If you have issues viewing or accessing this fileicqntaict us at NCJRS.gov.

This microfiche was produced from documents received for
inclusion in the NCJRS data base. Since NCJRS cannot exercise

. control over the physical condition of the documents submitted, | P
the individual frame quality will vary. The resolution chart on | ROBATION
this frame may be used to evaluate the document guality. W '
[ . Orricer
O Bl iz § . C ASE
= iz 122 2, |
s g | | | IDE

2
59
o .
o
iy
(10

FEEER F’EEE

cr

= e |
hzpens | PROJECT

PHASE I

MICROCOPY RESOLUTION TEST CHART
NATIONAL BUREAU OF STANDARDS-1963-A

Lo

Microfi!min{; procedures used th create this fiche comply with : oo 7
the standards set forth in 4iCFR 101-11.504 _ . v

Points of view or opinions stated in this document are
those of the author(s) and de not represent ihe official 1

position or policies of the U.S. Department of Justice. - . -

U.S. DEPARTMENT OF JUSTICE | = u }

LAW ENFORCEMENT ASSISTANCE ADMINISTRATION - m
\

NATIONAL CRIMINAL JUSTICE REFERENCE SERVICE :
WASHINGTON, D.C. 20531 -

]]at ¢ f._i>l_km ed, 6/12/75 | fg ‘
Fedirs



ProsaTion
L Ocrricer

. ’.MMW

CASE

Sl y e e 8 o A4

A ioe
PROJECT -

FINAL REPORT  PHASE B

BY
GREGORY WITKOWSKI M.A.

ELLEN RYAN REST A.M.
GEORGE J. BUSIEL Ph.D.

WILLIAM S. PILCHER M.S.W,,
ACTION DIRECTOR

This study was supported by PHS Research Grant

No. 194 444 Federal Judicial Center and No.

R 01 MH 14610 NIMH (Center for Studies of Crime
and Delingquency), and by Ford Foundation Grant

#650-0317 to the Center for Studies in Criminal
Justice, University of Chicago Law School.




. ;
. PREFACE ' » - , 'y o
| i R o | o | TABLE OF CONTENTS
i : 1 R v o ‘ o
; R , _ ? CHAPTER I. INTRODUCTICN TO THEfCONTINUATION_PHASE (PHASE II)..... 1
} is presented w1thoggén::;;g;tfgﬁsth%nzl Report : i 1. Background and Rationale.......... P 1
a % ; «
{ gﬁi ggg:m? ?:mlllar with the project byhieggiggr ' 2, BSelection of POA'S.,...vieees Y
Initial Phas : . : , ;
this volume. The ggiiizin?épRegort’ Part One of 3. Assignment of POA's to Staff OfficersS.....ceeeeossineeesslO
s 4o ort exami
%;gggﬁ:;{:: a?ghreports on the use oflg:fagﬁﬁrent 4. Orientation Sessions for POA's and Officers.............1l
. wi i N - . . s ' '
to the popﬁlationegggszés :pgn those indigenous . 5. Communication and Supervision..........eeeeeeeivieinans 13
| ;glthe_paraPPQfeSSiOnal in gor¥;§212§261aéeatt?gtion 6. Initial and In-Service Training and Education........... 16
;% parzg:;ggésgg;:?;a;;ganagg ;gz?ning précedu;gglfgﬁpt’ 7. AJMINIStrative MAtterS. ..o .eeeesoneeenseenneeioeerenes 21
. A's s »
:Eglitants) are described at 1engéﬁrgga£;§2 ggilcer 8. Problems and ISSUES......ceceveeenns L |
avoideﬂgﬁeggéggﬁytg‘thiﬁ project are defined fo ‘ ‘
‘ - ength, these area : ! . S :
§f§§?t§§p33tpa”t Two, POCA Contimuation Bhage : CHAPTER II, METHODS OF DATA COLLECTION AND ANALYSIS..............31
: | 1, Schedules for INtervVieWwS.....ieeeeeeeeeneeeeniesennensns 31
s % ¢ ¢ 50 34

2., Interview Data.....c.vieeeeeooeeasossssssoansssosess

CHAPTER III. DEMOGRAPHIC CHARACTERISTICS OF POA'S AND CLIENTS....37

1. Probation Officer ASSistants (POA'S)........eeeeuesoe.s 37

2. Clientsl.'...'I'.I...‘l....I..‘...."....lv.....'..'.

» CHAPTER IV. TIME UTILIZATION BY OFFICERS AND FULL-TIME POA'S.....49

i ‘ '
i CHAPTER V. ANALYSES OF TASK ASSIGNMENTS......ueuosuneennnnnnnns ...55
\xﬁ L. | e

e ‘1. Analysis of Supervision Task AssignmentS.......o..c.. ...55
; 2. Analysis of Investigation Task Assignments..........,...65
J 3. Analysis of Tasks at Six Month Interval.................75

CHAPTER VI. CRITERIA FOR EVALUATION AND ASSIGNMENT OF MORE
. COMPLEX CASES....l....'......l.l.‘.........'. ..... ...85
1. The Assignments............w..............;............;85
-~ 2, Criteria for Assignment.....iveieveceseosssncsossssscsss87




ot St e

CHAPTER VII.

1.
2.

CHAPTER VIII.

o W -

CHAPTER IX,

.1.
2-
3.

CHAPTER X.

G o WN

6.
7.

CHAPTER XI.

CHAPTER XII.

i
Y

1,“
2.
. 3'

- Difference between POA Groups:

SUPERVISION AND DIVISION OF RESPONSIBILITY.........1l00

Supervlslonl.....I'.IO......'ll...ll.l‘....!..l...l..l'loo

DlVlulOn Of ReSDOHSIblllty..........-.-.......-........119

POCA IN RETROSPECT-EVALUATION OF THE EXPERIENCE...130

POintS Of View.oao-'occoo'oo-cc‘conc-oo-0-ooooao]~30
POA'S POintS Of View..'.r.‘......-...'.‘............-.......146

Officers'’

Administrators' and Supervisors' Points of Viéw.....,..149
clientS' Points of View....-.....ell..........l.."lll.t.lsl

'RECOMMENDATIONS AND FUTURE TRENDS...0.vveeeeeeessss.163

Probation Officers'’ Recommendations.....ceeeeeeeeees...163
POA'S RecommendationS........-o-..-.-.‘.--.........-....--177

mture Trkendsot‘....’c-QQOQQQUG.0Ilo00‘.'0..‘.0!.0.0..-0-181

DISCUSSION..-..Ill.’l.l.l".l.....Il.OKIII’.....“‘l.lll.lsz

Use of the POA's

n.-.l‘nu.t'loo.o.-c.c.l'no..c..'olofl.uilsz

Performance EvaluatiOn...............‘.‘..‘.'..............183T

Effectiveness Of Teamsunoq---o--_-n.ol..o.-.nln....'uooulss
Response of Officers to pOA'S..‘....-..'....e--.i...g...184

Fullhtime'Versus
Part—timell...II"'......y.‘.l.'.ll..'...‘!.,l.‘....l...I185

Client's Responseoc.ouol-..oonOQ--a.‘,l!'u.....l...no;oolss‘

Implications for Future ReSearcCh. .....ccseeeeecsssosseesl90

SUMMARYFCOIOOCC‘.l......l.i"’kl.."ljl.......I‘-;....l..“...ylgz

‘phase I...QIl..l...:..".“l.lll...'ll.l......‘,l.‘.’..l.ll‘I’l‘l196

phase I'Iocl..:...'.tl.l.l!..oyll...‘l"i..QOI.OQ..’!O-l..'.llizoz
Recarﬂmendations bl Phase II\‘..0.0..'. l’...’....‘..l‘.lo..‘. ....‘..'.‘..‘207

CONCLUSIONS AND IMPLICATIONS,....cs0000000ceacesecesl96

APPSNDICES.
APPENDIX A
APPENDIX B
APPENDIX C
APPENDIX D
APPENDIX E

APPENDIX F

......-.211‘

e o8 8 8 & 8 88 s 00
oa..-no.-ooc---'ooonooo.as
e o 0 9 0 0

FORMS LETTERS AND MISCELLANEOUS MATERIALS...........le

.. 244
PROBATION OFFICER ASSISTANT GUIDELINES.............

‘ _ » 3
ASSIGNMENT AND PERFORMANCE SCHEDULES.................28

[ .002
TERMINAL INTERVIEW SCHEDULES-..--oo'-eo-;c-cooonnn <
...335

DATA.D........l‘......Al...-Il-..‘.........l'llilll

' ..373
JOB'ANALYSIS FOR~PROBATION OFFICER. coessovssosancsnn 37



S

T T e

CHAPTER I

INTRODUCTION TO THE CONTINUATION PHASE (PHASE II)

BACKGROUND AND RATIONALE

The POCA Project Continuation Phase (Phase II) was de-
veloped as a natural expansion of the initial phase (Phase I).
Plarning for continuation took place during the final year of
Phase I operations. Responsibility for planning was under-
taken by the advisory committee of POCA, a body of men |
eminent in the fields of corrections and criminal justice,
Members of the advisory committee are listed at the beginning
of this volume. The continuation study Wwas to serve two
general purposes:

1. To provide opportunity for further exploration

and evaluation of using paraprofessionals in
probation and parOle.
2, To serve as a mechanism through which a
permanent paraprofessional position could be
established within the U.S. Probation Service.
Current interracial tensions in certain areas of major
cities have pointed up need for added experimentation’with
probation officer aides recruited from groups having ethnic
or racial characteristics similar to certain offender

populations. A communication gap resulting from the social

and cultural distance between the middle-class professionals

of any race and lower-class minority group clients is a
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growing problem in the rehabilitation services,
also in racial composition between the Staff of corréctionél
agencies and their clientele pose many problems. Whereas
thirty-six percent of offenders under supervision in the
U.S. Probation Office, Northern District of Illinois in
October, 1970 were black, only sixteen percent of the
professional staff was bladk. The use of indigenous case
aides, including ex-offenders, can be an effective way of
bridging communication gaps. It has been difficult to
recruit blacks_and members of other minority groups for posi-
tions as probation officers., It is a simple fact that these
persons, initially qualified for employment as an officer i
are also qualified for countless other more lucrative posi-
tions in education, welfare and industry. Development of a
paraprofessional career line presents a means of increasing
the numbers of,minority'group members in probation work.
The paraprofessional caréér line can serve as an entry

position with potential advancement to professional status

depending upon good performance, édditional training and

attainment of more formal education.

Phase II was proposed to examine the following questions:

1. What use would,bé made of paraprofessionals,
hoth full-time and part-time, when assigned

_ randomly to probation officers?

-2-
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2.  What probétion~and parole tasks relating to both.

investigation and reporting, and supervision, can

be managed effectively by POA's?* Are the
methods used by POA's innovative?
3. How effectively do POA's and probation staff
officers operate as a service delivery team?
How does the POA-officer team process operate?
4. How do officers respond to the use of POA's?
How does it affect their functioning - e.g.,
tasks performed and time allowed? What are
officers'concerns about their own role? Their
clients? Their profession? Do their attitudes
change over time?
What are the relative advantages and disadvan-
tages of using part-time and full-time POA's -

for them, for clients, and for probation

officers? |

6. How do clients respond to use of POA's?

_When the continuation was proposed, eighteen months'
experience with Phase I seemed to confirm the operational
feasibility of employing indigenous paraprofessionals as
case aides in the U.S. Probation Office. The staff had
found that non—professionais, including minority group

members and selectiéd ex-offenders from the local

community, were intefésted, available, and able to work

* Probatioli Officer Assistants

-3~
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well under professional supervision. In addition, one and
one-half years of service operations produced mounting
evidence that paraprofessionals could provide a fruitful and
effective service to professional probation. Moreover, the
officers who supervised the POA's in Phase I were convinced
that the men frequently had intervened in cases where
middle-class professionals might have encountered problems.
A hallmark of the POCA Project Phase I was difecf and
frequent neighborhood contacts made by POA's residing in the
communities where they worked. By design, virtually ali POA
client supervision contacts were made locally in Phase I.
Phase I of POCA utilized only one service model:
professionally supervised case raides providing direct super-
vision to offenders. In Phase II, additional development
of the paraprofessional role leading to a career line was
undertaken, For example, one object was to study the
appropriate division of labor between paraprofessionals and
professionals in corrections. Exploration of additional
service models, such as case aide-probation officer service
teams seemed an appropriate way to shed light -on the
division of labor question, It remained to be determined
how case aides might be effectively used in the investigation
aspects of probation work. Moreover, two models of supgr-
vision were used. In Phase I, two officers supervised all
case aides, whereas in Phase :II, supervision was more or

less on a one-to-one basis.

Phase II also served to maintain the paraprofessional

role in the U.S. Probation Service while steps were taken to

jnstitutionalize the position, It would not havekbeen

productive to recommend an ongoing program while allowing

the currently available man-power and knowledge resources

to dissipate because the original POCA Project came to an

end.
In establishing a permanent position for the POA within

the U.S. Probation Service, a "eareer ladder'" was proposed

by means of which an individual could attain the position

of probation officer.
Objectives of continuing training for all POA's were
the following:
1. To acquaint POA's with specific tasks required
at each step of the career ladder.

b To assist POA's in acquiring the specific
knowledge and skills necessary to function
within agency structure.

3. To familiarize POA's with organizational structure
in the U.S. Probation Office, and function and
procedures of other federal agencies encountered.

4, To help POA'S integrate work with additional
education and in—service training programs.

Members of the admin}$trative and supervisory staff of

1

the Chicago U.S. Probation Office wanted to extend POCA by

means of Phase II in order to look at questions raised in

~5-
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WORK-STUDY
PROGRAM

BA Degree
(Social Behavior)

N

POSITION TITLE AND
MINIMUM REQUIKEMENTS

Federal Probatlon/Parole
Officer (JSP 9)

2 years

Federal Probation/Parole
Officer Trainee (JSE 7)
a) BA Degree

a) Remediel Education - POA Grade- I1 (ISP 6).
b) HS Equivalency a) HS dip. + i+ yrs. “exp.
¢c) Enrollment in as POA ’ ' '

. College Program

b 1 yr
) 1y OAcol + 2 yrs. exp.

c) 2 yrs. col. + 1 yr. exp.
as POA . v

No Minimum
Educational
Requirements

POA Grade I
(JSP 5) ‘

Fig. 1. Proposed Career Ladder for POA's
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- and they continued to"carry their cases in the interim.

