plnr. o~ x[ e x] X sl s xl xl xU el =l »] = x X < @ % x| % w| x IR
Aud)r Corr.Spere, wl wow el wl x| x X % ¥l % W X N ¥ N 3 sl w
Poline furcialist soxlx] ] wlx R ERIEREIRNE R RIS % X wl w
Audit chicf R X N X sl xl wl x wl ) sl sl ool el wb el el wh ol el el
Infn Swsters Dir wlosl ¥l o X ¥ ! e ¥l X B R
Crira Prev,Spoe o4 X b )

Public Info Suvnco AR R Y IR i X i

Corr./hel, Soue wlox] %] wx wl ol %l x x| x| %] x HIERRERERE: B W x D x]wlx AR
Pal .Murt , Spea ¥ ¥ wl ol % x IR X X ] ¥ X R
Corr./bel , Snoe x| xl xl wl ¥ Wi ¥ X » % = ¥ R
Grant Mar. IR % x|~ X AR P ® :< ¥
Grnt Mar,Juv,Prob R x| x =l = x| x| x i I ¥ X S s x
Grnt.lar,Spoc units x| %l %] x MR R EI R RN | x X ¥ ¥ wl <
Pregram cord. {(PReq) N| XIoNlx P X b ¥
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TOTALS 16|26 25]26 |24 23 18l 16 20117]24a( 7{1s5{1s| af21[11| 7{Ls{2e{10]13}12

KEY :

1. Enabling, Proposcd and 15. Report Forms 27%. overnmental Structures
Pending Legislation 16. Research Dusiygn (State, County, Local)
2. Knowledge of Grant /ward 17. Problem Sulving 3J., bhudit Managewment
Troces» withia “an  tate 1%, Systo.s Analynls 31. Centrocet Management
3. Raeowledage ¢£ S2A Orve ni atiun 12. Budget Jrajaetion 3Z2. lrinciplus oo AD2
1. Knuwledge o] State v '8 . 20, vort enulit Analysin . 33. Jub Classiticaiirn Techniques
5. Organization of State Gov't, 21. Program Guideclines 34, .udget Preparation
6. Knowlcdge of State Guidelines 22. Affirmative Action/EEO 35. Tiscal Management
for Grant Awards 23. Supervision 36, Wege and Solary Management
7. Knowlecdge of LEAA Gridelines 24, Work &cheduling 37. ftatisties for Managers
8., Administrative Systcoms 25, Management Development 38, 1Interpecrsonal Communications
9. Criminology 26. Pecrzonnel Administration 39, .rokering Technical
10. National Trends in S 27. Resource Allocation Assistancze
11. Time %cheduling 28. Public Aduinistration A0, livaluotion of T/A
12, Public Speaking Policies and Procedures 41. MNanagement of Training
13, Letter Writing Resources
14, Dictation 42, MHonogement of Training
Proyrams
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Table 3-58
ANVENTORY QF REOUIRED SKILLS: MICHIGAN
Position 43{44145]146{47[48[ 4930 56 (56{57158]59[00]A){62 63164 165[(66167{08(69{70]71172]173]24 175176 {272]78{79180!81{R2]/83!84]85
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Dir.of Dlanning R Aloxlox]l o xl X ¥ X by
Dir/Grrt . Admin X ¥l X AR 1. X AL ML X o b
Dop.Dir,Grnt .Mgmt K RS D N3 DS B . 4 S % : N w
Dep.Dir, Planning x|y % xiox ¥ .o~ NI A % ¥l x X
Dep, Dir Miscal Myut X b N Bl B X Ni_¥IX X M1 N b R RIS I A
Susters Planner X X X% x_el xl X Rl %% P ¥
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43, Speech Writing 56. Confecence Conduct 7L. *hnowledye of National
44. Knowladge of Ormmunications 57. Judgment of Project Training Resources
Media Feawibllity 72. Centract Writing
45. Civil Righuon At 58. Writing of Grant Analysis 73. RFP Wriling :
46, FEnvircnmenial 1,paci Prograns 59, Analysis of Grant 74. Analysis of RiP's
47, NA-95 Process Modi fication Requests 75. Specinl Librarian Skills
) 48, National Historical 60. DProgram Monitoring 76. Knowledge of CJS Data Sources
Preservation Aot 61. Interviewing Techniques 77. Group Dynamics
49, Uniform Relocation ) 62. Literature Rescarch 78. Knowledge of Grants Management , ‘
. Asgistance Act ° 63. Data Portrayal Information Systems
50. Courte Program: 64. Technical and Report Writing 79. Quantitative Analyasais
51. Corrections Priqgrams 65. Publications Production 80. Analysis of Quarterly Reports
52, Juvenile Delincuency Programs 66, Statistical Projection 8l. Auditing Technigues
53. Local Unit of Covernment 67. Statistical ‘fecliniques 82. Inventory Control Techniques
Programs 68, Evaluation Systems 83. Cash-i'low Management
54, Impact Program Guidelines 69. Questlionnaire Design 84. Editing
55, Crime Specific Planning 70. LMEP Programs B85, Proofreading

Systems
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that the data is accurately representative of the training
needs of the staff. In only two instances did the re-
spondents add entries to the prepared offering of 85

skill/knowledge areas. (As a matter of interest, the

two respondents each added "planning" as a réquirement
which is a reinforcement of included items.) This leads
us to believe that the list itself is wvalid.

This belief is further supported by the porsonal
interviews which were conducted with key staff members,
in which case only one new 'requirement' was documented-~
that of some functional knowledge of the field of Drug
Abuse and Alcoholism.

From this base, ‘then, the data contained in Table
3-5 does represent a solid documentation of the self-
identifiéd needs of the professional staff members of
this 393,

Table 3-56, Freguency of Resoons2, lists the

eighty-five skill/knowledge items according to the
number of times each itemwas checked as necessary by a
Michigan staffer.

Below, this response will be compared

to that in the other states surveyed.

LI o

yrom

Table 3-6
FREQUENCY OF RESPONSE: MICHIGAN

Total Respondents 28
A

&56 Sl
& o
Oo % »QOQQ;
Y
o >° No. of i No. of
Sy Skill/Enowledge Items Respondente o Skill/¥nowledre Iterns Resvondents
7. Knowledge of LEZAA Guidelines 27 23, Supervision 16
2. Knowledge of Grant Award 26 45, civil Rights Act 16
4. ZXnowledge of State CJS 26 55. Crime Specific Planning 16
6. Knowledge of Stzte Guidelines 26 Systems
3. Knowledge of SPA Organication 25 59. Analysis pf Grant 16
5. Organization of State Gov't. 24 73. RFP Writing 16,
10. National Trends in CJS 24 79. Quantitative Analysis 16
29. Governmental Structures 24 84, Editing 16
(State, County, Local) 85. Proofreading 16
64, Techrnical and Beport Writing 20 25. Manassment Development 15
68. Evaluation Systens 24 31 Contract Xanagement 15
13. Letter Wwriting 23 32. Principles of ADP 15
20. Cost Benefit Anzliysis 22 37. Statistics for Managers 15
51. Correctlicns Programs 22 58. Writing of Srant Analysis 15
17. Prodlenm Solving 2l 9. Criminolcgy 14
24, Work Scheduling 21 26. Personnel Administraticn 14
34, Budget Freparation 21 b6, Environmental Impact Prozrams 14
50. Courts Prograns 21 63. Data Portraval 14
52. Juvenile Delinguency Programs 21 80. Analysis of Quarterly Reports 14
21. Program Guidelines 20 g, Evaluation of T?A 13
27. Resource fllocation 20 43. S3peech Writing 13
38. Interpersonal Ccrimunications 20 56.  Conference Conduct 13
47, A-95 Prcoess 20 72. Contrast Weiting 13
60, Progran Monitoring 20 41, Managerent of Training 12
78. Knowsledge of 3rants Managerent 2c Hescurses
Inforrmzation Systems 2, Management of Training 22
11, Time Scheduling 19 Prograns
19, Badsep Projection 19 62, Literature Ressarch 12
66. Statistical Projection 19 35. Fiseal Mapagement 11
8. Administrative Systenms 18 [t Knowledge of Communications 11
14, Dietation 18 5S4 Impact Progran Guidelilnes 11
22, Affirnztive fLablon/z= 18 39. Broxering Technicail 10
53, Local nit of Gavernmant 18 Asgistaraa
Prograns 48, MNaticnal Historical 10
57. Judgment of Prolaay 18 Preservatizn Act
67. Statistical Techniques 18 49, Uniform Relocation 9
12, Public Speaking 17 71. Knewledge 27 Matinnal 9
%g. Research Design 17 Training Resources
28 T 33,0 Jot Tlassifitaslin Toaaliuss 5
53, Cash- =ant 3
6. 17 30. Audit 5 7
74, EFP's 17 36. VYage and 3alary Wanagerent 7
76. Knowledge of CJS Data Sources 17 70. LEEP Progranms 7
69. Questionnaire Design 16 77. Group Dynamics 7
1. Enabling, Prepcsad and 16 65. Publicationz Producticn 6
Pending Legislation 81. Auditing Techniques 6
15. Report Forms 16 82. Inventory Control Technigues 4
18. Systems Analysis 16 75. Spectal Librarian 3kiils 2
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3.2.3.2 Interview Results

As indicated above, the Project staff conducted
interviews with nine professional staff members. In
terms of the objectives of the study, the following

areas of interest emerged from the interviews:

© Job Descriptions: All OCJP positions are

listed within the State Civil Service Systen,
therefore, all positions must be styled,
formatted, and classifiegd in accordance with
the regulations atffecting all state employees.
One Impact of this situation is that the
'Descriptor' of a given position may not
provide sufficient information in order to
permit a complete understanding of the scope
of the responsibilities and duties expected
of the incumbent. Care and caution should
be exercised when dealing with the generic
words such as 'Planner', ‘Program Developer',
etc., within this type of system.

Training Needs: A copy of the interview
"Checklist' is included as Appendix B to

this report. 1In response to the question
area about the types of training which should
be sponsored, there was a positive unanimity
of opinion that training must be job~related.
A further amplification of this area was the
positive thought that training in what LEAA
wants should be provided by LEAA and that
training which the Michigan SPA wants should
be sponsored by the SPA and should be directly

related to the local state of affairs in
Michigan. '

Lot

o

ok
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Information Exchange: One other commen?
which was offered in a number of interviews
was the desire for receiving information
about 'successful' applications of procedures,
systems, and projects in other states. If
a program 'works' somewhere else, the staff
would like to know about it -- not only
that it was successful, but the specific
factors which contributed to this success.
This philosophy was particularly expressed
about the subject of evaluation. Many of

the professionals were disturbed at tbe lack
of objective information associated with
evaluation, and all were eager to hear abou?
measures or technigues which have been applied
successfully.

3.2.4 Concluding Obsérvations

o Training should be identified in terms of the skill/
knowledge needs of the individual, and should not

: 2 = o1 e ! 1= o ! .
be pre-dctermined for 'Planners', 'Evaluators', etc.

0 All training should be directly related to CJS

and not be abstract or acadenic.

o Information exchanges on successful techniques for

evaluation would be most desirable.

0 Programmed instruction would be particularly

adaptable for use in providing not only broad policy
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guidance but also for detailed instructions in
how to f£ill out forms and reports required by LEAA

Headquarters and Regional offices.

o This SPA is committed to the value of training

provided they can be confident of its practicality.

3.3 VIRGINIA COUNCIL ON CRIMINAL JUSTICE

The Council on Criminal Justice (CCJ) was established by
Virginia House Bill 780, passed by the 1970 Virginia General
Assembly. This superceded the previously effective Governor's
Executive Orders of October 4, 1968, and July 1, 1969. The CCJ
is designated as theASupervisory Board, as defined in the Safe
Streets Act. I%t consists of eighteen members from appropriate
public and private positions within the state. The Chairman of
the Council, appointed by the Governor, is the Superintendent of
the Virginia Department of Sta£e quice.

The Council, acting in conjunction with its administrative

arm, the Division of Justice and Crime Prevention (DJCP) is respon-

sible for the development of the ComprehensiVe Plan and for the

improvement of law enforcement throughdut the state. It designs,

g
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develops, coordinates, implements and administers programs and
projects for the state and units of general 1océl government
within the state for the improvement of law enforcement and the
administration of justice.

The Council has an executive committee to deal with problems
not requiring the attention of the full Council, and appoints
sub-committees when reguired for specific purposes. All planning
and action grant applications are acted upon by the Council,

after receiving recommendations from the OCJP staff.

ey
»

3.3.1 Organization

The Director of the SPA is appointed by the Governor; he and
his staff are state.employees, operating as a Division under the
Department of Administration.

The Director has bocn assigned additional rosponsibilities

as the Executive Director of the Council and, as such, is responsible

for providing total staff support to the Council in its respon-
sibilities.

There are 56 staff positions authorized at the State level.
A copy of the current organization charts is included as Exhibit

3-D.
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Fach of the major staff functions is structured so as to
permit overall coordination and control through tﬁe office of the
Deputy Director.

There are twenty-two (22) Planning District‘Committees
(PDC's) in the state of Virginia. These are analagous to the
Regional Planning Units found in other states. There are Criminal
Justice Planners on each of these PDC staffs, and these planners
have a collateral responsibility to the SPA, as well as a direct

line responsibility to their local Executive Director.

Grant processing within the SPA is coordinated by the Grants

-
2

Administrator. He oversees the full life cycle of all grants,
commencing with development of the grant application right on

through the final close-out.

The Planning Administrator is responsible for the develop-

ment and publication of the Comprehensive Plan. The Grant and

Fiscal Supnervisor is responsible for the conduct of fiscal audits.

Grant evaluation is conducted by contract with third parties.

3.3.2 Operations

hnl

The DCJP Planning Process is oriented towards the development

and publication of the State Comprehensive Plan. The steps

-

L R L b b T e ]
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involved and the time-table for development of the 1974 Plan are

included as Exhibit 3-E. A significant effort is being made to

encourage.each of the PDC's to develop their own Local Comprehensive

Plan (LCP), reflecting the needs and priorities of the communities
in which they operate. Considerable time and effort is expended
in coordinating with the PDC staff members in order to assist

them in carrying out this requirement.

Program development is a function assigned to each of the

individual Grant Managers on the staff, as well as to the Regional
staff personnel. In fact, the functional specialists perform all
the support and coordination functions for each grant in their
area of expertise (Coﬁrts, Police, Corrections, etc.). The PDC
must address each grant application originating within its District,
and their recommendation carries a significant weight in the evalu-
ation and ultimate recommendation submitted by the SPA staff.
Grant avplications are processcd as recelved, and are cat-
egorized according to their relationship to programs and projects
identified in the Comprehensive Plan. The life of a grant varies
with the goals and objectives stipulated; generally, however,

a continuing program can expect up to eight years of support

(in decreasing percentages).

TR el M T B e oy et o gr
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Procedurally, the grant is processed through the PFDC, is
reviewed by the SPA, and a recommendatioﬁ is made to the Council
for consideration at its monthly meeting. Programmatic and funding
approval are both addressed at this time.

As was the case in both Connecticut and Michigan, A-95
processing takes place at the PDC; for those grants awarded to
state agencies, the SPA initiates appropriate action to insure
A-95 compliance.

Because gf their continuation policies, the SPA reviews in
great detail the performance of each grantee, to“inspre that--
insofar.as it can be measured--the grant is doiné what it had
hoped to accomplish.

Program monitoring is a function assigned to all Program

(grant) Managers within the SPA. The staff members spend a
significant portioﬁ of their time monitoring grantee activities,
and providing T/A when avpropriate. This is freguently done in
conjunction with the activities of the PDC staff member in the
community area.

A reports control system has been developed to keep abreast
of Program Monitoring. SPA policy is that grants will be moni-

tored in accordance with the following schedules

Page 3-28

it should be monitored
at least:

If grant value is:

$10-25,000 once a year

.$25-300,000 2nd, 7th and 10th month

of grant

over $300,000 every third month

A Monitor Report is required in writing from each Program

Manager, and receives formal review by the Grants Administrator.

Evaluation as a function rests within the purview of each
Program Manager; staff-wide, it is coordinated by the Research and
Analysis Officer. At the present time, the majérity of formal
evaluation is contracted out by the SPA to third parties.

Piscal Evaluation and Audit is administered under the

direction of the Grant and Fiscal Supcrvisor. Quarterly reports
are the primary medium of information during the grant life, and
these are reviewed thoroughly during the cash~flow replenishment
cycle of grantee funding. The in-house staff of Auditors utilizes
contractor support, in an effort to keep abreast of auditing
requirements.