Phase I, It seemed worthwhile to experiment with other models

of service delivery and to experiment with full-time as well
‘as part-time POA's. Moreover, the staff wanted to involve

all probation officers ir making aesignments and: supervising

the work of POA's, The men were given investigative as well
as supervisory assignments. There were other differences as
well. Phase II began with paraprofessioznals who had a wealth

of experience in their role. Only the professional staff

officers, supervisors of the POA's, were without experience in

’working with paraprofessionals or in teams. Thus the POA's

knew to a considerable extent what would be expected of them,

at least with respect to supervisory reSponsibilities. Phase II

‘ also served as a means of keeping trained and experienced POA's

employed until the program became a regular position. It is

interesting to note that when surveyed at the inception of

Phase II only 50% of the administrators and supervisors;be-

. lieved that the paraprofessional role would become a regular

i

‘staff‘position.
ELECTION OF POA'S
| The POCA Project Phase II began operatlons with twelve
| POA' , all,of~whom had served in Phase I. The men were selected
qpon tefmination of Phase i, feur mqnths>before Phase 11 began,
Thus,

although reduced in scale, POA Serbiee_t0~ther.S,;Probation

. Office was continuous from the.inceptionfofFPOCA.



In seleCting PbA’s for emplioyment in the Phase IIkthel
actionﬁdirector and supervisors met with all the men enployed
at termination'of Phase I, (about 40 POA's) to explain the
proposal., The men were informed of the four full-time
positions aVailable.ﬁ Prior to making application,fthe risks
in accepting the position were made clear, As Pha'e II was
scheduled for only one year, there was no way to_assure the
_men of continued employment after that time, although the
project staff was encouraged about the possibility of a
permanent,POArpoSition'emerging from the study. Five men
responded, four of whom were hired. Although'the fifth'

candidate would have made an excellent POA, the director

discouraged his appllcatlon because he earned more than. tw1ce'

‘the proposed POA salary as a plumber.

With respect to the eight part-time positions, all’
active POA's indicated an interest in continuing;‘ Theyiwere‘
told that although choices would be made by the project
‘staff,'rejection was not to be construed as a pronouncement
of lesser competence, because some choices had to be made on
a research and administrative level along such dimensions. as
race, background and life experience. Finalbchoices~were
made by the actlon ‘director and two supervisors, considering
length and Varlety of experlence, reliability, and industry.
POA'part1c1pat10n and attendance at‘the»group supervision
meetingslwas a.leading'factor in‘recommendaticnsiby supere

’V1sors ' g; | ‘

The staff ‘wanted to know 1f POA's attrlbuted their

selection to SOme'lntrlnsxcvfactor or‘personal characteristic, -

8-

‘or if they perceiyed it as a reward for past behavior. Three

said they did not know the reason. Another thought;it was

due to hlS youth The‘rest thoughtvthe decision was ‘based on

past performance and demonstrated ab111ty, and this was

expressed 1in varlous ways. One sald he tried to do his best,
took 1n1t1at1ve, and had confldence 1n the Judgement of hlS
clients. Other express1ons were,<”gave it my best effort, k\
"motivation, knowledge of social work, and_llklng‘for the
work,'" '"doing good job and helped qu1te‘a few people,n
"past stability, accuracy in work, interest in clients, not
treated as just another part-time job,”@and "competency plus
gains since then.“

All the men hired on a full-time basis remained through-

out Phase II, but there was some turnover amohgfthe part-time

‘POA's. Three months after Phase II began, two men regretfully

resigned because of extra duties’required at their places of
full- t1me employment. In the sixth'month another man was
termlnated because of an arrest and conv1ct10n resultlng in
1ncarcerat10n. Th1s was 1n no way related to the POCA
Project, nor had the quallty of hiw work deterlorated | In

the eighth month, another man resigned because of a business»

opportunity in another state. The men who replaced these

™

four POA's remained throughout the prbject;'-All had served

as POA's in Phase I, and were well regarded by their supervisors.
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ASSIGNMENT OF POA'S TO STAFF OFFICERS

' The size of the U, S Probatlon 0ff1ce field staff was

adequate for all officers to be ass1gned a POA. Four staff

officers were designated to work in teams with the full-
time POA's, Two of these officers were the supervisors in
Phase I,‘whereas the other tWo officers volunteered because

of a special interest in paraprofessionals. The assignments

~fell quite naturally; each of the Phase I supervisors

selected a POA with whom he had’worked. Another’POA—Officer

team was formed with two men parti0ular1yrinterested in

group work. IThe'fcurth team was more or less an arbitrary'

a551gnment | All of these pa1r1ngs lasted throughout Phase II
Ass1gn1ng the part t1me POA's to offlcers was somewhat

more comp11cated Inasmuch as three offlcers were leav1ng the

staff soon after Phase II was scheduled to begln, the d1rector:

made sure that each was as31gned to a d1fferent POA so that
the POA's would "start over" w1th only one new offlcer.
POA's could not be ass1gned to pa1rs of alternate offlcers
(those reSponslble for each othér's caseloads when the
alternate‘is unavailable), becauSe of the disruptionfof

alternate pa1rs due to ass1gnments of full- time POA's and the

‘three offlcers 1eav1ng staff. No POA was ass1gned to two

women off1cers whose caseloads were largely female, becausek'

the actlon director wanted POA's to work with both male and

"female c11ents. Altogether there_were four~women offlcers.

R
&

L =10-

T e

ettt g e et LS ot ol e v e

With these consxderatlons in m1nd the action director made

‘vass1gnments of the part -time POA's more or less arb1trar11y,

 with only a few exceptlons. In one case, a wh1te officer

asked for and was assigned a black POA; he'thought this man
would be more'helpful in working with subjects who were

"hard to reach." Two POA's cons1dered outstandlng were
assigned to four staff off1cers who while not openly cr1t1ca1

of POCA, were sensed to be somewhat dubious. The action

directOr wanted to provide the officers with the very best

men ‘which POCA had to offer
Not all offlcers worked for all of Phase II w1th the same
part t1me POA. Two officers each worked w1th two POA's, and

five officers each worked w1th numbers of POA S, ranging from

'three to'seven. 'The'rest worked with’only one POA.

ORIENTATION‘SESSTONS FOR‘POA'S'AND OFFICERSk

The twelve POA's actlve in Phase II were also asked how

they f1rst learned of POCA and became 1nvolved in 1t Four

men - heard about it from someone: already a POA Others learned

from frlends from a newspaper artlcle from the prOJect

'”:fsecretary, and one was referred by the co- d1rector of the

Center for Studles in Cr1m1na1 Justlce at the Law School ‘of

»the Un1vers1ty of Chlcago. One former offender was referred

by his parole offlcer Three others also former offenders,

:'were contacted by a 1etter from the actlon dlrector, upon
'recommendatlon by probatlon offlcers : All had successfully

completed superv1s1on.

s




Prior to the beginning of Phase II the action d1rector
held two orientation seSS1ons.p one w1th the full-time POA's and
their partner officers, -and one with the part t1me POA' , to
acquaint both groups with changes 1n prOJect procedures and
administratiye matters. With the part-time men, working hours,
‘pay scale, and travel reimbursement were diScusSed " The men
were given names of officers for whom they were to work The‘
prOJect director tr1ed to explain carefully to the men that
the profes51ona1 staff oificers had not heretofore been
accustomed to working in teams they had always worked
1ndependently, other than serv1ng in alternate pairs to cover
all cases during Vacations or 111nesses The POA's were asked
-to keep in mind that a maJor goal of Phase II was to examine
the effectiveness of the officer and POA as a team, requiring that
each learn to function effectlvely as a team member.

In the meeting with the full-time men, office assignments
were made and‘parking privileges'edual to those of'offiCers

”were given. The men were 1nstructed in Various offlce
- procedures concerning use of the telephone, recording of

‘ messages taken in their absence,ﬂlocat10n~of mail etc. Work-
1ng hours were the same as those of the profess1ona1 staff, but the
omen were told that they were entitled to compensatory time 1f
’they worked evenings or weekends Travel record—keeplng Was
explalned and the men were told about the1r fringe benefits

Or?pntation w1th probatlon staff officers was conducted
‘~{more 1nforma11y.t The actlon director tried to meet w1th pairs

gof cfficers who were to. work w1th one POA but at times, because

-12- ‘
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Of scheduling problems, he met with them 1nd1v1dua11y Among

thé areas covered were POA background and experience gained

from Phase I, and techniques,for supervision of PQA'

COMMUNICATION AND SUPERVISION
At theVCOnclusion of Phase I stafTVOfficers reported
1n1t1a11y 1earn1ng about POCA in a variety of ways:
1. From chief U.S. probatlon officer at staff
"meeting - 4 officers. |
2. kFrom Administrative Office of the U.S. Courts
- 1 officer. | |
3. From "talk" around the office - 6 officers.
4. From. instructor’while a student in a school of

,s0c1a1 work -1 officer

- Thus for a substantial proportlon of the staff inter-office

communications cons1st1ng of meetlngs and memos were not
very effective in 1nf0rm1ng staff members about POCA VHFor
future use in research prOJects of th1s type, xormal _
office communlcations procedures may need to be supplemented
by other means. W1th the exception of two officers who had
served as supervisors during Phase I none . of the officers

had worked ‘with any of the POA's unt11 the 1nception of

| Phase II, during which time all staff members had the

opportunlty for almost daily contact w1th the four full~-

t1me POA's on the colleague level

-]13=




To assist both the officers.and POA's in forming partner-~
ship teams: some structure was given to supervision; The four
full time POA's were expected to attend the monthly office

- staff meetings.‘ The men took an active part in group
discussions at the meetings, and were‘not hesitant about asking
questions or offering a‘point of view. The part-time,menvdid

not attend staff meetings, ~A1though‘it was made clear to
them that they wer e welcome theykwere unable to‘fitbthese
morning meetings into their schedules.

| Meetings ofvfull-time POA and officer team partners were

usuall& held following the general staff meeting. No formal
agenda was prepared, but the action director brought up for
discussion various matters of general.interestvor concern
which had come to his attention during the previous month,

Both POA's and officers brought up problems fpr‘discussion.

These occasions‘seemed to become the forum for POA's to voice

complaints’about incidents of perceived‘injustice to them-
selves, ”
‘A number of’other lines of COmmunication;eXisted as well.

The action director held periodic spontaneous conferences with

o

individual teams as the need arose.“These meetings were held

- on the average of twice per month with each team. In addition,
there were many times when the action'director met individually
'with POA's and officers Team partners were in‘constant daily

~contact. The four full .time POA's held 1nforma1 meetings 1n
which they exchanged various kinds of 1nformation, e.g.,

' community resources

';14_

| chiefs of probation for the U. S Courts.

Originally, the action director had planned to meet
monthly with the part-time POA's but this proved to be in-
convenient and unnecessary. Some of the men'experienced
considerable difficulty in fitting meetings into their

schedules; ’Moreover, the part-time POA's were in thevoffice

more frequently to confer with the officers than had

originally been anticipated, permitting frequent exchanges
with the action director. | |

Assignments to part-time POA's were rarely made by |
telephone. If the staff officer did not schedule an assign-~
ment conference with the POA, he uSually left a folder con-
taining assignments in his office for the POA, Altogether,
the action director met six times with the part-time men as
a group.

In planning‘meetings for'superVision and exchange of
information, the action director involved a varietyrof
people. On occasion, he met alone‘with supervisors or POA's,
and with ‘a combined group of part-time and full-time POA's.
Thus, one group was not overburdened with attending meetings.

A number of administrators took an active interest in
POCA; among them'were'the chief and deputy chief of the U.S.
Probation Office in Chicago, and theppresent;and former |
POCA was conceived
under the tenure of the latter, and concluded under the

tenure of the former. In addition, the two supervisors of

-15-
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probation'offiéers in the Chicago office followed the project
closely. However, none of these six administrative and
supervisory staff members was directly involved in POCA

operations. Both chiefs of probation for the U.S. Courts

were particularly interested”in POCA, because it represented '

the first step in establishing a position for paraprofessionals

in the U.S, Probation SerVice.

INITIAL AND IN-SERVICE TRAINING AND EDUCATION

Officer Involvement in Phase I of PQCA

Planning for Phase I of POCA involved only a few staff
officers. One said he contributed peripherally in informal
discussions with the action director, who happened to be a
close friend. Another made suggestions about ways to use
POA's, and various roles they could handle. A third thought
that POA's could be used to help locate delinquent clients.

A fourth made ''general suggestions'" to his supervisor.

Six of the officers were not on staff at the time. When
asked if they thought theY’should have been involved, none
of the officers answered affirmatively, but several had
suggestions which they woﬁld haQeéoffered if involved. Some
of the suggestions related to POA selection:

1. Instituté basic educational requirements;

2. Administer psychological testing or intensive inter-

views; e

3. Look for dependency relationship to authority figures.

-16-

Other suggestions were related to program struqture:
1. Paraprofessional fole should be definitive

with specific assignments and career ladder.
9. Staff involvement should be increased at least

on the informational level.

Suggestions for Future Projects

B

Although none of the officers was involved in program

‘planning, several suggestions, based on officer experience,

were made for future projects. Two thought that officers
should have been asked to help with project development for
example, supervising POA's, recruiting staff, screening
POA's, and planning jnitial research aspects. Similarly,
noné was involved in training POA's; two disagreed with this
policy. A number of officers had specific contributions and
suggestions about training, some of which related to centent
and working model to be used by POA's:

1. Categorize tasks, matching man to task.

9. Make task gradients from easy to difficult.

3. Place more emphasis on community work, rather

than "assiétant to officer role."
4. Stress casework approach.

5. - Structure POA role to be more task-oriented.

6. Give instruction on developmental sequences 1n

the life style.
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Other suggestions related to structure:
1. ProVide-additional staff to run POCA,
2. Make sure duties are understood by POA.

3. Eliminate POA misconceptions,

.

4

4. Make research restrictions clear,

POA Impressions of Project:

POA's reported that their initial perceptions were for
the most part in agreement with what actually happened.
All twelve haq expected to work directly with probationers
and parolees; One said he knew that POCA was ; research
project under a Ford Foundation grant, Several mentioned
having freedom to make their own decisions about how best
tc help clients. Several POA's referred to the indigenous
aspects of the'program, e.g., 'supervising black guys of
same age and neighborhood;" "getting views of probationers
and parolees;" "working with ex-offenders, and doing own
thing withkthem;" "cutting down on incarcération;"
"breaking down any communication barrier--able to speak
from experience.” None of the POA's was involved in any
planning at POCA's beginning. However, during the first
year, the men said they were given information about the
project during groﬁp supervisi%p meetings. |

The men described the training they received as

occurring in several stages. First, there was an orienta-

tion program during which the basics of casework and the

concepts of probation and parole were pfesented;.'Rale-

-18-

playing, films, and group discussion were used as training

techniques. Information was made available about

community resources, and instruction was given about human

R e s

behavior and techniques of interviewing. Subsequently,
on~-the~job traiﬁing was provided, during which the men

met for group discussion of cases, problems arising, and

administrative matters.