Higher Education Programs (LEEP) are a distinct activity

within the SPA, and an aggressive program performance and review

is carried out in this area.
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Information Systems as a staff function is involved in the

development of GMIS. Considerable resources and efforts are
being invested in this area; outputs are both manual and ADP

in form, with the printouts being used to provide a significant

amount of grant life and fiscal data about each of the sub-grantees

to the individual Program Managers.

The Public Information function is a major activity of the
Executive Assistant to the Director. Publication of the monthly
newsletters, and other materials for public consumption are the

outputs of this staff element.

3.3.3 Results of Study

As was the case in each of the states visited, complete
cooperation and support was rendered by the staff of the SPA.
Through the efforts of the liaison officer assigned to support
this project, personal interviews were conducted with twelve
staff personnel. Included in the documents and publications
which were reviewed: ’

a) Comprehensive Plan

b) SPA Planning Grant

c¢) Policy Manual includes Commission and SPA policies)

< i
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d) DJCP deskbook (staff procedures)
e) Selected Job Descriptions
f) Administration Manual

This latter booklet was published for the information of all

potential grantees, and provides a comprehensive description of

all the legal and administrative requirements associated with
submission and processing of grant applications, the information
and reports required after a grant is approved, plus the signif-
icant policies and guidance associated with all programs being
sponsored by the SPA.

3.3.3.1 Tables and Commentary. Questionnaires were

distributed to all staff members, and to selected PDC
planners. Returned questionnaires totaled 34, 24 from
the SPA and 10 from Regional Planners. Detailed data
summarized from the Questioﬁnaires are summarized in
the Tables following.

From Table 3-7, Staff Background:

28.8 months
19.6 months

Average time employed in the SPA
Average time in present position
Educational Level '

Bachelor's or above 32
Master's or ahkove 12
JD or equivalent 2

Average Experience in CJS 4.8 years




Table 3-7

STAFY BACKGROUND: Virginia
Mos. Yrs
When on CJS Other vyrs.

Position enp . Job Undergraduate Graduate exp. related exp.
Director 11/59 5¢. A.B. LLB Law 16
Deputy Director 7/58 58 B.S. M.S. Psychology 19
Grants Administrator 8/°9 5 B.S. Fiscal Offcx
Higher Education P.M. 10/71 30 Axrmy
Police Svstems Coordinator 12/70 20 Sociology 11
Grant & Fiscal Supervisor 7/71 L Accounting
Planning Administrator 2/72 10 A.B. M.S. Admin Planning
Adult Corr. Specialist 7/72 L Soc. Sci., 5
Youth/Adult Coor. Specialist 4/72 1¢ Soc. Sci 23 Prgm.Plng.
Regional Planning Adm. 3774 1 A.B. M.8. Accounting
Computer Systems Analyst 1//2 28 B.S.
Police Systems Assoc. Coor. 10/71 15 Admin of Just. M.S. 10
Research & Analysis Ccor. 6773 17 A.B. M.A. 2 OEO/Analvst
Police Systems Specialist 10/72 14 B.S. 7
Police Systems Specialist 6/73 10 Law Tnforce. 4
Grant & Fiscal Supervisor 12/72 6 Economics M.S. Economics 3
J.D. Specialist 12773 4 Paychology M.S. Rehab.Counsl. 7 J.D. Counsl.
Court Program Officer 12/73 5 A.B. J.D. Law 2
Librarian 11/72 2 A.B. M.M.,
Police Systems Specialist 4/73 12 Sociology 4
Comp. Systems Analyst 12/73 A Bcononics
Audit Supervisor 6/71 7 B.S.
Grant & Fiscal Coord. 1/72 15 Accounting
Accountant ' 9/71 1 31 3
Regional Planner 6/72 22 B.S. MEA Mgt 1 Planning
Regional Comp. Clerk 2/71 17 '
Regional Planner 8/73 o A.B. :
Regional Planner 1/74 3 Just/Phl.Saf 1%
Regional Planner 9/73 & Police Admin. M.S. Humanities 3
Regional Planner 3/74 i A.B. 1 Com.Qrg.Sup
Regional Planner 9/70 34 Psychology Camp Counsln
Regional Planner 7/73 G A.B. M.C.R.P.Reg.Plng. 1
Regional Planner 12/71 26 A.B. 1 Rsch.Anlvst.
Regional Planner 12/59 o Psychology 4
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Table 3-8, Skill/Knowledge Requirements: As was

the case in previous tabulations, the data presented
seems to be valid. Although there are some variances
in interpretation fairly evident, there appears to be
a balanced identification of the basic skills needed.
There were no skill/knowledge areas added to the list
provided in the guestionnaire.

Table 3-9, Freguency of Response: According to

&

self-identification of skills/knowledge required, the
projection suggested from the above is that there is a
broad need for technical knowledge in the procedures
associated with management of the LEAZ program, not
only at the State level but also in terms of being
responsive to LEAA requirements..

The lack of response to "Evaluation Systems" came as
a bit qf.a surpris; (18 respondents out‘of the universe
of 34). Our intuitive analvsis is that the information
is wanted and needed, but since it has been handled
by contract with third parties, evaluation may not have
had a -high prdfiléypf diséussioﬁvWiﬁhigifﬁe’agedcylf

\

3.3.3.2 Interview Results., The results of the interviews

tended to reinforce the data which was tabulated in the

questionnaires. The interviews seemed to support a
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definite need for a more formal system of evaluation

Tab{e 3-9 .
but the existing practice of using third party

FREQUENCY 9F BEZSFINSE: VIRGINTA
Total Respondents 34
evaluators seems to be responsive to local needs at
Sl ©
o(‘%‘, (\‘b» . ‘ . .
SO . aﬁ@ p this time.

RS . Ho. of o ' a
¥ Y ski31/knculedse Ttens Respers 07 it renrages . Ho. of ' '

6. Kinowledge of State Guidelines p ;;~ e Respondonis ' : The professional staff were quite strong in their

for Grant Awards >~ + Evaluation Systerms

13. Letter Writirn. . 72. Contract Writinpsz 18

2. Kncwledge of Grant Award it 15, Report Forms it belief that traini h ilabl t b

3. Fnowledge of SPi OI‘SE{nization P 58. Writing of 3rant Analysis 1 + ha raining, whenever avallable, mus e

29.  Governmental Structurcs I 81. Interviewinz Tesnnigues i; .

; K(Stats, County, Local) o Zﬂ g?alysis of RF?!s 17 » di 1 lated hei it i

. newl = . ctatior C S

[+ Knowledge of L ; le, pacrEHen o 16 - irectly related to their positions in the CJS.
10, Preservasion fav °

17. YU, Knowledge ¢f Communioat . ' . . .
i7. . Meda o o SeTmunications 15 The subject of Programmed Instruction, possibly in
%g, gg‘ g;atistical Technigues 15 ‘

. reparatiosn : P Writing ) ‘ 15 -

53. lgeal Uit of Government o ATRivels.of Qunerly Reports 15 ® the form of AV Cassettes, proved to be of great interest.
5. “tzatien of State Gov't 25. Managemen: De - %ﬁ . )

2}- ‘am Guddelinzg ’ 32, Principles or 14 i i i

2h. : Scheduling 83. Cash-Flow Manaz 11 . Staff recommendations followed the following lines:

27. Resaurce Allocasicn 26.  Personnel idrin 1

ﬁg. Putlts Adminise Eg- Etatistics for 1% )

« Envirgnmenta Tvaluation a? 3 : : : '
52, Juweniae odl: Ug.hmmgmm: ﬁ ) o LEAA should present dynamic interpretations
5 rire Specific i : 5 impaet Ir: - : :

55. yrie Specirie zz 56. Confercnas n i3 o of its requirements of the SPA (e.g., how

B, Adbinistrative Svst e 69. Quostiégaéi;e. 3 =9 Fey 1 i+ ¢ —

12) Public Spesking tevems 21 190 Quantitarive 1 to fill out the forms, how to write pro

?% gc.“p?:;,:ns Program o 62- Speech Writin 1 ‘ . curement contracts, etc.)

+ bhawiedge of Srants Manapement s :
Ine - Lemens e 9. 11 \

20. ' . 30, Audit Mantres 10 R i .

35. i 39. Brokering “schnsaal 10 o The state should properly sponsor those

30 . Vo dan o TTEETESL 10 . . . . X . . .

57 i 41, Management ap - informational and skill items which it
z: JopEhERt Q6 Lralning ) . '

59. 70, LRppoRiees © 10 ® : expects from its sub-grantees and regional
:- §i; LEEP Pr Zrams 10 ‘ - s )

0. _ 85, Proofrsadins % staff personnel.

i I NG R 2

g%. finzrass lan -7 71. Knowleds 5, g !

. eurls Progrars by Training Sescurzes - :
°l BnsiEical gnd Peport Untuing §: §houp, bynazics 9 i - -

pe“a‘;{g’Leézgzj?foi“d 3 33. Job 31a§§1}Zf;ff:f§f~“~"-iﬂf~’s 3 » 3.3.4 Concluding QObservations. ..
16, Resezrch Design 81, Auditing Tashaijueg o idues 5 ¢
18, Systans dnalysis 3. Data Portragar - -1 ) |
75. Speeial Lizharian Sxills ; E

53. Supervision

19, Clvil Rights Ant

49, Unifornm Rel;caﬁion

66. Stat{stical frojection

The training needs of the staff of the Virginia SPA woul:l,

]
<

Hydp s pa ey

¢

ol
in their opinion, be effectively supported by LEAA if LEAA were
l to provide assistance and/or sponsorship in the areas of:

' 0 LEAA guidelines

0 National trends in CJS

e
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o Information exchange workshops on successful programs
and the elements which seemed to contribute to their
success, and conversely, identification of program
failures with the probable causes.

They felt that LEAA Regions should sponsor intermediate

‘training in support of regional requirements, particularly in

the interpretation of data needed on the various reports which
must be submitted by the SPA. Particular interest in using canned
film presentations of this material was expressed..

The State feels a responsibility to carry oﬁt its own training
program for its own internal staff procedures, and those activities
which impact upon the PDC's.

Whatever training is made available should be CJS-oriented;

abstract or basic principles-type training can be found locally.

3.4 COMPARISON OF STATE PLANNING ACENCIES

Differences of structure and functional configuration among

the three agencies are striking. . From this, and a familiarity

with other SPA's, one can only conclude that their diversity in

s0 many respects is a phenomenon that must be taken into account
by LEAA. This is true in policy and procedural matters; it is

no less important in training support programs. This sub-section

lThis observation is further documented by the results of our

study of the Maryland SPA.
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will review the more significant factors, differences, and
training design considerations, and offer some conclusions as

to how the training question might be effectively addressed.

3.4.1 Organization

The Connecticut SPA is organized into three divisions:
Administration (Grant and Agency),‘Planning, and Audit/Evaluation.
Michigan uses two divisions: Planning and Grant Administration.
Virginia considers that it has the same two divisions, yet a
compariéon of their respective organization charts demonstrates
considerable differences. Position configurations vary widely.

A planner in one state does ?rogram monitoring and development
as well, while elsewhere a grant manager will do monitoring and
evaluation. There‘is little comparability in the Qay positions
and divisions are configurad, and vet the functions of an 8P
are basically the same throughout the several states.

A particular aspect of this situation is the differences
among state civil service classification systems. Typically,
it seems that the standard job descriptions for planners, program
analysts, evaluation SPecialists,‘and so on, do not match the

peculiar requirements of SPA operations. For example, they do
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not provide for experience in some aspect of the Criminal Justice
System, or for a mix of functions matching the wgy the SPA has
structured its operations. This leads to the fiction of hiring

a person under a given position descﬁiption and having him or

her function under a different set oflunwritten duties and
|

& o
responsibilities. The problem is not limited to SPA's; it is
. |
s \
common in at least the newer agencies gnd programs of the last
\

decade. It is not the purpose of this'ﬁtudy (nor of LEAA) to

address this problem, but it is highligh#ed as one of the realities

\

A
of federal-state relationships that must h? reckoned with.

. R ) \
The immediate meaning of this diversiﬁy\of organization and

position configuration is that LEAA's trainiﬁg program cannot be
\

AN
premised on a more or less standard model. A more flexible

N .
approach, responsive to the actual heterogeneity that prevails,
~

must be devised. S\\\\\

3.4.2 Operations . \\\\\

The planning process varies.in the three states, although

the schedule or cycle is somewhat (and necessarily) the same.
Michigan and Virginia rely on greater regional involvement in

preparing the Comprehensive Plan than does Connecticut. The
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latter's approach calls for more planning expertise at the state
level, with the regions participating more by way of program
development than by conceptual, analytical planning. In
Michigan, however, the SPA has reserved some twenty-four

functional areas as "Mini-plans”

because of their multi-juris-
dictional characteristics.

Regional staff capacity seems to be less in Connecticut
than in the other two states. Budget, geography and population,
and program scale probably cause this difference as much as
management style. One may conjecture that the rule of state
variety>also applies to the role of regional units as well as to
other aspects of SPA orgeanization.

In program development, the distinction between the spheres

of state and regiona; staffs seems to be well defined in Connect-
icut, whereas Michigan and Virginia propose that state staff
members are also involved on the loczl scene. Nevertheless,

this SPA function is well-provided for, no matter how the assign-
ment is distributed throughout the agency.

Among the three states studied, perhaps the application

~..process provides the greatest contrast in approach. Virginia

acéépts applications on a year-round basis, approving grants at

the monthly meetings of its Council. Michigan reviews applications
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quarterly, with the Director granting approval. Connecticut
favors a single application cycle in the spring for review and
approval of eighty to ninety percent of its funds, with decisions

being made by an Executive Committee of the full Committee.

Program monitoring would seem to be essentially the same
throughout the states in the study. Virginia uses a formula
that schedules the freguency of monitoring visits according to
the size of the grant. Connecticut assigns the monitoring of
regional and local grants to the regional gtaffs and limits the
state staff (who are the planners, as well) to state agency
grants.A Michigan mixes both state and regional staffs in mon-
itoring efforts.

Diversity of approach appears again in the matter of

evaluation. In Connecticut, a more advanced agencv svstem is
being introduced which calls for basic inputs from the regional
stafrs; this is in addition to the previous program which averaged
a 40 -~ 60 percent division of 'staff and consultant effort.
Evaluvation in Virginia is formally assigned to the Program

(Grant) Managers but as a practical matter the greater part of
this activity is carried out by contractors. Michigan considers
evaluation to be an on-going responsibility of its staff, an
aspect of monitoring, in effect. Part of the contextAof this
approach is a dissatisfaction with the validity of measures

aimed at the objective assessment of program value and impact.

ok

Page 3-38

The auditing function is rather discrete and the use of
somewhat standard.gystems and trained personnel defines it well.
Michigan has staffed its regions with field auditors while the
other two states follow the more common practice of having
auditors only on the state staff. The principal problem for the
audit function seems to be the difficulties of grantees in

following and understanding the neces.ary fiscal procedures and

guidelines.

3.4.3 Results of thk~ Study

=
B

The findings arising from the questionnaire contain material
fascinatingland extensively useful both to the training designer
and the program manacer.,

An examinatioh of the tables on staff background revezls
the variation in education and prior eiperience one wignt lave
anticipated. But the point is not so obvious that it should be
overlooked. The fact of the matter is that until the Law En-
forcement Education Program began, there was comparatively little
college-level and graduate training directed to the Criminal
Justicé System (and what little there was seéms to have been

centered in California). CJS planning and operations in the
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sense undertaken by the Safe Streets Act did not find the nation
dotted by appropriately educated and expérienced bersonnel

just waiting for employment in their chosen profession. Like
other social programs, LEAA and its grantées have had to rely on
the dual strategy of recruiting professionals with basic skills
(planners, program developers, managers, analysts, community-
related specialists, etc.) and mixi;g them with professionals
experienced in law enforcement, courts, and corrections.

Although the nation's colleges and universities are now
offering many CIlS-oriented courses and degreec programs, the fact
remains}that the system is largely served by an ad hoc mix of
dedicated people who have been "writing the book". LEAA's
training program, then, must respond to this reality by providing
highly specialized training to compensate for the-natural short-
comings of CJS perscnnel. Formexr police officers and correctional
counsclors, ror examnple, mignt well prosit by training in program
and cost-benefit analysis, in evaluation and planning systems,
if their new work calls for these ékills. Conversely, the planner
or evaluation specialist would surely benefit from intensive
training in the realities of the Criminal Justice System.

To make this point is not to depreciate in any way the

experience brought by these individuals to their new careers in
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SPA's or sub-grantee agencies; it merely recognizes a fact with
practical implications for both training and job—berformance.