Seven of the men retained for Phase II had been with
i1 ; ,

o one supervisor, and five with the other. The supervisor of
the larger group held group supervision;meetings"Bnce or

twice a month, where a variety of client problems were dis-

cussed, In addition, each of the men had frequent individual

conferences with him, both in person and by telephone on an

""as needed' basis. A number of POA's remarked that he was

"readily available and very knowledgeable.'" The other
s superv@éor conducted similar group meetings for his men,
and aiso met with them individually on an "as needed" basis

to discuss ways of handling client problems,

The POCA staff also wanted to provide POA's with

educational opportunities of a more formal nature. During

R T

the'first month of Phase II, the action and research

directors met with the corrections program director at Chicago

State University in an effort to explore thé possibility of
L providing the POA's with opportunities for academic training
ér and credit for field work experience. Because the courses .
i; offered within th?t program were too advanced, efforts were ;
;;. ~19-
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made with that un1vers1ty and w1th a Junlor college to develop'

'courses more ba51c in content but th1s has not been possable.

In the meantime, two fu11 time POA's began taklng college
courses 1ndependent1y Th1s was in keeping w1th the pollcy
of cffering te POA's an opportunltyvfor advancement on a

career-ladder, when they earned'a'bachelor's‘degree; if the

paraprofessional position was made permanent.

ible, though, to assist the individual‘with any portion'of his

educational expenses, as no prov1s1on had been made for that
purpose in the POCA budget ' Durlng Phase II, two part t1me
POA's recelved bachelor s degrees from the Un1vers1ty of

1111n01s ’ One was already holdlng a profess1ona1 level
position in correctlons. The other is taklng graduate ‘work,
POA's also part101pated in refresher courses offered to

profes31ona1 staff offlcers appearlng with a member of the

POCA staff to present an account of proaect operations.

'Invarlably, offlcers from other parts of the country were

quite 1nterested in POCA, and asked a great many questions.

Q%\\‘

The POA's handled themselves very well during those ‘sessions,

'earnlng many favorable comments from members of the audlence.

Altogether, four part t1me and two full—tlme POA's took part

1n the programs over the course of a year rece1V1ng ‘a small

honorar1um'of ten or flfteen dollars

T

~An event extremely 1mportant to the future of para- -

profes51ona1s w1th1n the U S Probatlon Serv1ce took place

~,about half-way through Phase II when the chlef U S

~ -20-
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'$3 71 per hour.

fication of their duties.

-v1sed.

'probation officer the POCA action'director, and one of the

full t1me POA's went to Wash1ngton to report on parole

=prob1ems and procedures to a congres51ona1 subcommlttee on

the Judlclary.
when the POA told of. h1s experiences as a re01p1ent of
correct10na1;serv1ces‘ Materlals relatlng to POCA were

presented to the committee, whlch later made a favorable

recommendation for inclusion of a paraprofessional position

on a permanent basis.

ADMINISTRATIVE MATTERS

Salary

Full-time POA's received $7,727 per year, a salary
equivalent to that of a federal employee at level JSP-6,

with comparable,duties and responsibilities. Hourly wages

for part4time POA's were computed on that base salary so

that they earned ‘at the Same rate as the full- t1me men -

-

Raises were not given durlng Phase i1, as

‘they had notrbeen included in the budget.

In‘Phase IIhthe action director found it necessary’

to pay part-time POA's by the hour'because of the’diverSi-

In~PhaSe I, the staff had found

T
L

this'system~unworkab1e at first and had adopted a system of

payment wh1ch set a flxed amount for each subJect super—

diPrOJect Report

L Salarv plan is dlscussed 1n deta11 1n Phase I of POCA

;21_.'

The commlttee 11stened w1th special 1nterest,v

1:,_S1,nce;the;POA handled;v1rtually allﬂsupervlslon'for‘
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a given Subject;'the action director and supervisors could
safely estimate how much time would be required. In Phase
II, the men received assignments of various types from
staff officers, some‘requiring'only one contact and. some
requiring manj. In any event, the part-time POA's saw |
varying numbers of subjects. in Phase II, making the fixed-
amount-per-subject system of payment unworkable. It is also
~possible that, with experience, the POA's were able to
assume the responsibilities of.reportingiand budgeting their
time in a more acceptable way than had been true early in

Phase I

Fringe Benefits ' : - - B
"In addition to their salary, fu11—time POA's received
the full complement of fringe ben efits given to all" employees

of the Un1ver81ty of Chicago, | o
These 1nc1uded‘the:£ollowing:
1; Vacation -- 10 hours per month (3 weeks per
"year after the anniwersary date)
2. Hospitalization and- 11fe 1nsurance ava11ab1e,
free for a s1ng1e person, a small fee to
include family, | 3
>’3.» Siok leaVe at a rate of 617 hours per month .
A11 POA'S were, of cou be, carrled as employees of the

Un1ver51ty,,51nce the grant by NIMH was made to the Un1vers1ty

-22-

Part timeFPOA's worked a maximum of 14 hours per week,
d1v1ding their tlme between two staff officers. The men
were required to report every two weeks to the project
secretary the number of hours worked within any pay period.

Occa51ona11y they worked in excess of fourteen hours per

’ﬂweek bUt\compensation was not available. Instead an effort

was made to carry&the excess time into a week dur1ng which

vthe POA worked- less vthan fourteen hours. The paperwork

required to handle the payroll for the part-time men proved

to be enormous, as had been the staff's experience in thek

POCA Project Phase I,

Travel

POA's both part-time and full-time were entitled to

reimbursement for travel at the same rate as professional

staff officers. They received $0.11 per mile for trawel

in the distriotvon official business, exclusive'of‘trips'to
the office and home. The men were asked to keep daily
travel forms to be submitted at the week's end. A sample
pay voucher and weekly travel log were prepared by the
aotionfdirector-to assist the men in combleting these‘forms.

However, after one month of operations, it'was evident that

"the»men,were,unable to comp;ete the forms correctly,f The - -

action direotOr finally decided to have the POA's report

their time and travel‘by telephone. With concurrence of all

"twelve'POA's, reimbursement for travel was made on a quarterly -

=23
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~disruptive.

.of carrying a gun while in the field

'carry weapons if they so deSired

basis to reduce the amount of paper work. This system proved

to'be“workable, and;was retained throughout the project.

'PROBLEMS AND ISSUES

Parking

In the'course of operations, certain questions arose and
problems‘came'to'light' none of which was serious enough to be

Parking of automobiles was one of these areas.

It was necessary from time to time to remind the full-time;men

about the parking regulations. Field staff of the U.S,

-

‘Probation dfficefare issued cards which state, "Official

.BusineSs, U.S, Courts. Local authorities permit the officers
to park on the street for a limited amount of time when it is
necessary to come into the office on a field day.' On several
occaSions parking tickets were incurred by POA s parked
exceSSively long, and the men were forced to go to Traffic'
Courtktoﬁexplain the Situation. ~Although parking cards were
issued to POA?s,'they were urged from the beginning,to avoid
bringing their cars to downtOWnYChicago, because. no fundsfwere
available to help with either parking fees or tickets.
Weapons ,v' e | -

| At the beginning of Phase II, POA's raised the question

It has been the policyf

of the office to discourage probation staff officers from

T dOing so, although as law enforcement officers they could

However a.policy~deCision

S was: made that POA's would not carry weapons avﬁécessary move

_24-

director.
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 because ex-offender POA's would have been prevented from dOing

so by state and federal law.

,Status

Related to the questions of authority and status were a

Series'of incidents concerned with the title; "probation

k‘“officer assistant;" and involving only the full-time men. ,

Without discussing the matter with the action director, some

POA's instructed a secretary to omit the word "assistant" from

the job title appearing below their signatures on all
correSpondence. The secretary refused, explaining to them
that she was instructed to use the correct title by the action
She later brought the matter to the director's

.attention, and it was resolved in a discussion. POA's used

the same job'title for the duration of the project.

Assignments

Shortly after operations began, the project staff began

to notice that competition was beginning to develop among the

fu114time POA's'for certain kinds of assignments to whichyWas

attributed more status by common consent. Those tasks

eSpecially favored were investigative tasks;and participation
in writing presentence reports. ‘The’men had not had ;
experience in these areas during Phase'I,,and they Wanted to
extend the breadth of theiryekoerience as rapidly as possible
'so that they might be better qualified for a JOb when POCA |

ended All were aware that a poss1bility eXisted for

v"permanentkPOA positions in the U,S. Probation Office; - Other

o -25-




status symbols were badges, possession of a dictaphone,;iilev’
cabinet, or'"better"igffice furniture, all of which were
possessed by staff officers Since each man worked as part
of a different team, there was really no way to ensure that
the kinds of as51gnments would be uniform, nor wou ld 1t have
been de51rab1e to do\so. The action director handled
rcompetltion for work ass1gnments in group meetings w1th POA'
pointing out that one of the matters under study was the
variety of work ass1gnmentsvmade by officers. The menkweret
reassured that no comparisons would be‘made between POA's or
teams regarding quantity or quality of work, The problem
became negligible after a time. Concerning office equipment;
the men were told that every reasonable effort was being’made
to Secure needed office equlpment as soon as p0551b1e, but
that different office furniture ‘was not available.

Salary Dissatasfaction

Another way in wh1ch full-~- time POA'S identified with

the. profess1onal staff was in the matter of salary. The men.

ehad accepted the pos1t10n for a stated salary. There was no.
'prOV131on made for raises in the budget and the action
d1rector made every effort tolensure that the men understood
this clearly. Nonetheless, when the whole u. S Probation
‘Office‘staff all federal employees received a scheduled

~five percent ra1se in the fourth month of Phase II, the fulle

time POA S became upset Again the actlon d1rector explalned

that prov1s1ons dld not ex1st for raises, and,he‘also p01nted‘4

=26~
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‘officen: and thus were entitled to more money.

N

and two or three evenings.

'kAs a resu1t~ few of them put in fourteen hours per week it

out that, as employees of the University of Chicago, the
POA's were subject to a different set of perSonnel‘policies.

- An issue related to the question of a raise had tc do

.withlthe size of salary for full-time PQA's. Although the

salary of $7,727 was quite good for a paraprofessional, the
men nonetheless made comparisons with salaries of professional

staff officers, which were substantially higher. The men

vfrequeutly d1Sgruntled described themselves as overworked and

underpaid. yS@me professed to be doing the same work as the

Apparently,

for POA's, the professional staff officers served as the

reference group, not another'group of paraprofessionals whose -

duties and responsibilities were unclear. - None of the men

complained about the size of the salary when the offer was made.
i

Nonetheless, when the men requested a raise, the action director

inquired about the'availability of extrakfunds,;only to learn

‘that none were obtainable.

Management of T1me

With part-time POA's, some difficulties developed around
the number‘of hours;which‘they were expected to work. As one
of the men,pointed out in a group meeting, for him,oworking
fourteen hours per week.required oneifull day on the weekend,

This, in addition to full-time

cemployment,‘proved to be excessive for a number of POA's. As

. was usually eight to ten hours, androccas1ona11y twelve hours,

-72,7f-
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~contact between staff officer and part-time POA.

 phone quickly.

Some POA's-Were néever able;to puf in4fourteen hours per week
and wereyturning in twenty-five to thirty hours per month
However, for the few who- were able to put 1n enough time,
POCA was limlted to paylng them only up to fourteen hours
.per week&.l

‘In‘several cases where men were working very little, the
action direcfor called,them in to find out whatvthe problem
was. For two of them, added,reSponsibilities at their full-~
time place of employment had forced them to put in extra
timeipleaving little time for POCA. The,action director
helpe& them face the reality that they no.longer had time for
POCA, and both'regretfully resigned. Another man, a full—time
student, gave up another part-time job in order to remain with
POCA. If the men were working at least eight hours per week,
the action director did not press them for more time, because
he was of the opinion that fourteen hours was probably an
excessive amount of time for one who was otherwise employed.
The only pressure exerted was for ass1gned work not completed.
Recordlng

‘Another minor problem concerned ease of establishing

- Because

the men's schedules varled SO w1dely w1th respect to full-

t1me act1v1t1es each offlcer ‘had to make - hlS own arrange-—

ments with the POA. All were able to come 1nto~the office
to receive assignments; at t1mes, some of the men made
contact by telephone There were a few complaints from
offlcers experlenclng’difficulty in reaching POA's bp tele-

From time to time, the action director men-
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'tioned_the‘matter in meetings with the men, and it was usually

resolved.

The part-time men continued to dictate reports of subject

contacts through the telephone recording system used in POCA

Phase’I.

d1rector to ensure that record1ng,was completed.

This system seemed to work quite well, as there were
few complaints from staff officers. Of course, some reports
were made directly to the officer by word of mouth, and were
never recorded, but the action director continually urged the
men to record everything, even if the information had already
been transmitted. He pointed out the necessity for

thoroughness for research purposes, In the last six weeks of

R POCA, staff officers noticed a definite letdown on the part

of the part-time men. It came as no surprise to the project

staff that the men began to lose interest, because they were
aware that the part-time aspect of POCA was to be discontinued.
Full-time POA's alternated between using dictating equip-
ment and the telephone recording system, and even occasionally
wrote out records of contacts. There was considerably more
difficulty with the full-time men than the‘part—fime men in
keeping records up to date. The task was onerous, especially
after!theyvfell behind., Occasionally, it was necessary to
insist that they remain in the office until their. records were.
up~to-date, althoughkthere'was no question that they Were doing
the work, The difficulty seemed to lie in recording. An
”audlt" of POA case files was made regularly by the research
He usually

met weekly with each full-time POA using the man's travel

-29-




" was recorded as well.

.

record to indicate what should have been recorded in the files.
In the case of one full-time man, many Verbal‘reports were
’made to his officer teammate; meetings with the research
director established this if there were no written reports.

Both full-time and part-time POA's had difficulty record-
ing travel. It was necessary for the action director to give
a great deal of attention to this, not only so that the men
could be reimbursed but also so that a record would exist of
each man's work.

Full- tlme POA's needed a considerable amount of assistance
in learning to plan the day S work so that a551gned tasks would
be completed. Much of this responsibility was given’to the
probation officer team parthers, with the result that each man

adopted somewhat different procedures. In meetings with the

'POA's, the action director stressed that they were accountable

for their time. They were required to keep a detailed record
of their travel, including even a trip of a few blocks. Time
| It should be noted that complete
records were required of staff officers also. No more
restrictions were placed on POA's than on other staff members .
A further control on use of timé for all staff members lay in
the check-in system with the réeeptionist;
to leave word personally about srrival and departure from the
premises,:

| The matter of confidentiality Came'up when one POA asked /
to see his personnel file.  The request was denied because it

is contrary to office policy to show tnese files to any staff

4
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CHAPTER 11

METHODS OF DATA COLLECTION AND ANALYSIS

SCHEDULES FbR INTERVIEWS |

The data were collected through administration of ques-
tionnaires, intérviews, recording of group meetings, and con-
tact reports dictated by POA's immediately after every client
contact. POA reports provided information on place and date
of contact, persons present, major topics of discussion,
results, if any, from the discussion and necessity for
additional contacts. In addition, PCA's recorded time
required for interviews and traveling. Separate logs were
maintained by the action and research directors to record
significant events, problems, staff reaction, and changes
affecting POCA,

At the beginning of Phase II, schedules were distributed
to full-time POA's with instructions that one be completed

for each client contact. Because the schedules were either

not returned or not properly completed, a weekly conference

.

with each full-time POA was held.