The study reinforces this notion and suggests that future training
be flexible and not assume that all participants need instruction
in both the CJS and in a given functional skill. Nor can the
training assume that SPA and sub-grantee staffs are as steeped

in the basics of both sides of this equation as they would like.

Table 10, Combined Frequency of Response, displays the com-~

bined results from all three states of the guestionnaire's listing

of the eighty-five skill/knowledge areas. The near consistency

-
¥ "

of respénse confirms the validity of the list and also indicates
the skill/knowledge areas most widely needed in the operation
of an SPA.

Before selecting some of these results for sgecial coﬁment,
a few observations’on the reliability of the survey will aid in
keeping it in proper persepctive:

o Personal bias is undoubtedly a factor influencing
the respondents' choices; what is merely a helpful
skill or knowledge to one seems essential to another.

o Some few respondents tended to inflate the reguirements
of their positions hut the relative consistency of
response from those having similar positions within
an agency suggests that this tendency does not skew
the results. The two individuals who checked all
eighty-five items merely lend a little unwarranted

but undamaging weight to the items at the lower end
of the response scale.




Tabla 3-10Q
COMBINED FREQUENCY OF RESPONSE
SKILL/KNOWLLDGE NIEDS
Total Responne 89 ~
State Reaponses: CT: 27; MI: 28; VA: 34
Total (SN Y Total CT | MI 1 VA
6. Knowledge of State Guidelines 84 271 26| 31 58. Writing of Grant Analysis 47 151 15 17
for Grant Awavds 45, Civil Rights Act 46 12( 161 18
3. Knowledge of SPA Organization 82 27| 251 30 6l. Interviewing Techniques 46 127 17| W7
and Procedures 1. Fnabling, Proposed and 45 11{ 16| 18
7. Knowledge of LEAMA Guidelines 82 26 27 29 Pending Legislation
2. Knowledge of Grant Award 8l 251 26 30 16. Research Design 45 10 17} 18
Process within the State 46. Environmental Impact Programs| 44 81 14/ 22
13, Letler Writing 78 24 | 23| 31 85. Proofreading 44 181 16} 10
29, Governmental Structures 76 22124 30 22, Mffirpative Action/EEO 43 117 18§ 14
(5tate, County, Local) 67. Statistical Techniques 43 10| 18 15
4. Knowledge of State CJS 74 201 26| 28 72. Contract Writing 43 121 13| 18
64. Technical and Report Writing 69 26 ) 24 19 74. DAnalysis of RFP's 43 91 171 17
17, Prehlem Snlving Ge 214 211 35 BO. Analysis of Quarterly Reports 43 14| 14| 15
10. RKational Trends in CJS 65 Is| 24| 26 73. RFP Writing 42 1L{ 164 15
34. Budget Preparation 63 18] 21} 24 84, Editing 41 151 164 10
21. Program Guidelines 62 191 20 23 14, Dictation 40 G| 18] 16
52. Juvenile Delinquercy Programs 62 191 211 22 32, Principles of ADP 40 11] 15} 14
53. Local Unit ol Government 61 9] 181 24 79. Quantitative Analysis 40 111 16§ 13
Programs 5. Organization of State Gov't 39 22| 24% 23
51l. Corrections Brograms 60 171227 21 69. Queslionnaire Design 39 10| 16| 13
)J9.  Budget Projection 59 161 19| 24 25. Manaqgement Development 3R 9115] 14
24. Work Scheduling 59 151 21| 23 26. Personnel Administration 38 114114413
27. Resource Allocation 59 16| 20| 23 37. Statiatics for Managers 38 100151 13
38. Interpcrsonal Cormunications 59 1941 22) 20 40. Evaluaticn of /A 37 11411313
8. Administrative Syatems s 19§18 21 56. Conference Conduct 37 11 1312
60. Progran Meniloring 5 Lo {20 20 44. Fnowledge of Comnunications 34 8] 11 15
78. Knowledge of Grants Managemenf 58 171 20) 22 Media
Tnformztion Systems 48, National Historical 34 8] 10| 16
50, Courts Programs 57 171 21| 19 Prescrvation Act
20. Cost Benefit Analysis 55 13| 22¢ 20 9. Criminology 33 9114} 10
47. A-95 Process T 55 10| 20} 25 42, Management of Training 33 8|12, 13
26, . Publyc Adinistratien 54 4| LT} 23 Programs
Polivies and Provedures 24, Imract Pregram cuidelines an ©1 11 13
49, lpifrra Balamwt {an T4 7 MW J Cebito LW L adldgenent 33 11 al 14
Assistance Act 63. Data Portrayal 31 121 14 5
15, Report Fowms 52 19{ 16| 17 39, Brokering Technical 30 10} 10} 10
55. Crime Specific Planning 52 14 ] 16| 22 Assigtaren
Systems 41, Management of Training 29 7 1?2] 10
57. Juidarent of Proient 52 4] I 20 Peconyees
Feasibrlity : $3. Specch Vriting 29 51 13] 11
68. FLEvaluation Svystems ©52 10 24| 18 62, Literature Research 28 71 12 9
11. Time Scheduling 51 131 19 19 71. FKnowledge of National 27 9 9 9
18, Systems Analysis 51 17| 16 18 Training Resourvces '
12, Public Speaking 50 121 171 21 33. Job Classification Techniques 26 10 8 8
23, Supervision 50 164} 16| 18 70. LEEP Programs 26 9 71 10
59. Analysis of Grant 50 14 16| 20 36. Wage and Salary Manzgement 23 71 711 9
Modification Reguewts 77. Group Dynamics 23 7 7 9
66. Statistical Projection 50 13| 14} 18 30. Audit Management 22 51 71 10
76. Kncwledge of CJS Data Soutrces 50 13117} 20 65. Publications Production 22 s 6] 11
3l. Contract Management 47 13] 15| 1% 8l. Auditing Techniques 21 8} 6 7
35, Fiscal Management 47 16' 117 20 82. Inventory Control Techniques 18 5 4 [}
. 75. Special Librarian Skills 6 3 2 1
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o ‘The small number of additions to the listing
indicates that it was generally acceptable to those
surveyed. BEven those who may have completed the
survey hurriedly could be expected to react if an
important aspect of their work were missing from
the list.

o In sum, the survey is an adequately valid indicator
of SPA training needs. It is not, and need not Dbe,
absolutely accurate in every detail. Further .
refinement is necessary in the design of speciflg
curricula in response to these needs. For planning
purposes, however, it is a reliable gauge of what
SPA personnel believe to be the most common needs
they have in carrying out their work.

Note that those surveyed were not asked to rank-order the
skill/knowledge items listed, nor to suggest relative impoftance
in any way. A straightforward question addressed each item sepa-
is this skill or knowledge necessary

rately, on its own merits:

to you and to anyone in your position? 1In this light, some of

the most frequent responses take on new interest and significan=re.
For example, several personal skill items reveived high

rankings: letter and technical report writing, problem solving,

the scheduling of one's timé and work, and interpersonal relations.

This response strongly suggests that these needs merit attention;

certainly they relate to the efficiency and effectiveness of

This interpretacion is supported by the per-

staff performance.

sonal interviews conducted.
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The rec his own. Let it suffice to say that this Table presents the

ognition given to the need for Knowledge of govern-

mental structures (No. training designermuch to work with; specific aPPiicationS will

29) and local government ﬁrograms (No. 53)

was also reinforced in the interviews. SPA staffs seem to want : o7 e pefow and i Fhe seetion on Recomendations.

greater familiarity with the flesh and bléod, nuts and bolts PueARR, SR The DIOJECT vt noves on e

realities of the loce community and it prograns . interviews conducted also reveals a consistency in appraisal of

One might have expected a somewhat higﬁer listing for e et TRt of The oot suertions Sisevsees e

evaluation systems and its sever incorporated into later recommendations, but a few issues warrant

al related skill and knowledge -

items. Both LEAA ang SPA management might ponder - Fpecial enphaste:

the possible

meaningfulness of this and its implications for policy and " mion fncluce sxaminscion of aotoel casca, presre

) R which include examination of actual cases, programs,
Operations as well as for training. ’ - and projects. The SPA's strongly believe that
' they can» learn a great deal from each other's:
Program monitoring was se: m successful efforts if they are analyzed in depth.

"I as a necessary skill for 58 of

the 89 respondents, © A similar emphasis is found in their insistence

vyet only half as many considered

1 + .

Tachnical Brokegéng s that all training be CJS oriented, drawing its
‘echnical Assistance” to be - exanples e d exercises directly fr job -~

necessar . _ . ' . ples, cases, and exercises directly from jo
. -~ Y part of that relationship [ ; related situations.
© grantees. It is possible

5 Lle the phrasewyw .

o , prrasewas not un?erstood, but ‘ . o As mentioned above, some staff members feel the
1t is equally need for greater understanding of the socio-polit-

possible that the co i
ncept of monitori osts
ng suggests ”ﬁwwwwﬁ$“ . ical environment in local communities and agencies.

a 1 -~ IS % , J y ‘ s
detached observer ralationshin. This did not =zo “ﬂﬁwﬁﬁdwﬂ&ww
hs A OO not so e

A [

)

o Widespread reference to the problems of sub-grantees
: it} rant guidelines, fiscal procedures and regu-
Which appr . o with grant g ’ . :
b pproach is preferred - lations, and other administrative and technical

Y LEAA and the Spa's? matters indicates that instructional materials
aimed at such practical difficulties would be well-

- received.

case in the Connecticut interviews

Programmatic areas received a predictably high ranking
’

as did the knowledge items relating to spa operations " 5Eh statt menners need trvining in personal ans

- SPA staff members need training in personal and
Many other observations might be made on this data: . ) = interpersonal skills, such as tho;e identif%ed in
it a; every the questionnaire. As one interviewee put it,
interested reader will u o n e 4 4 2 v . T 1
ndoubtedly draw nume . i LEAA can't take it for granted that we are all
r - . .
‘ ous inferences of » super-professionals--not at these salaries-- we

need a lot of the basic tools and concepts”.
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3.5 COMMON TRAINING NEEDS BY FUNCTIONAL CATEGORY

One of the chief objectives of this study was: "To identify
the principal job categories and the skill/knowledge requirements

to perform the ks 1 2g" i i
p tasks involved". This sub-section presents our

findings in this regard.

3.5.1. Dpefining the functional cateqbries

Iﬁyestigation into SPA operations established not only the
diversity of organization and functionazl configuration; at the
same time it confirmed that the basic activities are fully compa-
rable. The tasks anq operations performed by the several staffs
are the same, withput significant regard for job titles, organ-
ization charts, precedural and schedule variations, or other
functions. No mattaer who rorforme the follewing tasks or how
they are grouped in relation to each other the fundamental func-
tional categories of SPA's are eight:

1) Management

The chief executive of the SPA, his deputy
and assistant directors or division chiefs,
constitute the agency's management team.

They haye policy, program, and administrative
responsibilities in relation *o the entire

Page 3-45

staff and operation, quite apart from such
individual assignments as planning director
or grants administrator. This function can
and should be considered discretely.

Grent Administration

The process of issuing application guidelines,
of reviewing and funding, authorizing dis-

‘bursements, record-keeping, administering

regulations, handling amendments, and so on

through close-out is basic to any grant-in-

ald program. It is a well-delineated set of
responsibilities and activities that should

be treated as a functional category.

Planning

By definition, this is the central function

of a State Planning Agency. A specific array
of skills and knowledge is required to equip
the agency to do its job. The Comprehensive
Plan is the framework for the entire program.
The processes, tasks, and knowledge that bring
it about constitute a functional job category.

Program Develooment

“Translating the plan into concrete projects

and programs 1s the operation that has kept
tha P2 from bocoming just another vlanning
and coordinating yroup. Initiating or en-
couraging the development and implementation
of action programs is a component of all

SPA operations. It is easily defined as a
distinct category of functional tasks.

Program Monitoring

No responsible funding agency can merely
disburse funds without regard for whether or
not they are being used for their intended
purpose. Programs and projects must be

# o e b b .
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monitored to ensure adhercnce to the terms and
conditions of the grant, and proper performance
of the work as agreed upon. Often this latter
interest leads to extensive interaction with the
grantee, the provision of technical assistance
and counscl. This element of the agency’s
operation also constitutes an identifiable
grouping of tasks.

6) Evaluation

A proper concern of every agency is whether
- or not a program actually achieved its goals
and whether or not any good was accomplished.
The process of measuring or estimating worth
or effect is a required component of SPA
operations. The systems, skills and tools
- of evaluation comprise a functional category.

£ 7)Y Auditing

: The law and principles of public administration
- provide the reguirement for the SPA to audit
' its sub-grantees and thus protect the public's :
funds. The tasks involved are well-defined
and clearly make up a separate category of
. functions. ‘

8) Agency Administration

™Mer muts ornd Bolts 55 on
=z 2

g ~ Vo~
LR Litd s M Latd S e e

ny orgonizoticn's : °
operation demand a number of internal systems
and activities. Personnel and payroll records
nust be kept; office support services must be
provided (reproduction, mail distribution,
files, library and other resources); budgets

‘ and books must be maintained; supplies pur-

1 chased, leases and contracts written and

administered, etc. These tasks may be con-

strued as a separate functional category
within the agency. '

S

Eordgidenss i 4
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3.5.2 Defining the skill/knowledge requirements
) .
Tabla 1~}
Usi h . . . . SKILL/KNOWLEDGE RECUIREMENTS
sing e participating SPA's own materials and documents, BY FUNCTIONAL CATEGORY
> the project staff classified every respondent according to which S
~ ~ - ~ ~ >
- 1 - ; J ; : ' . o N, ¥ s &
of the functional categories his assignments belong to. Obviously, FEadas ¥y g Sdes 4
FEF e v g e gy S
6y & FPOST T 6 T N A R
. . ' FEL Oy E R SV N
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5 . . h I, el ter Weating ol ' O D O S
d . . v , . YL mtation LBl renen Conplit E3 1010 Y VY S Y
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£ responses u N ~egory in whi s . FEN- tolt i oo S LT : 1 O T SO
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. { 24. Work Schayling e R 20 K g Tertinigzal and Keport Writing 115119 271 3n] 36 I
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A few explanatory notes will help the reader to understand a
. how Table 3~11 was constructed. All managers, as defined above,
were counted as managers and their responses recorded in that ’
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column; division chiefs (i.e. managers) were also counted in the
column or category embraced by their division (e:g. planning or
grant administration). The numbers in parentheses in the category
headings show the number of personé whose responses were included
under that heading.

As an exampie of how this data display is applied, note
item number ten, National Trends in CJS. The Combined Frequency
of Response Table (#3-10, following page 3-40) tells us that
65 out of the 89 respondents consider knowledge of na£ional trends
to be necessary in their work. Table 3-11 tells us that most
grant administrators. do not think it is necessary; most auditors
do not think it necessary; and only about half of)those in
agency administration think it is necessary. The preponderance
of replies came from the managers, planners, and other functional
categories.

Another example: Local Unit of Government Programs, No. 53.
In the Combined Frequency of Response Table (#10), almost three-
fourths of the respondents affirmed the need of this item in
their work. Yet the breakdown by functional category (Table 3-11)
reveals that only about half of the managers, auditors, and agency

administrators checked this itme; the preponderance of interest

came from the planners, program developers and monitors.

QL.

Page 3-49

Note that the best use of Table 3-11 involves comparison
with Table 3-10. These tables, combined with other data
generated in the study, lead to the recommendations that

follow in Section 4.

To summarize the central findings of the study:
o SPA's vary so widely in organizational and position
configuration that it is not possible to design

training for standard job titles.

‘0 There are eight categories of tasks common to

all SpPA's.

o There is a valid inventory of skills and knowledge

required to perform these tasks.

o It is possible to design training that will be
responsive to SPA staff needs, no matter how the

Agency or the job is structured.

o The base-line data required to design this training

is contained in this study.