SCHEDULE I

The Supervisory Task Schedule was developed to learn

what kinds of supervisory assignments were made to full-time
POA's, It requested information on the date and place of
contéct, the topic of discussion and persons interviewed.
Schedule I was completed for each full-time POA contact with
CIient interested party, or member of the research staff
‘at weekly conferences. o ‘> 2
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viewed. In addition, information on the POA efforts to

e

0

SCHEDULE II

The Investigative Task Schedule was used to learn the
nature of investigative assignments made to full-time POA's.
It'réquested information on date and place of contact,7

purpose of contact, topic of discussion and persons inter-

develop community or employment resources was collected; 
Schedule II was completed for each full-time POA contact
with defendant, “an interested party, or member of the re-

search staff at weékly conferences.

SCHEDULE III

The Assignment Schedule was developed to learn what L

kinds of tasks were assigned to part-time POA's, Data -

obtained were date and place of contact, persons interviewed, ‘

~operational criteria for assignment, effect of using para- L

professionals on professibnals' time, procedures (traditional
and;innovative)uused'by POA's to complete assignments,
client's reactions and POA's self-evaluation of performance.

Schedule IIIX was/gompleted quarterly by each part—time POA

i 2 4
for each client. ) , o b

SCHEDULE IV | | ‘ . | .

The Probation Officer AsSE%nment Schédule was administered P

to find out what tasks were assigned to part-time POA's and - k3

what tasks were retained by the officer. It requested
information~on date and place of’contact’and'perSons seen,
It'a1SO‘indicatéd criteria for assignment asfwell-as;effectyof

using paraprofessionals on professiOnéls' time, and POA self-

LR
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evaluation of.performance. Schedule IV was completed quarterly
by each ofificer for each assigned client.

SCHEDULE V =

The Evaluation and Performance Schedule was completed at I

the end of Phase II by all full-time POA's. They were ques-

1 joned about a random sample“of cl%ents with whom they had
contact during Phase II. POA's we%e asked for an assessment
of the cliént's problem, methods for pro&iding assistance,
nature of the client-POA relationship, quality of the client's
adjustmeﬁt and rating of own performance.

SCHEDULE VI

The Officefs'ﬁEvaluatiVe and Performance Schedule was

completed at the end of Phase II by staff officers who were
assigned a fuli—time POA. The officers provided the rationale
for assignments, én evaluation of the POA's perception of the
client's problems, his efforts to resolve the problems,

performance rating and appropriate comments.

SCHEDULE VII

The Demographic Schedule recorded sex, race, and age of

clients assigned, client's supervisory status, length of the
supervisory period, amount of time dn supervision, number of
prior convicfions, the current offense and number of arrests
since‘the'beginﬁihg of’supervision. The research staff was
particularly interested in learning if any patterns wére
apparent in client assignments. Séhedule VIIQwas conmpleted

at the end of Phase II by the research staff for all clients

interviewed by a POA.

-33-
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INTERVIEW DATA

1.

;bnMethod of Interv1ew1ng

Subjects:

groups: |

(a) Probation Officers ;'Nineteen otficers directlpx

“ involved 1n the superv1s1on of POA's were
1nterv1ewed |

(h) Probatlon Offlcer Ass1stants - Elght part- t1me
and four full- tlme POA S were 1nterv1ewed

(c) Cllents.- A sample of thirty-one cllents was

| 1nterv1ewed About half had been seen by full—k

time POA s and half seen by part- tlme POA's

(d) Superv1sors - The four supervisors 1nterv1ewed
were two 1nvolved in Phase I and two holdlng
this position on the probatlon offlce admlnlstra-
tive staff.

(e) Adm1n1stratorsi— Fburkadmlnlstrators were 1nter—
viewed: the Chlef and deputy chlef U.S,

Probatlon Officers from the Chlcago offlce and

the chlef and former chlef of the U S Probatlon

Serv1ce

i

Interv1ews were admlnlstered 1n

- the 1ast quarter of Phase II by an 1nterv1ewer not

'assoc1ated with POCA who was. h1red for thls purpose

alone
Interv1ew Schedules
(a) All the 1nterv1ews except that admlnlstered to.

: cllents ﬂovered the fOIIOW1ng areas:

NN

Interviews were adminis tered to the'following@

(b)

(o)

(1) H1story of involvement with POCA suggestlons,
and comments

(2) Comparisons between Phase I and Phase 1II.

- e

(3)' Attitudes towards POA's generally, and toward

specific sub-groups, e.g., full-time POAfs,

ex-offenders, 1nd1genous persons etc.
Changes of attitude were recorded whenever
possible.

(4) Recommendatiorns.

Both officers and POA's were questioned about the

'~ following areas:

(1)  Type of assignments.and rationale,
(2) kSupervision procedures used by officers, and
suggested to POA's with respect to clients,
 time involved, and frequency of contact.
(3)‘ Differences between officers and POA's in
mhackground, methods used, and relationships
;with clients.
(45 'Evaluation of performance and outcome.
(5) The attitudes of officer and POA and relation—
ship‘between them, |
(6)d‘Recommendations, e.g., improving procedures'for
norking,With clients,‘and'suggeStions for

“further research.

‘Officers~were also»askedjto recommend criteria for
hthe'future'selection of POA's; criteria for making
kassignments and,evaluatingdPQA’performance on

various tasks and With‘differentikinds of clients.
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]

(d);’C11ent 1nterv1ews focused prlmarlly on serV1ces

recelved from offlcer and POA. Cllents ‘were also
Haskedwabout‘thelmajor difference between the two
klnds of workers, L | |
4, AnalyS1s.of Data.’ In most 51tuatlons responses were merely

tabulated.' With regard to interviews, responses were

classified according to content areas, and tabulated.

When more complex analyses were done, these are described

in individual sections.

B
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“CHAPTERCIII

Ty

DEMOGRAPHIC CHARACTERISTICS OF POA'S AND CLIENTS

PROBATION OFFICER ASSISTANTS (POA'S)

Although during POCA Phase IX only elght part t1me POA's

were employed at any one‘tlme, there was a flfty percent turnover

within this group. Thus twelye part-time POA's were ultimately

employed in Phase II No employment change occurred with the

four full- t1me POA' . Data presented in th1s section are for//
. /
twelye part-time and four full-time POA's //

Sex

‘A1l sixteen POA's hired for Phase II were male. Women

were excluded from consideration for the poSition'because they

‘had not been hired for the initial phase. The action director

wanted only experienced POA's. Reasons for exclusion of women

from Phase I are discussed at length in POCA Phase I final

report.

Race

- All fullétimefPOA's were black. Eight part-time men were
black, and four were white.
Age

The mean age of part-time POA's was 41.2 yearS' for

fullftime POA's it was 36.8 years. The modal category for"k

- both groups was 41-45 years‘ POA's were, on the average, older

than subJects under superv1s1on. No dlfferences were~apparent

for. the rest of the categorles

| fBTJ‘




TABLE I

AGE. OF FULL-TIME AND PART-TIME POA'S

Probation Officer Assistants

| Full-Time Part-Time

Age ‘ No. _ Pct. No. Pct.
26-30 | | 1 25,0 1 8.3

31-35 7 | 1 25.0 2 16.7

36-40 L B e 2 16.7

- 41-45 R 2 50.0 5  41.7

46-50 o - - = 1 8.3

51-55 L - - - 1 8.3
Total , 4 .100.0% 12  100.0%

Prior Conviction

' 8ix part-time POA's (50%) had been conv1cted of a felony
Only one full-time POA WdS an ex—offehder. |

Former Superv1sory Status‘

Of the twelve POA's, seven were former offenders. One, a

full-time man, had been under parole supervision by the U.S.

Probation Office in Chicago. Fbur of‘the part-time, ex-offender

POA's ‘had been on parole to another agency.~

-»
&

The other two men

‘had been probatloners

Level of Formal Education

pleted less than two years of
f“requlrements for a bachelor s

ninth,grade,educatlon.

Three of four full- time POA E had successfully completed |
one or two years of college. Slx part tlme POA's had com—‘
college, and one had~met all o
degree;‘kﬁo'POAlnadwless than a

~38-

TABLE 2

YEARS OF EDUCATION ATTAINED BY FULL—TIME AND PART—TIME POA's

Probation Offlcer Assistants

g e w Full-Time

Part-Time
fd ‘Years of Education No. Pct. No. Pct.
o 9-10 years | - - - 2 16.7

©11-12 years 1 25.70 3 25.0
: . ! i/ -
1-2 years of college -3 4/f5.0 6 50.0
3-4 years of college - - - 1 8.3
Total 4 100.0% 12 100.0%

.Mp

Marital Status’

g e e,
L N L

Three full—time POA's were married and one was divorced.

,\Eleven part t1me POA's were marrled and one was divorced.

gt

Occupatlonal ExperJence

~Former employment held by two full-time and four part—time

POA's was included in the category,k"Services"°lthe'other two
full-t1me POA's ‘had been employed in the "Business- Clerlcal"
area.:- Prior to employment in POCA most POA s d1d not have-

c’any,occupatlonal exper;enceﬂln help1ngpprofess1ons or related

fields.

=
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TABLE 3

"
A

PRIOR OCCUPATIONAL EXPERIENCE OF FULL—TIME AND PART-TIME POA'S

FProbatlon Officer A551stants
Full Time

Occupational Fields No. Pct. ‘No." Pct.

Business-Clerical 2 50.0 2 16.7

Skilled Labor - - - 2  16.7

Manual Labor . i T 3 25,0

Services 2 50.0 4 33.3

Unknown : - ER 1 8.3
Total _ 4

1060.0% . 12 100.0%
CLIENTS | |

During‘POCA Phase II, POA's had at least one contact for
supervisory or in&estigative pufposes with:400~clients.“0f"
that number, 230 clients were seen by full time POA'S and 170'
'; cllents were seen by part- t1me ‘POA's L ' |
§g§

Of the 230 cllents ass1gned to full-time POA'S 97. 8%
(225 Ss) were male and 2.2% (5° Ss) were female. Slmllarly,C

of 170 c11ents ‘seen by part t1me POA' 95.3% were maie

‘~(162 Ss) and 4 7% ‘were female (8 Ss)

- =40-

, Full-Time Part-Time
Sex | No. Pct. ~ No. Pect. %
. Male | | 225  97.8 162 95.3 |
Female | . ‘ 5 2.2 8 4,7 il
i
. g |
e ~ Total 230 100.0% 170 100.0% §
| | K | |
Race s R ‘ R , ; ) : w

S Full-Time Part-Time
Race | No. Pct. No. Pet..
Caucasian . 50 21.8 81 47.6
Negro = : 175 76.0 78  45.9
Indian = EREE - - 0.0 1 .6
Other =~ . [ 5 2.2 ‘ 10 5.9
| e . Total 230 100.0% 170 100.0%

~41-
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TABLE 4

SEX OF CLIENTS SEEN BY FULL-TIME AND PART-TIME POA'S

Probaﬁion Officer Assisfants

Of clients seen by full-time POA's, 76% were black and |

21.8% were white.

Of clients seen by part-time POA's, 45.9%

were black and 47.6% were white. The rest were of American

Indian and oriental extraction.

' TABLE 5

RACE OF CLIENTo SEEN BY FULL-TIME AND PART-TIME POA'S

. Probatlon Offlcer Ass1stamts




, ‘ i , Superv1sion Status

Age | | - o 0 0 clients seen by full-time POA's, 53.5% (123 Ss) were
The age category, 20-29 years, was modal for both groups; ; E? on probation. A slightly larger proportion of clients

it contalned 62.1% of clients (143 Ss) assigned to full-time ‘g (61.8% or 105 Ss) seen{b& part-time POA's were on probation,

POA's and 49 4% of c11ents (84 Ss) assigned to part- time : :é Clients on parole were 25.7% (59 8s) of the full—tihe POA's

"POA's The age category, '30-39 years, was next highest with | -@1 group, and 26,5% (45 Ss) of the part-fime POA's'grOup. Full-

19.6% of clients (45 Ss) seen by full-time POA's and 26.5%  ? time POA’'s were assigned proportionately twice as many

of clients (45 Ss) seen by part-time POA's. Ranking third f' clients on mandatory release (14.7% or 34 Ss) as part-time

was the age category, 40-49 years, with 7% of clients (16 Ss) ‘ !fh | POA's (7.6% or 13 Ss). The other categories included 6%

seen by full-time POA's and 12, 4% of clients (21 Ss) seen by (14 §s) of clients assigned to full-time POA's and 4.1% (7 Ss)

part-time POA's. The other age categories included 11.3% of clients assigned to part-time POA's

1% of clients (26 Ss) assigned to full-time POA's and 11.7%
o of clients (20 Ss) assigned to part-time POA's. - TABLE 7
TABLE 6 B | 1 SUPERVISION STATUS OF CLIENTS SEEN BY

i FULL-TIME AND PART-TIME POA'S

AGE OF CLIENTS SEEN BY FULL-TIME AND PART-TIME POA's
Probation Officer,Assistants

Probation Officer Assistants Full-Time Part-Ti
ime i ‘ —_— =art-_ime
ahEnn Full-Time Part-Time L Supervision Status No. Pct. No Pct
Sy Age Group . No. Pct. ‘ No. Pct. % p ) ; ) . n
—_— . robation 123 53.5 105  61.8
Under 20 B ; 2 0.9 2 1.2 b Parole 59 25.7 45 965
: N . ) R S . 5 .
20-29 o 143 62.1 84  49.4 2 Mandatory Release 34 14.7 13 7.6
30-39 , 45 19.6 ‘ 45  26.5 g Deferred Prosecution - 5 2.2 2 1'2
40-49 : , - 16 7.0 21 12.4 1 M111tary , ‘ : _— 0.0
50-59 | 12 5.2 9 5.3 | S 1 ‘6,
Over 60 | _ - 0.0 3 1.7 (Unknown | .9 3.8 4 2.3
Unknown o -1z 5.2 | 6 3.5 Total ° 230 100.0% 170 100.0%
Total 230 100.0% 170 100.0%
: | e ,
-t
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. Length of Supervision

Given a superviSion‘pe;iod of one year or less were 15.2%

of clients (35 Ss) assigned to full-time POA's and 12.4% of
clients (Zi‘Ss) ‘seen by part-time POA's. Clients to be
supervised for three years were 34.3% (79 Ss) of those seen

by full-time POA's and 25,9% (44Ss) of those assigned to part-
’time POA's. Further, 17.4% (40 Ss) of cllents assigned to
full-time POA's and 21.2% (36 Ss) seen by part-time POA's haqﬂ

been given five year periods of supervision., Other categories

included-33.7% (76 Ss) of full-time POA's cases and 40.5%

(69 Ss) of part-time POA's assignments.
TABLE 8

LENGTH OF SUPERVISION FOR CLIENTS SEEN BY
FULL-TIME AND PART-TIME POA'S

Probation Officer Assistants

% Full-Time Part-Time

Length of Supervision - No. Pct. H No.ﬁ»_Pct.
1 year or less 35 15.2 21 i2.4
2 years 745 19.6 . 33 19.4
3 years e 79  34.3 = 44  25.9
4 years - ' 15 6.5 18 10.6
5 years : 40 17.4 | 36 21;2,
Over 5 years | 11 4.8 g 15 8.8
Unknown v ‘ 5 2.2 3 1.7

Total = 230 100.0% 170 100.0%

T .
:5:‘
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Amount of Supervision Completed When Assigned to POA

Clients were assigned to POA's for services at any point

during their period of supervision which the probation officer

found appropriate} There were no guidelines in this matter.
Clients under supervision for Six months or less were 10.3%
(24 8s) of those assigned to full-time POA's and 12.4% (21 Ss)
of those seen by part-time POA's, Between the seventh and
twelfth month of supervision were 33.5% (77 Ss) of full-éime
POA's clients and 19% (32 §e) of part-time POA's clients.