1 Although the Maryland study previously conducted is not within
the scope of this effort, it is noteworthy that the data deyeloped
in Maryland supports, in toto, the findings and recommendations
submitted.
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SECTION 4 4.1.1 General factors
D
: RIECOMMENDATTONS Most of those interviewed said they preferred training
| models which mixed personnel from various states, as opposed to
.{ The focus of this section is a planning matrix that dis- integrated or systématic training of the entire staff of a given
plays the SPA skill/knowledge requirements according to primary agency. The advantages of associating with one's counterparts
® and secondary needs within the eight functional categories from other agencies far outweighed the theoretical value of
defined above, and according to the recommended sponsor, LEAA training a single staff in their respective and related functions.
or the SPA, and according to a selection of five possible There is no pattern of hiring or operations which suggests
* delivery systems. A model application of this matrix will be that one time of the year is better than another for LEAA
presentéd to demonstrate its use in cénstructing one of the 5 regional or national seminars. Any time is a bad time for some,
® eight basic curricula it supports. The section begins with LE a good time for others. LEAR's potential volume of training is
brief recommendations for an LEAA training strategy. } sufficiently large to warrant a schedule that does not require
: the attendance of more than a few personnel at a time from any
o ‘ one SPA.
4,1 'TOWARD A TRAINING STRATEGY ‘
Substantial agrecment supported the notion of a five day
0}‘ Interviews with key personnel in the surveyed SPA's limit on the iength of any seminar. This opinion may be
L. produced guidance in a number of factors of interest to LEAA's dictated by actual workload considerations or by imagined or
fraining program. Much of this data was included in the pre- psychological constraints. Certainly there is no basis for it
..‘ ceding findings; the remaining inputs are presented here. in training theory or experience. Fortunately, five days is
u sufficient time for many of the kinds of training events LEAA
i is likely to sponsor, provided the scope of objectives and content
) I L is kept within achievable limits.

ez g . . o Fpreaw Promg, et ——mm ey v
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4,1.2 Planning for training

A fundamental step in training strategy is distinguishing
the appropriate training sponsor or source and the appropriate

delivery system. This study emphatically advances the following

approaches:

0 Basic information on the Criminal Justice System,
on LEAA. on the mission of SPA's-and so on would be
welcomed by SPA'S in the media of videotape or film
for showing to new employees and as a public infor-
mation aid.

o Programmed self-instructional material in the form
of filmstrip with audio cassette or printed materials
would be considered invaluable for training SPA and
sub-grantee personnel in grant regulations, fiscal
guidelines, basic systems, etc.

o Some subjects, because of their very nature, are
more appropriately delivered by the SPA rather than
LEAA.

o 2An SPA can and cshould turn to various local sources
for some of its training needs, e.g. state agencies,
local colleges, universities and other institutions,

various federal programs such as the Civil Service -7~

Commission and the Graduate School of the Department
of Agriculture. - v

0 Certain highly specific training would best be
provided on-site in SPA offices by LEAA, perhaps
through its regional office staffs. Guidelines,
planning requirements, reports and forms, procedures
and the like wopld suggest themselves for this
approach. :

T ke
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o Subtracting the training proposed in the preceding
paragraphs from the universe of training requirements
identified in the previous section reveals the {more
limited) range of training requiring, a residential
seminar format. More on this below.

o Finally, it is recommended that LEAA provide training
in relation to the functional categories described
in the previous section, inviting SPA personnel on
the basis of their function, not their job title.
Clear definition of the primary content of the
training will enable the potential participants
(or their supervisors) to select the seminar most
suited to their needs.

o Seminars should be constructed around core curricula
of optimum specificity and depth, with optional
electives available within each design to provide
choices of related or secondary topics (or personal
or basic skill training). An example of this con-
cept is outlined below.

4.2 COMPREHENSIVE PLANNING MATRIX

Tables 4-1A and _.4-~1B following, display the principal elements

in the recommended approach to planning LEAA training.

4.2.1 Explanation of Matrix Key

By way of explaining the content,'and layout, and key of

the table, these notes are offered:
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The skill/knowledge listing presents the requirements

of SPA staffs;

Within the eight functional categories, each skill/

knowledge item is identified as being a primary or
secondary reguirement for personnel in that category.
This rating is in direct relationship to Table 3-~1l
in the previous section; in perhaps five percent of
the six hundred and eighty S/K - category ratings,
the analyst made minor adjustments based on other
survey data. This component of the matrix serves

as a guide to the LEAA training planner/designer

in identifying what functions have what requirements
in what degree. (A blank space in the table indicates
that the response in that instance wes not large

enough to merit training attention.)

The sponsor component of the matrix suggests the
distribution of training responsibility between
LEAA and the SPA in each of the eighty-five §/K
items. Of course, most items could properly be
delivered by eitherAthe state or LEAA, depending

on the precise purpose or orientation desired.

A
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o The delivery system recommendations span five

[

approaches:

Programmed Instruction refers to printed materials
which lay out step-by-step instruction for
use by individuals at their job-site.

Filmstrip - cassette is another self-~instruction-
al aid, usually accompanied by other materials,
intended for individual or small group use.

Videotape/film is proposed as an effective
training and/or informational vehicle. Film
might be used for less changeable topics and
when outside audiences might also be interested.
Videotape is relatively inexpensive and highly
flexible, ‘

On-site refers to training conducted in the office
or at a nearby facility by the SPA itself.

This will usually be non-residential training,
addressing those topics within the SPA's own
competence.,

Remote site training means (1) residential
training conducted by LEAA (symbol: X), or

{2) training available from external resources
(ER) nearby (such as a college), or (3) training
that could, with equal appropriateness, be
providod by LOLA or thz S (utilizing ctoif
trainers or consultants). The latter option is
symbolized in the table by a slash (/).

4.2,2 Using the Matrix

Table 4~1 is not an end in itself; it is designed to serve

as a comprehensive resource, an operational tool, for LEAA training
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planners. For example, it suggests thirty-eight topics to be
considered for videotape presentation and anothef six possibilities
for film or videotape. Decisions in this matter will affect what
needs to be provided by other media. A striking sixty-four
reguirements could be addressed by programmed instructional
materials, many of them (45) would also lend themselves to a
filmstrip-cassette format. While such aids would reduce the
scope of training to be addressed by seminars, they would also be
excellent materials to use during seminars or workshops, either
as part of the curriculum or as an optional resource available
to the participants during free periods.

 More tﬁan forty requirements could possibly be provided by
external resources--schools of public aﬂd business administration,
accounting, and the like, to say nothing of CJS related courses,
LEEP, etc. Such prOgrams, when they are standard college offerings;
- are leng ronge eelutions oo troining ninde ond thor ore

17Ty
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arranged on an individual basis. Thus, they are valid elements
. ] 2 3

of an SPA's training or career development plans, but short

range, intensive learning experiences will often suit management

requirements more efficiently.
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A primary purpose of the matrix is the guidance it provides
in the construction of curricula for the SP2 functional categories.
The principle to be kept in mind is that SPA personrel have such
mixed position configurations that training offered to them must
respond to a variety of needs. All potential trainees have
primary and secondary requirements, and their actual needs vary
according to background, experience, and education. Therefore,
LEAD can safely adopt an approach that clusters secondary oOfr
related topics around the most important elements of the functional
categories.
To outline this system:
o Managers require training primarily in the
management of SPA operations; a strong second
priority would be LEAA priorities and policies and
trends in the CJS: a third priority would be
familiarity with the program and functional areas
under their supervision. )
o Grant administrators require training in skills and
KNEOWLouGe Giiwotly Lulated O Choete perulcUlel ralge
of duties; secondarily they need familiarity with

certain fiscal and audit requirements and related
topics (systems, monitoring, etc.)

o Planners, while they have secondary interests in
program development and evaluation (or other
specific assignments), are necessarily looking for
primary help in their planning skills--analysis,
systems, and sO on.

o A program development specialist wants to focus on
project identification, feasibility, working rela-
tionships, program design, and so on. His legitimate
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interest in planning and evaluation are because
of the natural linkage with his primary concerns.

o Program monitors will respond best to a curriculum
that deals directly with their principal tasks and
responsibilities, even though they have expressad a
genuine interest in the more common fiscal and audit
problems of grantees and in a certain level of

" evaluative skills.

o Auditors, after they receive their basic training
! in LEAA audit regquirements, usually need little or
no instruction in professional skills, but they
are seeking training in secondary and personal areas
such as report writing, evaluation systems, and
administrative systems.

o Adency administrators identified remarkably few
"primary" requirements; this may possibly be due
to the particular assortnient of personnel grouped
in this category. They respond to a number of
secondary interests beyond GMIS, administrative
systcms, LBEAA guidelines, et al., but many of these
could be filled by programmed instruction materials.

Note the high incidence of pérsonal skill reqdirements that
cut across the board of functional cutegorics.
solving, interpersonal relations, scheduling of one's personal
workload, and other such items discussed above, are identified
as needs as well as requirements by a significant number of
those reached by this study. Thekother common theme, heard
in almost all the functional categories, is CJS-related topics.
These two areas of interest should probably be responded to,
if only by electives, in all but the most highly specialized

seminars, at least until programmed instructional materials are

ol
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in wide use. The very scale of need suggests that these topics
merit serious consideration as programmed packages, which would
be the most efficient way to reach large numbers in a relatively

short time.
4.3 APPLICATION OF THE MATRIX TO CURRICULUM DESIGN

How does one go about using the matrix to construct a
curriculum? What use does he make of the more than twelve hun-
dred "information bhits" displayed in it?