Clients assigned to POA's in their second year of supervision

' represented'the largest category for either group of POA's

40% (92 S8s) of full-time POA's clients, and 34.1% (58 Ss) of
part-time POA's clients. If one essumed that a working
relationship had been eefablished between client and officer,
and measures taken to preserve it, it is surprising that
clients in their second year of supervision’would be
assigned to a P6A. One might speculate that these clients
required a minimum of supervision, or were assigned for one
information-seeking contact by a POA. Another possibility
was that the officer thought the POA had more time to handle
an existing probiem, than he did, By assigning a POA to

contact the client, probaticn office services were made more

extensive,

Seven percent of full-time POA's clients (16 Ss) and

- 21% (36 Ss) of part-time POA's clients were in the third
. - - ’ ~ ‘

year of'supervision. The other twerategories included 9.2% ;

(21 Ss) of full-time POA's clients and 13,5% (23 Ss) of those

~45-
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seen by part-time POA's. These categories included "hard core"

recidivists who the~officers probably thought were difficult

to supervise. it might be that these a551gnments were made to

secure information about client act1v1t1es, a form of un-

official surveillance.

TABLE 9

AMOUNT OF SUPERVISION COMPLETED BY CLIENTS
WHEN ASSIGNED TO FULL-TIME AND PART-TIME POA'S

Probation Officer Assistants

B et S

EE&}-T%EE Part-Time
Amount of Supervision Completed No. Pct. ‘No. Pct.
Six months or less 24 10.3 21 12.4
7-12 months 77 33.5 32 19.0
13-24 months 92 40.0 ‘ 58 34.1
25.-36 months : 16 7.0 36 2i.0
Over 36 months ‘ 16 7.0 s 20 11.8
Unknown 5 2.2 3 1.7

Total 230  100.0% 170 100.0%

A small percentage of full-time POA'S clients (2.2%, 5 Ss)

and part-time POA's clients (6.5%, 11 Ss) had been conv1cted of

"white collar crlmes i.e., embezzlement and income-tax violation.

Cllents conv1cted of fraud or mail theft were 23% (53 Se) of

full-time POA's group and 15. 5% (26 Ss) of those seen by part-

time POA's. Cllents convicted of assault or homicide were

a551gned to full-= t1me and part- ~time POA's in- proportlonately

equal groups. Cllents convicted of theft from an ‘interstate

-46- -

-shipment were 31.7% (54 Ss) of those seen by part-time POA's

and 27.4% (63 Ss) of those assigned to full-time POA's. This
Category was“modal for both groups of POA's. Convicted of
interstate auto theft were 16.1% (37 Ss) full-time POA's
clients and 10,6% (18 8s) of part-time POA's clieﬁts.
Convicted of violation of narcotic statutes were 13.9% (32 Ss)
of full-time POA's clients and 15.5% (26 S8s) of assignmeﬁts
made to part-time POA's, The other categories included 14.8%
(834 Ss) of the full-time POA's clients and 17.9% (31 Ss) of

part-time POA's clients.

TABLE 10

CURRENT OFFENSE OF CLIENTS ASSIGNED

TO FULL-TIME AND PART-TIME POA'S
Probation Officer Assistants
Full-Time Part-Time
Current Offense No. Pct. No. Pct.
Interstate Transportation
of Stolen Property 63 27.4 54 31.7
Mail Theft/Fraud 53 23.0 26 15.5
Auto Theft 37 16.1 18 '10.6
Narcotics/Marijuana 32 13.9 26  15.5
Robbery | 16 7.0 12 6.8
Burglary/Counterfeiting 10 4.3 3 1.7A
Assault/Homicide 6 2.6 4 2.3
Selective Service Laws 6 2.6 10 5.9
- Embezzlement: ' 5 2.2 8 4.7
Immigration Laws 2 0.9 4 2.3
‘Income Tax Violation - - 3 1.8
Sex Ofienses - - 2 1.2
Total 230  100.0% 170  100.0%
-47- v
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New Arrests While Under Superv151on‘

Nearly three-quarters of cllents (17

0 Ss) assigned:to ‘

POA’
full time POA'" and\two-thlrds of those seen by part ~time

(119 Ss) had no sub@equent arrests.

Hav1ng one subsequent

arrest were 11.8% (27\Ss) of full- time POA's cllents, and

'y
16.7% (30 Ss) of part-ime POA's clients.

The other

categories included 14.3% (33 Ss) of full-tlme POA‘s cllents

and 17.2% (31 Ss) of full-time POA's

frof clients assigned to part-time POA's

TABLE 11

clients and 17.2% (31 §s)‘

: | ; o -
NEW ARRESTS FOR CLIENTS SEEN BY FULL-TIME AND PART-TIME POA S

“Probation Officer AsS1stants

“Full Time

New Arrest While R ‘No. Pect.
Under Superv151on‘ . B
None ‘ 170  73.9
1 Arrest ‘ ‘ o 27 11.8
2 Arrests o N | 1 4.8
3 Arrests BT co7. 3.0
4 Arrests ‘ el L 6 2f§'
5 Arrests or: Over : ’ - —
. v O .
Unknown - ‘9 - 3.9
Total =~ . 230 100.0%
. T=48-

Part- Time

Phase II,

'twenty cllents

‘3'1nvest1gat1ve ass1gnments than d1d probat1on off1cers

I

No. Pct.
119 66,1
30 16.7

17 9.3

3 1.7

1 0.6
1 0.6,
9 5.0
170 100.0%

/R

CHAPTER IV
TIME UTILIZATION BY ofFICERS AND FULL-TIME POA'S
A}week—long tine utilization study was conducted infthe
probationkoffice among‘officers and full-time POA's to learn
if any differencegenisted ln the time-uSed'to,complete’certain

‘tasks. Each person recorded daily the‘number of minutes

consumed by tasks in the following categories:

1. Dictation

2. Interviewing

w

Conferences

4. Administrative Functions

o

Appearance in Court
6. Telephone Calls

7. Travel and Miscellaneous

In each area dlfferences were. found between the two groups.

‘Slnce the study was completed by POA's in the ninth month of

it seemed»llkely that POA's would be operating with
some Qegree‘of'proficiency in their‘role. 'Thegfull—time,POA‘s-
were assigned‘between.fifteen and twenty clients, Whereas
probation officers had,caseloads of eighty’to one hundred
Moreover

" In the

htlme ut1llzat1on study, off1cers accounted for thlrty elght of

fO)ty hours in the work week but the full tlme POA's accounted

for only twenty—flve hours of the forty hour work week The

'numbers 1ndthe tables refer to percentages of reported,tlme,

o

POA's handled fewer“and-leSSVCOmplex,

N

L
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not percentages of the forty hour work week. Itlis a percent'

of total m1nutes reported by n1neteen offlcers and four full—

\\‘
VG

time POA'
pictation
Written records of client contacts are used to note

progress or change over time, and also for worker acCount-

ab111ty Officers‘used'19.4% of their t1me for dlctatlng

reports and correspondence. Th1s was evenly divided between’”‘

1nvest1gat1ve and superv1sory tasks. POA's used 16.2%.of
thelr time for dictating material relative to superv1sory
tasks, and 1.2 for dictation about 1nvest1gat1ve tasks, for
a total of 17. 4% The greater amount of tlme uSed by POA's

for dlctatlon on superv151on tasks may reflect insufficient,
tra1n1ng and/or verbal skills. Dur1ng Phase II most POA s
perlenced difficulty with organlzatlon of mater1a1

‘grammar-and written expreSS1on of thoughts.

TABLE 12

= PERCENT OF TOTAL MINUTEb REPORTED BY
" OFFICERS AND FULL—TIME:POA'S FOR DICTATION IN ONE WEEK

% of Total M1nutes Reported

' Probatlon
~ S Probation Officer:
Task: “Dictation officers Assistants
‘t'ﬁuperviSOry Tasksf 9.7% ‘ 7'16;2% :
 Investigative Tasks i 9.7% . . 1.2%
. B © Total  19.4% CT17.4%

Interviewing

RTheutotal amount‘Ofutime‘usedfby”each group for intervieW—
ing wasgsimilar; 30.7%‘for officers'and 28.8% for POA's. 'The
amount offtimebused by each»group“for interviewing in’superQ-
Visoryjand investigative tasks was not propOrtionately‘equal
prohably'because POA's had very few investigative'aSSignments

«\‘ ‘ ’ .
TABLE 13

PERCENT OF TOTAL MINUTES REPORTED BY A
kOFFICERS AND FULL—TIME POA'S FOR INTERVIEWING IN ONE WEEKV

Probati Probation
T : ' . ion Officer
Fask Intery1ew1ng . Officers Assistants
Supervisory Tasks : 16.9% | 20 6%
. » e G /O
Investigative Tasks 13.8% 8.2%
» . . - . (o]
Total . 30.7% - 28.8%

Conferences

Th1s category 1nc1uded conferences with U.S. Attorney
b

wi
th superv1sor,and with service agencies. There was a

,magor»dffference between groups in this category; POA‘s

used 12.8% of their time in conferences, but for officers

i , ‘ o ,
was only 3%. For POA' , supervisory'conference time was

; used t
o) assess level of performance and progress on ass1gn

ments. Of special 1nterest were POA's 1nterv1ew1ng

kechnlquesykskrll in obtalnlng~1nf0rmatlon, and ab111ty to

vprepare reports ~1etters ete, Superv1sors paid partlcular

>attent10n to 1anguage sk111s and express1on of 1deas

¥
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. TABLE 14
: PERCENT OF TOTAL MINUTES REPORTED
- BY OFFICERS AND.

SR ~ Probatlon
‘ : Probation  ~ Officer _
Task: ‘Conferences officers - Assistants
‘Supervisory Tasks 3.0 . 12.8%
Investigative Tasks 2.3% 4%
Total - 5.3% - 0 13.2%

Admlnlstratlvo Funct1ons

Admlnlstratlve functlons 1ncluded‘the'following:

‘1. ‘ReV1ew dellnquent llst and monthly reports,"
2. iReView,oorrespondence; - | -

3, Plan appointments;- |

4. Review files;

\5. ‘Proofread.Cerespondence;'

6. Mlscellaneous | ‘

POAﬂs'used 13. 1% of the1r t1me for admlnlstratlve

functionsvrelatlng to~superv1sory tasks ,offlcers used only
"TABLE'15

PERCENT OF TOTAL MINUTES REPORTED
 BY OFFICERS. ‘AND FULL—TIME POA'S _
FOR ADMINISTRATIVE FUNCTIONS IN ONE WEEK

['Probatlon

. . . A:ﬁ" o ' Probation=' - Officer ,
Task: Administrative . - ‘Officers . - Assistants
| ~ Functions 2 Ry ORI .
'~iSuperv1sory Tasks S ”[5,0% : lS.l%i,ﬁ”“L"l‘
Investlgatlve Tasks‘*f~‘ 6.9% i s 'EJOﬂS%'
' Total v.ll;Q% oy v'p‘ﬁ'i3.6%-

o -52-

FULL-TIME POA'S FOR CONFERENCES IN ONE WEEK S

T
Qe

5% of their time in a similar manner. The difference may be

Jthat POA's needed a greater amOunt of time to read and‘

gcomprehend the 1nformat10n in a report | Whenewer grammatical

r'or read1ng SklllS were involved, POA's requ1red a greater

;amount of:tlme than‘offlcers to complete ancass1gnment '
» 11 . EIN

probably becauSe-they,had’less formal education.

vappearance in Court

It d1d not seem that attendance at a court hearlng was

t1me consumlng for e1ther group

TABLE 16

‘PERCENT OF TOTAL MINUTES REPORTED BY
OFFICERS AND FULL-TIME POA'S
~ FOR COURT APPEARANCES IN ONE WEEK

e | ’Probat' Probation-‘
. . . o . ; 10 i
/’Task. Gourt Appearances SRS -Officersn ’ "g£§;§:§nts
" Supervisory Tasks | .2% - ‘
Investigative Tasks 1.0% | o 4. 4%
: ) . ‘ .. ‘ ) . (]
Total o 1.2% o 4.4%

‘Telephone“Calls

The amount of t1me used for telephone calls was s1m11ar :

f
or the two groups, 8. 3% of offlcers' work and 11, 6% of

C oA
N OA's work on superv1sory tasks. For each group, most

alls were made 1n response to messages 1eft by cl1ents’

\(

_requestlng appolntments or serv1ce

753=v




ABLE 17

PERCENT OF TOTAL MINUTES REPORTED BY
' OFFICERS AND FULL-TIME POA SEEK'
v FOR TELEPHONE CONTACTS IN ONE W z

' | Probétionm'
' Probation Offioir_ts_
k rele ont ' “Assistan
mask: Telephone Contacts .Offioers  A istants
T | 3% o 11.6%
Supervisory Tasks 853% | o Lo
Investigative Tasks 1.1% o |
s . Total 9.4%  11.6%

Travel and Miscellaneous -

In addltlon to recordlng t1me used for o?WVellng for

or
1nvest1gat1ve or superv1sory tasks, the last categ y

of
included time used for pub11c re1at1ons, complet1on

| ons.
miscellaneous forms, and 1ntra—off1ce communicati

| Time spent on tasks in these areas was 14.5% for offlcers

and 10.9% foriPOA's.

'K

Vem,

CHAPTER \'A

ANALYSES OF TASK ASSIGNMENTS

ANALYSIS OF SUPERVISION TASK ASSIGNMENTS

‘ Béfore lookingvat'an analysis of various tasks completed
by full-time and part-time POA's, it»isbimportant to recall

that the former group worked fortj hours per week and were

~aSS1gned between flfteen and thlrty clients. ~Part—t1me

FPOA's were pald an hourly rate with a max1mum of fourteen

hours per week

Type of Assignment

TABLE 18

TYPE OF ASSIGNMENTS MADE TO FULL-TIME AND PART-TIME POA'S

Probatlon Offlcer Ass1stants’

*Full-Time Part-Time

‘Type of Ass1gnment ' ~ No. Pet. _No. _ Pet,

Supervision 1,178 ''88.9 1,024 96.5
Investlgat1on'v . | ©.115. 8,7 O 37 3.5
Resource Development 32 2.4 s 0.0

Total ~ 1,325 100,0% = 1,061 100.0%

1'AsSignmehtsfoompletedbe,full-time POA's were as follows:

88.9% supervision,,S 7% investigation, and 2.4% for deveiop-'
‘ment of an employment or communlty resource - Of the ass1gnments

‘completed by part tlme POA's 96 5% were for superv1s1on, and the

"\,
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rest were for investigation. No assignments were made to

i part-time POA's for development of‘community or employment

resources. &
_ i ‘ N . -3 prior to having a sionifi N ' ‘ N, }
A discrepancy eglsts_between the totalhnumber of persons | ] o g s1gn1flcant number of client contacts\§80
; : ’ 8 . } : LA
interviewed and place of contact. Similarly the totals are ) ‘ it is not possible to assess the results of this : '
: | ' i ' - this practice, y

S made 15.1% of client cdntacts in

not alike for the pérsons interviewed and topic of the
' ‘ locations other than the home

discussions. »The d%screpancies are accounted for bY‘the , £i : ' P o
igure ‘ : lient
g was 16.1% of client contacts, Part-time POA's : d
use ¢

fact that when a POA visited a client he’may have spoken with
- =~ agr , . '
8reater variety of recrzational oy community faeil

S FES

several persons and discussed a variety of topics.  None of ]
a ; : o for client i _ ities

the part-time men worked the maximum number of hours on a’ , ' interviews put full-tij '
! , A l-time POA's tended to use an

' ' .existi ; . ' :
regular basis. One man completed only a few assignments, isting social Service agency.

Y

because of conflict with his full-time employment.

The followihg discussion compares place of contact, TABLE 19

LOCATION OF SUPERVIS ION CONTACTS WITH CLiENTS
REPORTED BY FULL-TIME AND PART-TIME POA'S

persons;interviewed, and topic of discussion between fuli-

55éékf;f134f¥axifké;;

time and part-time POA's, N : | ny
/} BN <! Probat |
: : v , . / b ) Tobation Officer Assj
Location of Contact with Client ﬁ' f ! B Full-Tine - _ iStants
° s . \[Q\ //" ’ Locatloﬁ of Contacts _-——_—ﬁe‘ _Piliillls
During the year long Phase II, full-time POA's had a e L Home - ' No.  Pet. No.  Pet
' l ~ / ‘ . ‘ S 1 Home . ) . .
total of 1,208 client contacts in comparison to 1,024 = = 5 Communi ty : ‘ o.s 454 37.6 634 61.9
: ’ : ) ; ; : o ' . 192 1 ' ’
contacts for the part-time POA's. For full-time POA's, [ - Office 3.1 - 165 16.1
| R R a Telephone 325 26.9 | 17 1.7
37.6% of the contacts occurred at clients' homes, and for 18 ~ s 237 20.4 , )
3 ) % » E . - g ,. . v \;: Other "\_{. : Ll\‘“ ‘ . 207 20 . 2
part-time POA's the proportion was 61.9% of all contacts. <\‘ \ @ L - 1 0.1
, _ E , : ’ N 1 ‘ .
The difference may be attributed to the fact that part-time S Total 1,208 10
: R : - ) 0.0% 1,024
POA's, because of other responsibilities, such as full-time" S ,100 0%
Sl o R - S : lnce part-time Poa’
~employment, found it necessary to visit clients in the ofFi o S did noEﬂhaVe access to the Probation
: | o o | | ,. : ‘ | ce after hormal business hours . it i ‘ ) \
evening or on weekends when most people are at home. . One only 1:7 . ’ 1S not Surprising that
o Ly N | R | » °Ply 1.7% of client intervi ‘ . |
part-time POA began to“have clients come to his home for = iy time PoA" HIerViews were held in the .office. Fu11-
R B R o o s ~ 'S, however, conducted 26.9% of all .c1j R
interviews. Unfortunately, he withdrew from the program e e S e a “011¢nt,1nterviews
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"in the office. - As number of'assignments‘increased for full-
i ,

time POA's, the number of office 1nterviews also increased.

As tne full- -time POA's received more assignments, there were

greater demands on their time with a corresponding increase

in paper work After they became familiar with office

out of necess1ty they 1mplemented shortcuts.

routine,

The fourth major location of contact was the telephone.

lient interv1ews 1n this

20.2% of contacts made by part-time POA' \
)

Full-time POA's completed 20.4% of c

24

way, Similarly,

were by telephone.. However, most telephone contacts by

full-time POA's were made from the probation office,

because of part—time POA's schedules, most telephone

to clients were made from their homes.

Person Interv1ewed

Most probation officers‘find that because of increasing

'caseloads and 1nvest1gative assignments, they do not have
enough time to spend W1th persons under superv151on. Oone

'goal of POCA was to study whether using paraprofess1onals

would to some degree, allev1ate the 51tuation.

During Phase 11 POA'S made a’ total of 2,458 contacts

w1th persons under - superv1s1on or 1nterested parties._

total 21,238 contacts were made by full-time POA s and 1; 220

contacts by part—tlme POA's. Instances of "no contact" that

is~ when the worker failed for ‘some reason to have contact

w1th anyone on a given a551gnment “are 1nc1uded in the total

number of "contacts" This Was done because the worker made

G g .

Of that

i

‘attempts at contacts in all instances of "no contact"

TABLE 20

PERSONS INTERVIEWED BY FULL-TIME AND PAET-TIME POA'S

Probation Officer Assistants

) ; Full-Time ~Ti
Person Interviewed No. Pct | iart e
‘ » » L] . o. pct'
Cllent ‘ 644 52.0 - 539 44.2
Family Member 246 19.9 31 '
Police/Court Clerks 83 6.7 4? e
; ' ST ‘ 3.
Service Agency Employee 54 4.4 45 3 ;
Associates/Neighbors 45 356 93 .
haso | .6 . 7.6
ther | 54 4.4 16 1.3
No Contact Made 3 o 112 9.0 167 .
’ 9, | 13.7
Total = 1,238 100.0% 1,220 100.0%

As' | | | .
expected for each group, the greatest number of contacts
were with clients themselves (52% for fullltime‘bbA's and 44.2%

for i S o s
: ~part-time POA's.) As previously stated, time and location of

kcontacts varied between groups of POA's. Part-time POA's held

most i rvi B ¥ ’ i :
: »nte1v1ews in thewevenlng or on weekends. Because most

contactS’by part-time POA's took‘place in clients' homes, it is
’ ‘ . 1

"-‘not R ; ' ‘
surprising that they made a proportionately higher number of

contacts with members of the client's family.

Part-tlme and full- time POA's respectively completed 26.1%

‘and 19 9% of contacts w1th client famlly members (wife
H

G

ar :
‘parents, 51blings,,o£fspr1ng, etc.).. In some instances, if
i H

A

 POA's did not find e1i
*“'§‘9?d not’find clients at home, they obtained needed

B S | © -59-




information from family members. Not only did family members

have direct contact with the POA, but rapport was established

facilitating discussion of potential problems oOr requests for

particular gservices. If one tabulates the part-time and

full-time men's contacts with client and .immediate family,

the total accounts for 71.9% and 70.3% of contacts by full-

time and part-time POA's respectively. 1t was found that

only 4.4% of persons interviewed by full-time POA's and 3.7%

of those by part-time POA's were employees of other service

agencies.

Even though POA's were encouraged to prearrange all

interviews, 13.7% of visits made by part-time POA's and 7%
It was

of full-time POA's visits resulted in no contact.

noted that POA's would persevere in their efforts to contact

clients to the extent of repeated visits virtually establish-

ing surveillance.

One of the issues raised prior to the study was the

danger of using POA's as clerks or rerrand boys," especially

assignments for securing arrest reports or court disposi-

tions. gowever, of tasks assigned to full-time POA's, only
6.7% were for obtaining reports or dispositions. Part—time

POA's had less than 3.4% of assignments in this category.

A few other contacts were made by both groups with police,

court clerks, associates and neighbors.

Topic Discussion

The topics discussed in each interview were grouped in-

to seven mutually exclusive categories: Routine Information,

-60-

Services, Technical Violations, Arrests and Dispositions
b
Verifi i iti
ication, Conditions of Supervision and Potential Problem.*

Th i
e category labeled "Routine Information'" contained the highest

number of interviews completed by each group: 26.4% for full

time POA's and 33.7% for part-time POA's. The men were
usually instiructed to contact the client, get acquainted and

le . C s
arn about his activities. Officers made such assignments
to le j

arn if changes or problems had occurred since the last
contact. i

act If problems existed, the information was given to

the officer for initiation of remedial action

TABLE 21
TO S
PIC OF DISCUSSION REPORTED BY FULL-TIME AND PART-TIME POA'S

Probation Officer Assistants

. Full-Time i
Topic of Discussion No Pct e
. . No. Pct
Routine Information '
435 26.4
Services . i i
° ; . 409 24.8 275 17.7
echnical Violations 346 21.0 '
o - . 30
Arrests and Dispositions 178 10.8 i i
Verification 154 9.3 - .
fic . 2
‘Condltlons of Supervision 87 5.3 . iy
Potential Problems 39 2.4 e i
. 28 1.8
Total 1,648 100.0% 1,554 100.0%

The se 51 w A\
cond asblgnment category as the request for Services
’

such as v i y
employment, ocational training, financial aid therap
L]

C n’ 1 a ) (]

is the one tabulated.
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completed by full-time POA's and 17.7% of part-time POA's

interviews., Since service agency employees were only 4.4% of

persons interviewed by full-time pOA's and 3.7% for part-time

POA's, it appears that after determining client need for

services, POA's either made a written referral or forwarded

the request to the officer.

Because their contacts were more frequent, POA's were

more likely to learn of client needs or problems. In the

case of employment problems, some clients were unaware that

placement services were available in the probation office.

Probably aé a result of increased contact, problems were more

quickly discovered, and information provided about various

services.

The so-called saturation effect answers another question

posed by the research design: How does use of POA's affect

an officer's time? It was learned that using POA's did not

save the officers any time and might even have made additional

derands on their time. After learning that a client was in

need of a service, POA's provided general information about

available resources, with a suggestion that the officer be

contacted. It was the officer's responsibility to contact

the appropriate agency, make the referral, and establiSh a

means of feedback.

Since most service agencies are closed when part-time
POA's were seeing clients, one might expect them to make fewer

' The part-time men would

service referrals than full-time PCA's.

-62~-

e o

seenmingly have no choice but to forward the request to the
officer. However, some full-time POA's handled such requests
directiliy.

Full-time POA's were given two kinds of tasks in 51.2%
of their assignments: gathering general information or
securing service for clients. Although part-time POA's were
assigned slightly more tasks gathering routine information,
and slightly fewer tasks providing services, the total Was
very similar (51.4%).

The third category, Technical Violation of conditions of

faeaaladad 2, L

supervision included assignments wherein' POA's checked on
clients failing to submit monthly reports, failing to keep

appointments or inform officers of change in residency, etc
s .

B e " T

Specifically, POA's were asked to locate clients, determine
the cause for laxity, and issue a warning about consequences
of further laxity.

Several POA's compared this kind of assignment to police
surveillance, since they were required to interview neighbors,
associates, relatives, and others in an effort to locate a
¢lient. On some occasions POA's sat in parked cars in front
of a clieat's residence for several hours awaiting his return

s

establishing a kind of surveillance. This category included

21% of full-time POA's assigned tasks and 19.8% of those given
to part-time POA's., Each group acknowledged this category as
a necessary aspect of the job, but expressed a desire for
assignments providing greater personal satisfaction.

Only a slight difference was noted between the two groups

of ' . R
) P?A s with regard to acquisition of Arrest reports or
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Dispositional information, For full-time POA's 10.8% of their

assignmente were in this category, and for part-time POA's the

figure was 9.1%. Although the fear had been expressed earlier

that POA's might be used as clerks or errand boys, this was

not borne out., The data indicate that a low percentage of

assignments occurred within this category. In addition to

securing reports, on occasion POA's helped a client obtain

legal counsel, or helped arrange bail for a client,.

Tasks assigned to POA's for purposes of Verification

required a personal visit to verify place of residence, death,

employment, etc. The main purpose was to confirm information

provided by the client himself or some other person. This

category included 14.7% of part-time POA's assignments and

9.3% of those made to full-time POA's,

Matters pertaining to Conditions of Supervision comprised

the sixth category of assignments made to POA's., Among these

were fulfilling special conditions of supervision, making

restitution payments, and obtaining travel permission., After
gett}ng the pertinent information, POA's reported to officers
giving an evaluation of the client's situation. This category
included 5.3% of full-time POA's assignments and 3.2% of those
made to part-time POA's,
During Phase II, several POA's both full and part-time,

expressed the belief that they were capable of counseling
clients around family—marital problems or emotional disorders,

and were indeed doing so. However, the data indicated that

fullftime POA's received only 2.4% of this type of assignment,

~64-

and for ~ti i w 9 -
part time POA'S, the flgure as 1.8 (K Nonetheless con
curr y i i | ’
entl with completlng other kinds of assignments POA's
b

probably observed " .
: many "Potential Problems", for which they

offered help, or referred to officers

ANALYSIS OF INVESTIGATION TASK ASSIGNMENTS

Only 8% of tasks assigned to full~time POA's and 3.5% of
those given to part-time POA's were investigative in nature,
However, two full-time POA's accounted for 62% of the investi-
gations, and six men handled those given part-time POA's
More diversified assignments were given to the full~time men,

who i i
worked on all kinds of investigation reports, and dis-~

One would expect that during the first quarter of Phase
II, only assignments of a routine, non-sophisticated nature
would be made and that, as PoA'g displayed a degree of com—
petency, more difficult tasks would be assigned. However no

; ’
progression of assignments was evident from analysis of the
data; in fact, tasks requiring sophisticated intebviewing
skills plus knowledge of probation office policy were made
during the £irst quarter.

A discrepancy exists between the total number of persons
interviewed and location of contact, fype of report (i.e
bre~sentence, pre-release, ete.) and topic of discussion,
This’occurred because POA's often interviewed several persons

about g i i i
variety of topics, in several 1ocations, eg. home
E . H

la
blace of employment, ete. The following discussion compares

- =65~
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location of contact, reason for contact, number and identity

of persons interviewed, and topics of discussion for all

investigative tasks given to full-time and part-time POA's.

Location of Contact
During POCA Phase II, full-time POA's madé 147 contacts

for investigative purposes, and part-time POA's made 37

such contacts. For full-time POA's, 35.4% of the contacts

occurred in the defendant's home. For part-time POA's the

figure was 62.2%. As in the case of supervision task

assignments the disparity is explained by the time at which

contact was made. Because of other committments part~time

POA's interviewed persons evenings or weekends. However,

full-time POA's who made most contacts during the day,

arranged to meet people at alternate locations. They fre-

quently met at the defendant's place of employment or in a

nearby restaurant for the interview. - Included here also

were visits made to service agencies, police stations, and

courts fof various reports. Only 24.3% of investigative

contacts by part—time POA's were made with community

agency personnel.