The total curricuilum for, say, a program development
specialist would embrace the sixty-six S/K requirements indicated
by persogs in this functional category as necessary to the position.
This data is a sound baseline for the designer. It identifies
the required range of skills and knowledge with which such
personnel should Le cguipped.

Further anélysis reveals that thirty-five items were designated
as being a primary subject, thirty-one as secondary. This
picture can be further clarified by subtracting those items
which are clearly in the domain qf the SPA. But this still
leaves a universe of requirements too extensive to be undertaken

in a single seminar. Furthermore, no incumbent program developer
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would need training in every one of his required skills; he al-
ready has some of them--perhaps even many of theﬁ. A needs
assessment, then, is necessary to inform the designer of the
felt needs of his potential clients.

Another critical input at this juncture comes from manage-
ment. What does it want to achieve by training program devel-
opment specialisfs? A basic introduction to the function for
those new on the job? A thrust toward crime-specific programs
and projects? More court-oriented programs? Increased emphasis
on community-based projects? Better articulation of project

goals and milestones? In short, the obﬁecti&éé of the training

will heavily influence the construction of a specific curriculum.

(The designer may even recommend to management, based on Table 4-1

and other factors, that a certain objective would be better
served by distributing programmed training materials, or by
turining the task over to the states.)

Those items in the matrix not related to the stated goals
of the training would then be eliminated. The aspects of program
development to be addressed in the training can then be analyzed
in relation to the listing of skill and knowledge requirements.
The appropriate elements of the master curriculum could then be

extracted. The design process would formulate the final course,

adding whatever specialized topics might be indicated.

L
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The point is that a fundamental, comprehensive curriculum
for each of the functional categories has been identified in
this study. It would serve as the basis for a series of seminars
(or a mix of training media) that would éonstitute a thorough-
going course in the eight functional areas. It can also be
adapted for special purpose training.

The greatest potential of the matrix is that it constitutes

the foundation of a comprehensive training program, pointing to

various delivery system options in correlation to topics.

Recommended state programs could be developed and distributed,

s -
2NN

with the matrix providing detailed suggestions.
4.4 CONCLUDING RECOMMENDATIONS

In the light of the findings of this study, three groupings
of recommendations have been developed: general recommendations,

recommendations to SPA's, and a recommended comprehensive approach

to LEAA training.
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4.4.1 General Recommendaticns to LEAA

Accept the listing of skill/knowledge requirements

as valid for planning and training purposes;

Recognize the functional categories as a valid

articulation of an SPA's work elements;

Utilize the matrix of S/K requirements and functional
categoxries as a schematic, comprehensive curriculum

for SPA personnel;

Review the recommended delivery systems as part of
a comprehensive training plan, determining what
requirements will be addressed by programmed in-
structional materials, what will be addressed by
videotape and film,.and what will be addressed in

seminars and workshops;

Develop guidance for the states concerning their
own training programs, implementing the data in

the study with model plans and packages;

Page 4-14

o Adapt a training system that provides for assessing

participant training needs as well as management
goals and priorities as a means to further refine

the results of this study;

Search the report for data of general interest to

LEAA and SPA management.

" Recommendations to SPA's

e -
E- BN

Use the matrix of S/K reguirements and functional
categories as the basis for conducting an assessment

of actual training needs;

Review Table 4~1 for its listing of S/K requirements
that could appropriately be deliverrd by SPa's;
in the light of the needs assessment of your agency,

set priorities for your training efforts;

Develop a master training plan that integrates
in-house training, locally contracted training,
LEAA sponsored training, and other externally

available training.




Page 4-15

4.4.3 A Recommended Comprchensive Approach to LEAA Training

This final sub-section is an attempt to answer the guestion:

"Given the findings and recommendations of this study, where

does LEAA go from here?"
It is recommended that LEAA undertake a major planning
effort to develop a comprehensive training program £for itself

and its client - constituency. Such a plan would embrace and

integrate training for:

LEAA personnel at all levels

- SPA personnel, according to the functional
categories in this study

- Sub=-state regional planning unit perscnnel
- Selected personnel from various components of

the Criminal Justice System

The first of these listings is self-evident; LEAA obviously
.
requires a training program for its own employees. The point is.
that it should be consistent witﬂ all other elements of the
training program (some modules,'units, and uatérials could be
standardized for various audiences) and tha: Lhe internal training

program should reflect management's goals, priorities, and

program thrusts, as well as basic S/K items.
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Clearly LEAA should provide training support to the SPA's.

This component would have at least four elements:

(1) Basic programmed instruction materials (see
Matrix for possible subjects), in various formats
- filmstrip, film, videotape, booklets, eto. ~-

for use on-site by all spa's.,

(2) Model training plans for SPA's and/or training

aimed at equipping SPA's to plan their own training

programs.

(3) Seminars in relation to the functional categories
14
plus advanced or specialized workshops in support

Of policies and programs nceding more impetus.

(4) On-site or in-state training seminars aimed at
implementatioﬁ and practical application in the
light of that stége's peculiar circumstances. '
Perhaps these programs could be conducted through

the Regional offices.
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Note that 1, 3, and 4 above have to be carefully integrated.
The second element has to be carefully coordinafed to ensure that
it is consonant with the others. (This study provides basic
data for such a program.)

The personﬁel in regional planning agencies or units also
need training in the functional categories, specifically planning,
program development, program monitoring, and evaluation.

Beyond the federal and state, personnel mentioned above,
it would seem appropriate to LEAA's mission for it to provide

training leadership in other dimensions of the CJs. For example,

o Training for senior managers and planners in law
enforcement agencies, court systems, and correctional

departments.

0 Training for the directors of state training

academies for police and corrections.

o Seminars or other events that bring together key

CJS people with educators and authorities in related

fields.

™
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Whether this sort of training is done through universities
or other instiﬁutions, or LEAA establishes its own national
academy, or some combination’of instrumentalities, it would seem
to be an important part of any truly comprehensive program.

In short, THE POTOMAC GROUP recommends that the top
management of LEAA sponsor and participate in the development of
a comprehensive training strategy in support of the agency's
policy and program strategies. The present study we believe to

be a valuable resource in such an undertaking.

(X3 A
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APPENDIX B

LEAA STUDY: Interview Format For Key personnel
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APPENDIX D
STATE OF MICHIGAN
QFFICE OF CRIMINAL JUSTICE PROGRAMS

Project Continuation Policy
Revised 1/15/74

Since the inception of the LEAA program, OCJP has, as a general
policy, limited project funding to two years. This has been
consistent with the "seed money" concept of LEAA and has enabled
this agency to maintain a balance in funding between continuaticns,
which at present constitute over 50% of local funding, and new

and innovative projects.

Experience, however, has surfaced the need for exceptions to this
policy and as a result, the policy has been revised.

The present policy places each program element in one of five
categories:

Categorvy T -~ 1 year funding: Projects developed for a specific
action without any potential for ezxpansion or consecutive follow
up. (Bxample: communication equipment projects.)

Category II - 2 year funding: Projects desiyned to expand or

C o - o C oA
3y e e Aamin s ammn T mrm et e AT mn memmsa st Al mman fvs yemand S Tes

established, fully evaluated, and integfateé into the agency system
within two years.

N <

Cateqory IITI - 3 year funding: Projects designed to expand or
improve the services offered by an agency which are relatively
slow in developing and require more than two years to fully
implement, evaluate, and integrate into the existing system.
Funding of these projects can be negotiated for the third year at
a rate not to exceed 50% federal money. Local pick up must be
assured in the fourth year. (Example: rechabilitation projects.)

N o
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Category IV ~ Projects which are on-going and remain at essentially
the same funding level but provide either new accomplishments

(research) or the same objectives for different personnel (i.e.,
training). ‘

Category V - Projects which have peculiarities in funding base
(i.e., Model Cities, HEW, etc.) or the emergency the project

was designed to correct has not abated due to outside circum-—
stances; or subgrantee assurances of continuation must be post-
poned due to verifiable circumstances beyond the subgrantee's
control; regional or multi-unit projects wherein majority benefits
cannot be clearly fixed. Decision on continuation for projects

in this category rest with the Administrator. Long-range, phased
projects would be considered here such as systems development

or construction projects.
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