TABLE 22

LOCATION OF INVESTIGATION CONTACTS
REPORTED BY FULL-TIME AND PART-TIME POA'S

Probation Officer Assistants

Full-Ti
Location of Contact No : ?;m: ot
. ct. No, Pect
Home |
52 35.4 23
| | . 62.2
Communit |
y 82 55.8 9 24.3
Office 12 -
8.2 -
Telephone 1 --
, ; .6 S
13.5
Total 147  100.0% 37 100.0%

‘ 3 E 1 .

hom . s
onme, interviewing the defendant or a family member Full

the defendant's home, Approximately 50% were either with a
family member Or a record clerk in an investigative agency

Because part-time POA's did not have access to the probation
office after regular hours, ho office contacts were recorded

Reason for Contact

Investigations assigned to POA's were of two kinds:
assistance in Preparation of g report and development of 2
community resource. During Phase II, full-time POA's handled
136 such interviews, and part-time POA's were given 26 of

thes ssi i
e gs51gnments. Full-time POA's completed 32 interviews
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istrict.
the local U.S. District Court, or that of another d

y inv i i ommonl
U a plea or finding of guilty, an investigation, C y
pon A

.

p C -

i ili tion
ti socio-personal data, and guitability for proba
ies, -

.

L] K . (o]
d

g g ) b n

of those given to full-time POA's.

TABLE 23

REASON FOR~INVESTIGATION CONTACTS ' |
REPORTED BY FULL-TIME AND PART-TIME POA'S

Probation officer Assistants
Part-Time

Full-Time
No. Pct. No. Pct.

e e

Reason for contact

32 23.5 ‘ 21 80.8

presentence report s 191 . 19.2

Prerelease report

d prosecution oY 17 12.5 . .
Deggg{GSegtence report

° 15 11.1 — -
Special report iy o ” ”
Collateral report o It _— ——
Resource development |

Total "136  100.0% 26 100.0%

; i i i viewing
The second category of investigations was inter

C sing and
ision, an inmate must formulate 2 plan for hou g
vi s ‘ |

P k! it lan
loyment The probation officer nust determine if the p
emplo .

~-68~-

would be beneficial or detrimental to the inmate's adjustment,

by making a visit to the proposed places of residence and
employment to verify the stated information. This category
included 19.1% of full-time POA's investigation assignments,
and similarly 19.2% of those given to part-time POA's,

The third category included all interviews completed for

either a post-sentence report or a deferred prosecution

investigation. The former is requested by the U.S. Bureau of

Prisons for socio-personal data on an inmate for incorpora-

tion inte the classification study prepared at the institution.

The latter provides socio-personal information for the U.S.
Attorney about a person accused of a crime who is being
considered for deferred prosecution supervision (a quasi-
judical process whereby the accused is supervised for a time
by a prbbation officer avoiding the stigma of a felony
conviction)., Part-time POA's had no assignments in this
category, but full-time POA's had seventeen interviews,
12.5% of their investigative assignments.

The fourth category included assignments to obtain in-

formation for a Special Report. Most of these reports were

prepared when early termination of supervision was requested,
or a warrant had been issued, or information was needed about =a
special condition of supervision, e.g. fine or restitution.

An interview with the client was needed to complete the report

. as well as verification of all socio-personal information.

If an arrest had occurred, the police report and court disposi-

tion were obtained. Also, POA's had to find out if special

—69—
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Full-time POA's

conditions of supervision had been met.

completed fifteen interviews in this category, 11.1% of their

investigative assignments., No such interviews were completed
by part-time POA's.

The next category included requests for information by

another U.S. District Court about a person with ties locally.

The information, usually a request for verification, is put

and later incorporated by an-

together in a Collateral Report,

other U.S. Probation Office into a pre-sentence report for

their court. Full-time POA's completed fourteen interviews

in this category, 10.3% of their investigative tasks, whereas

part-time POA's had no assignments of this type.

In addition to the investigative tasks completed by POA's,

assignments to develop employment or other community resources

were tabulated. Several POA's expressed the opinion that

persons having contact with the U.S. Probation Office were

made runcomfortable' by the nature of the surroundings. The

resulting anxiety could possibly interfere with establishing

rapport and a working relationship, they claimed. Moreover,

some clients disliked the idea of traveling a distance, or

did not know how to travel to the downtown area. In order to

alleviate the situation, POA's contacted neighborhood social

service agencies and arranged for 1imited office space. Some

POA's expressing dissatisfaction with the 1imitations}of

employment placement services in the probation office, con-

ktacted‘various employers in an effort to develop additional

resources. I1f the jnitial contact seemed favorable, POA's

-70-

then arran
ged an employment i .
interview for
someone under su
per-

that t
wo of the four full-time POA's handled all assignment
S

for Resource Development

Person Interviewed

| During Phase II POA's completed 194 interviews to obtain
information for investigative reports. Of the total, 153
. . ’
interviews (78.9%) were completed by full-time POA's and 41
interviews (21.1%) by part-time POA's. Each group had the
greatest number of contacts with family members of the
person under investigation, 36.6% for part-time POA's and
29.4% for full-time POA's. Defendants were seen in 15% of
investigative interviews completed by full-time POA's, and
31.7% of those by part-time POA's. -
The issue of using POA's as clerks or "errand boys,"
especially for such assignments as obtaining arrest reports
or court disposition was also raised for investigative
assignments. It was found that 20.9% of assignments com-
pleted by full-time POA's and 9.8% of those by part-time

POA's i i
were of this kind, proportionately a much larger

n .
| umber for full-time POA's than for the part-time men

-7 1=
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TABLE 24

PERSON INTERVIEWED IN INVESTIGATIONS

1
REPORTED BY FULL-TIME AND PART-TIME POA S

Probation Officerx Assistants
part-Time
rat L= -

Full-Time
rwll-- -
No. Pct.
No. Pct.
son Interviewed "
= 23 15.0 13
Defendant . o
45 29.4
Family Member 4 .
32 20.9
i Kk
Pollce—Court Cler b i
20 13.1
Service Agency 9 - 2 i
No Contact . 3 -
4 . ‘
Associates -
S 20 13.1 | 4
Other '
.0
Total 153 100.0% 41 100.0%

X g 3
g

eeded ser-—
sually tried to help the defendant secure I
they usu

g

. discuss the
. seling, etc-) to

puse, marital coul

(welfare, drug a

. . ioh
s were 13 1% of full-time POA's 1nvest1gat10

i s’ of
A's did not have any assignment

gservice agencile

assignments. part-time PO

this kind.
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Topic of Discussion *

The topics discussed in the investigation interviews were

grouped into five mutually exclusive categories: Prior Record,

Socio-personal Information, Employment History, Verification,

General Information.

TABLE 25

TOPIC OF DISCUSSION IN INVESTIGATION INTERVIEWS

REPORTED BY FULI-~TIME AND PART-TIME POA'S

Probation Officer Assistants

Full-Time Part-Time

Topic of Discussion No. Pct. No. Pct. %
Prior Record 42 25,1 9  14.3 ;%
Socio-personal Infermation 41 24.5 28 44 .4 i
Employment History 34 20. 4 13 20.7 i
Verification 29 17.4 8  12.7 %
General Information 21 12,6 5 7.9 q

Total 167 100.0% 63  100.0% i

The category, 'Socio-Personal Information" contained the largest

group of assignments (44.4%) completed by part-time POA's, who
contacted the defendant or his family to obtain information

about developmental history, family-marital relationships,

academic achievements, health, etc, The information was given

to the officer for inclusion in the report. Full-time POA's
received 24,5% of their assignments in this category, fewer

than the part-time men who were assigned to obtain information

* If more than one topic was discussed, POA's and officers indicated
the most revelant area., It is these data which are presented

here. However, this situation did not occur as frequently as one
might expect. :
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for subsections of the report. Full-time POA's were expected

to collect all pertinent information and to organize it into

the proper format. Full-time POA‘’s largest assignment

category (25.1%) was "Prior Record." Part-time POA's had

14.3% of their assignments in this category. The men were

required only to obtain arrest reports or verify the disposi-

tion through existing court records, a rather menial task not

requiring sophisticated skills. On occasion, POA's did inter-

view the defendant in order. to obtain his version of the
arrest, mitigating circumstances, or other information relating

to the current offense. The facts that twenty percent of

persons contacted were police or record clerks, and twenty-
five percent of interviews concerned defendants' prior

records, indicates that at least to some extent full-time

POA's were used as clerks for the purpose of obtaining records.
The lower percentage of contacts (14.3%) for part-time POA's

could be attributed to the time at which interviews were held.

The Police Department or Court Record Office are closed

during evening hours and weekends, at which time part-time

POA's were working.
The category "Employment History" included 20.4% of

full-time POA's assignments and 20.7% of those given to part-

POA's had to interview the defendant or. member
This

time POA's.
of his family to reconstruct the employment history.
category was second in size for part-time POA's and third

for full-time POA's. TFor full-time POA, the first three

categories account for 70% of their investigative assign-

ments. It should be noted that among these three categories
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first three g
ce
ount fopr 79.4% of their investigation
azsign-

ments, but the cat
ategory, Socio
-pPersonal Informati
on, is

dominant,

of those made
to part-tinme POA"
The last category, .

G
General Information, included assign

ga d -

9 p . n p =

12.6% or assi
“time POA's and 7 99
*J% of those to

part-time poa'g,

A
NALYSIS of TASKS AT s5IX MONTH INTERVAL

IV (offi i
cer Assignment Schedule), ap analysis d
and evalua-

£5
1on was done for each client
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Officers Supervising Part-Time POA's

1. General Class of Assignment

Officers supervising part-time POA's reported that in
the first half of Phase II, of 144 clients assigned fpr

122 (or 85%) were for the purpose of supervision,

contact,

and 21 (or 14%) were for the purpose of investigation,.

In the second half of Phase II, 67 of 76 (88%) clients

were assigned for supervision contacts and 9 for investigation

contacts (12%). Over the entire year, only one client

assignment was made for the purpose of development of

community resources.

It might be noted here that investigation is defined by

the probation office as that work which takes place in
preparation of presentence reports or prerelease and pre-
parole plans for institutions or the parole board. Super-
vision is that work which takes place after the client comes
under the jurisdiction of the U,S. Probation Office. The
behavior for the POA may be exactly alike in pHoth cases,
that<is, he may try to locate the client, or seek out
information from an associate or family member. It may
not have been made clear to the POA's just what constituted
a supervision assignment and an investigation assignment.
This may account for the discrepancy between officers and

POA's on the purpose of sach assignment.

2. Specific Reason fur Assignment

Officers supervising part-time PQA's also reported the

specific reason for an assignment (task to be accomplished.)

~76-

The data are Presented in Table 26

reports,
general,

However,

’ ’ H r 1 ‘

TABLE 26

RE
REASONS REPORTED BY OFFICERS 1N MAKING AS
TO PART-TIME POA'S ’

SIGNMENTS

most assign
gnments were TYeported asg routine visits X

As will pe Seen with PoA

n

First Second
. 6
P . mos% 6 mos , Total
1. Routine 4. o I o 5 l o 5
1 29 ;
2, Close Supervision 41 29 f; o | .
3 . . g f
Help with Personal Problems 12 8 v | > -
4.  Check Activities 10 7 ¢ \ , | 2 :
5, Employment 6 4 | X X . .
. 3
6. Locate client, report 19 13 | . . :
7. All other 15 10 | O .
; 9 11 l 24 10
144 100
76 100 f 220 100

Officers Supervising Full-Time POA'g

. T A . >

e a 1cC eh 101' n. 3 e p o ,‘ 1 n . OfflceI,S

-7 -




LR :

g

Qe

they could have more frequent contact with the client than
the officer. The second most prevalent reason for making the
assignment (20%) was that the officer did not have enough time

to complete the required mjegwork." These tasks entailed

extensive traveling, €.8. accompanyiﬁﬂ‘clients to court
hearings. Obtaining arrest- disposition information ranked
third as a reason for making assignments, The officers saw
this task as routine..

Assigning the task to POA'S would save time for officers
and provide POA's with experience in working with investigative
agencies. In 10% of the assignments, officers wanted POA’'S
to help clients obtain services from other agencies. In
another group of assignments, 12.5%, officers wanted POA's

to locate clients with whom the officer had lost contact.

Other reasons for task assignment can be seen in Table 27.

TABLE 27

REASONS REPORTED BY OFFICERS IN MAKING ASSIGNMENTS
70 FULL-TIME POA' S

Percent

Assignment Eg;

Need for Intensive Supervision 10 25.0
Lack of Time for Required ”Legwork" 8 20.0
Information about Arrest-Dispositions 6 15.0
Loss of Contact 5 12,5
Client in Need of Service 4 10.0
learning of own Limitations for POA 2 5.0
Need for Change, Problem in Client-

Officer Relationship 2 5.0
Intformation on Client's Activities 2 5.0
Exposure to Different Types of Client | K

or Problem 1 2,5

'thal , 40 100.0
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Part-Time PQA's

1) General Reason for Contact

Part~ti ]
time POA's* were asked to specify the purpose of

4 » . . s

or d i
evelopment of community resource. In the first half of

Phase 5
II, POA's reported that contact was made in 154 assign

nents
, or 77% for the purpose of supervision, and in 46

assi 9 inv a
gnments, or 230, for in estigation; In the second half
: ’

were f i i i
or investigation. One assignment was made in each half

for the development of community resources

2) Interviewee

With regard to the interviewee, place of contact
3

reasons fo i '
for assignment, and number of assignments completed
) 2

art-ti i
P time POA's reported the information presented in Table
28a. indi . .

, indicating that the majority of contacts were made with

clients themselves.

TABLE 28

INTERVIEWEE AND REASON FOR ASSIGNMENT
AS REPORTED BY PART-TIME POA'S

First Six Second Six

. Month
a) Interviewee ; " No. ;ct. NoMonthgct NTOtaé t
‘ L] L ol c .
Cli | |
11ent 157 78 82 66 239
Spouse, Relative 24 12 16 13 b
) ‘ 40
All others 12 6 14 11 2¢ "
No Contact . 8 4 13 1 X .
. 0 21 6
_ . | 201 lQO% 125 100% 326 100%
>€‘ ' " - - - k
's were more proficient in returning the reports Consequentl
. . ently,

g larger number of reports are available for POA's

79—
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3) Specific Reason for Assignments

The majority of contacts by part-time POA's are described

as routine contacts. Other reasons are given in Table 28b.

Second Six

Fiprst Six i
Months Total

by Specific Reason Months
for Assignment No. Pct. No. Pct. No. Pct.
Routine Visit a7 48 34 27 131 40
locate Client Report 20 10 35 28 55 17
Employment 11 6 11 9 22 7
Close Supervision 19 9 4 3 23 7
Arrest Disposition 12 6 5 4 17 5
Help with Personal :
Problems 11 6 4 3 15 5
All others 31 15 32 26 63 19
201 100% 125 100% 326 100%

4) Place of Contact

Part-time POA's reported Seeing personsbin the community
in 96% (or 193 of 201) assignments given in the first half of
Phase I1I. In the second half, this declined slightly to 86%
(or ie7 out of 125). in the second half, a few more contacts
were made in the probation office and by telephone.

5) ‘Contacts Completed

ﬁhrt—time POA's were also asked’td report on several
aspects of thelr work with clients: completion of assigned
- task, outcome or result, number of contacts necessary and
reason for more than one contact. According to POA's in 161
’first-half aSSignments (or 80%, and in 61 second-half assign-
ments (or 49%), the assigned task was accomplished. When not

accomplished, there was a variety of reasons. PQA's were

-80-

unabl ‘ i
e to locate 18 clients (or 9%) in the first half, and 19

client i
s (or 15%) in the second half. Other problems mentioned

in a few i j
instances were interference by others, client

hesita i '
nt about meeting POA, lack of steady employment, con-

flicti i
ing schedules, and '"client refuses to recognize problem."

In ej . .
eight first-half assignments (or 4%) and 28 second-half

assi
ignments (or 22%), the problem was not indicated.

6) Outcome

Concerning the outcome or result of the ass1gnment the

contact was "
routine” in that the client called the office

or ! . 0] ,
came in for 48 first-half assignments (or 24%) and 28

second-half assignments (or 22%). The POA obtained the

mo ; .
nthly report and needed information, and explained his role

in 23 first-half assignments (or 11%) and 21 secbnd—half

assi | ’
ignments (or 17%)° In 11 assignments in each half of Phase

IX ! i ' j
, PCA's gave assistance with employment. A vafiety of oth
er

things resulted from the assignments. POA's arranged for
.medical services, referred clients to drug abﬁse programs

o s . .
btained useful information for clients, obtained information

for probation officers on clients' housing, employment

7)7‘Number of Contacts Necessary

' ;, . !
POA's reported the number of contacts necessary for each
assignment. For 124 assignments (or 52%);kon1y one contact

was n i
ecessary. For 62 assignments (or 26%), two contacts

were necessary. For 22 contacts (or 9%), three contacts we
, re

| qecsssary, and for 32 assignments (or 13%L between four and

~81~




twelve contacts were needed. In 60 assignments (or 25%), the

reasons given for more than one contact were to develop the

relationship and to motivate the client. In 20 cases (or 8%),

the reason was to keep informed of the client's whereabouts
or to locate the client. In a few scattered cases, the

following reasons were given: to assist with employment;

public aid; to check court status; to keep informed about a

client who was always in trouble with the law; and ''routine

supervision."

New Tasks Reported by POA's

In the final interview, POA's, both full-time and part-
time, were asked to summarize new tasks assigned to them over
the year of Phase II. DPOA's listed the following new tasks
assigned to them each quarter:

1)  First Quarter

a) Working with records, reports and investi-
gative tasks - 7 POA's,

b) Group psychotherapy - 1 POA,

c) More difficult cases - 1 POA,

d) No new tasks - 4 POA's,

2) Second Quarter

a) Investigative work - - completing records and
assisting with reports - 4 POA's

b) No new tasks - 8 POA's,

-89~

a)
b)

c)
d)

- a)
b)

c)

d)

3) Third Quarterp

Correspondence with Parole Board and Polioe
Department - 1 Poa,
In i

vestigative work - _ completing records,
and assisting with reports - 2 POA's
Court contact — 2 POA's

No new tasksg - 8 POA's

4) Fourth Quarter

Early termination reports - 1 poA
Psychiatric clients - 1 poa
Greater involvement ip Supervision
interviews - 1 POoA

No new tasks - 10 poa's

POA Perception of Assignments

was given,

a,

In the final interview POA?

officers made Particular ass1gnments

and/or clients needed help involving time

S were asked why they thought

and a variety of reasons

To sa
ve offlcers -time in handling certain assign

m
ents themselves because of other bressing demands,

consuming

activities., (3 POA's)

b, Some officers preferred not to enter Certain
nelghborhoods

¢. Officers made assignments to POA's whichvwould
Serve as learning exXperiences. (2 PCA's)

d. Assignments were made to keep POA busy,

€. Tasks given which the officere"thought POA could
handle." (3 poa's)

TR A
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f, Officer assigned POA's cases which were a ''bother"
to him,
Both the officer and POA wanted to get the job done,

and saw work as a challenge,

POA Satisfaction with Assignments

In this interview POA's were also asked if they were
"satisfied" with the nature of tasks assigned, If they
thought they could have handled tasks of significant nature,

they were asked to give a reason. Four POA's reported

themselves as '"'satisfied.'" Two POA's had mixed responses,

Of these, one was satisfied with assignments from one
officer, but thought he '"could have done more' than the

assignments received from znother, The other POA was

satisfied during the first half of Phase II, but would have

liked fto run groups with more drug abusers during the second

half,

Five POA's were frankly dissatisfied. Two wanted more

significant tasks (which remained undefined), closer
supervision, and more time with clients. ' Two said that
they wgu1d have liked to handle a greater portion of the
caseload, giving the officer more time,»or wanted a caseload

of their own. The fifth would have liked to have specialized

in supervising narcotic addicts,

-84-

during the fourth quarter,

kv st
At 5 5,

CHAPTER VI

CRITERIA
FOR EVALUATION AND ASSIGNMENT OF MORE COMPLEX CASES

THE ASSIGNMENTS

c
hanges in numbers and kinds of assignments

increased
——z-tdsed

learned
what the PoA's could do. Also, they gave diff
iiferent

kinds ASsi
of assignments €Specially in the second gnd

quarters,

third

Se i
veral officers mentioned g decline in workload

the Summer, Tesulting in fewer

assignme ‘
g nts to the men. Some virtually lost contact with

their PoA'g over the Summer,

Kinds of Assignments

.

used:

] l i . E

including Special problem cases, e.g drug
. ? L] ’

addicts and alcoholiecs,

h i ; '
elp with housing, community contacts on behalf

of client with courts, family ang police

3) ‘Special assistance to officer:
a) Locate and interview clients out of contact

b) Investigations - _ pfe—parole

: ?

Presentence,
Prerelease. | |
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¢) Checking on new arrests.

d) verifications.

office or on vacation.

peterrents To Making Assignments

. Seven said
elated to the structure of the program
were ¥

y meant both that

] the
there was not enough time. presumably,

j ee officers
t the POA'S did not put in enough time. Thr
tha

.lll i-i |] ] | I 0 |.

reet to make
ther officer claimed to be SO pusy as to forg
Anothe

assignments to the POA.

.

s o . ents
i -identified with clien
that his POA over-1i
One man thought

' | £ the work
Other reasons were related to the nature of

3 3

.

.

> s¢.1"  An officer
sentence investigation was being "spl;t.
pre

gn

p

) P > - b y
. ke was "prohlblted
POA Another cryptically stated that ke wa
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CRITERIA FOR ASSIGNMENT

POA's were asked what criteria were used by officers in

determining their capability to handle the task and to rate

performance. Concerning capability, three POA's said they

did not know, although two added comments; "satisfied with

early tasks" and "availability."” Seven POA's thought the

officer looked at the record of past performance and client

progress. One POA said there were no criteria, and one said

the officer kept in close contact if the situation was

borderline.

In rating of performance, three POA's had no idea of

criteria used by officers., Three men said they accomplished

the assignments. One said they didn't use any criteria

once the POA demonstrated some capability. The other POA's

did not specifically address the question of how they were

rated separately from how their capability to handle the task

was determined.

POA's were then asked what factors in their performance

acted as indicators to the officers that they were able to

assume additional responsibility. Six of them made no re-

sponse, and two said they didn't know. The others gave

various answers. For one, it was past performance and field

experience. Another said he displayed competence. A third

was asked by the officer if he were ready, and a fourth said

"the officers say so.!" These statements would strongly sug-

gest the development of’clearcut criteria.

For the development of similar programs, particularly with re-

gard to the supervision of POA's, a series of questions was asked

-87 -

iy
g

T ey

ST A

P

L

et S
e e ol

e

g o i




T gt [ e

b Rt i et e

e L

in order to determine the criteria used by officers for the
assignment of more difficult tasks and/or clients, Insofar
as supervision tasks were concerned, the question focused
on dealing with more difficult clients, specifically
emotionally disturbed clients, addicts, highly manipulative
clients, and recidivists. With régard to investigative
tasks, the questions concerned ingcreasingly complex
subtasks, e.g., verification of socio-personal data to

interviewing for the purpose of evaluation., Criteria were

explored for the following areas:

I. Supervision
A, Ingreasing Number of Assignments

B. Dealing with more difficult clients.

Emotionally disturbed clients.

. Known addicts.
. -Manipulative clients.

1
2
3.
4 Recidivists (maximal supervision).

II. Performing Investigative Assignments:

A. Verification of socio-personal data (i.e., place

of residence, prior record, employment, marital
status, formal education, medical record, etc.).

B. Interviewing to obtéin accurate information

regarding socio-persional history.

C.  Review of written records to cobtain information

and arrange in narrative form (i.e., offense,
financial statement, psychiatric reports, ete.).

D. Interviewing client to obtain information to

facilitate evaluation of individual's emotional

stability, maturity, cooperativeness, etc.

-88~
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E. Writing letters, reports, etc.

The initial question dealt with whether such tasks were
|

in fact assigned to the POA. These data are presented in

Table 29. The total for each column exceeds the number of

officers responding (19) because several officers used more

than one criteria for making certain kinds of assignments.

TABLE 29
TYPES OF ASSIGNMENTS MADE BY OFFICERS
Number of Officers Assigning
Such Tasks
TASK Yes No Not Indicated
Supervision Assignments
Bl Emotionally Disturbed
Clients 7 5 7
B2 Known Addicts _ 9 6 4
B3 Manipulative Clients 12 2 5
B4 Recidivists 10 4 5
Investigation Assignments
A Verification 11 4 4
B Interviewing -
Information 9 6 4
C Review of Written
Records 6 8 4
D Interviewing -
Evaluation 5 9 5
E- Correspondence %
Reports 4 9 6

It is surprising that this many officers did in fact
assign such cases particularly those clients who are

considered to be "emotionally ill." Many officers have
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consistently stated that the major difference between officers

and POA's is the ability of the officer tc do casework with

such clients. However, their willingness to assign these

cases, in addition to known addicts, must be contrasted to

the other categories. Officers were more willing to assign

manipulative clients and recidivists, who are essentially high-

risk clients.
With regard to investigative tasks, it will .be noted that
there is an inverse relationship between the complexity of the

task and the willingness of the officer to make such assign-

ments. (In general, officers assigned few investigative

rough these assign-

tasks). Two dimensions appear to run th

rents: Increasing evaluative skills and increasing verbal

skills.
The questions involving criteria for specific tasks

followed this initial exploration of assignments.

I. Supervision
A. Increasing Number of Clients. The criteria used for

increasing the number of tasks are presented in the following

Table (30).
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TABLE 30

CRITE
NRxA REPORTED BY OFFICERS FOR INCREASING
UMBER OF ASSIGNMENTS MADE TO POA'S

CRITERIA ol b o
‘ | Officers Re p
| S
POA performance with client "
Available time ¥ i
PO
é demonstrates understanding of case X e
Client success ) : o
Reports submitted on time ; -
PoA demonstrates interest X i
POA evaluates own performance ) i
PoA characteristics X S
1
2.9
34 100.0%

? J c

1

such criteria as "
the relationshi ;
i1p with client is
clearly

Unfortunatel
¥, the criteria
given by many of the offi
officers

.‘ g . g
( ) .

1. Emotional Disorders. With régard to th
e

assignment i
of this type of case, the majority of off
icers

again st
ated that the most significant criterion was th
e

-91-




handle previous cases,'" "can manage simpler emotional problems."
Agéin, because of the generality of these statements, reference

must be made to the more specific suggestions (See Table 31la).

TABLE 31a

CRITERIA REPORTED BY OFFICERS FOR ASSIGNING
EMOTIONALLY DISTURBED CLIENTS TO POA'S

No. of % of

CRITERTA Officers Response
Successful handling 10k 25.0
POA reaction to client 8 20.0
Academic training 6 15.0
Client improvement 4 10.0
Not assign 4 10.0
POA characteristics 4 10.0
Apbility not to get personally involved 3 7.5
Client response to POA 1 2.5

40 100.0%

The most specific of these qﬁestions, other‘than academic
training, was the POA's reaction to theréase. This category
included such statements as '"not anxious with client," "remains
cool;" ete. |

2, Drug Addiction. As can be seeﬁ in Table 31b, success-
ful handling was the major category, reported by ten éfficers.
However, the parameters of‘this category changed somewhat with
each type of problenm éase. For example, with regard to drug
addicts, this category inciuded statements such as ''the POA
is able to handle dependency needs," which for the officérs

defined "successful handling." = The other major categories

-92-~

TABLE 31b

CRITERIA REPORTED BY OFFICERS
FOR ASSIGNING KNOWN ADDICTS TO POA'S

No. of % of

CRITERIA
Officers Response

Successful handling

10 35.7

Knowledge of drugs (streetwise) 6 21.4
POA characteristics 6 21.4
Narcotic, experience (solved own problem) 3 10'7
Client reaction to POA 1 3.6
No history of addiction 1 3.6
No assignment 1 3.6
§ 28 100.0%

were (1) POA characteristics and (2) knowledge about addiction

POA characteristics included ability to set limits maturity
y 2
understanding, ete.

3. Manipulative Clients. The major category Simply

Involved awareness by POA of the client's manipulations and

. -
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TABLE 31d

g ey

TABLE 31lc CRITERIA REPORTED BY OFFICERS

FOR ASSIGNING RECIDIVISTS TO POA'S
CRITERIA REPORTED BY OFFICERS

A
FOR ASSIGNING MANIPULATIVE CLIENTS TO POA'S

=
R

ST S e e A

No. of % of :
No. of % of E CRITERIA Of ficers Response 3
officers  Response gf Successful handling 6 26.1 .
CRITERIA » o b
P S . . 13 41.9 £ Frequent contact 6 26.1 i
Awareness of manipulation 5 16.1 , ; POA characteristics 5 21.7 %@
Aware of inconsistencies 3 9.7 i POA demonstrates understanding 2 8.7 ;g
can confront clients 0 6.5 ;5 Client attitude 1 4.3 %#
= | Available time 9 6.5 | i
i Client change 1 3.2 - 23 100.0% i
§“ Understands client 1 3.9 %T
?f Able to influence § 
L — — ! 1I. Investigative Tasks. The criteria specified by the
' 31 100.0% 1 .
»é officers with regard to these tasks tend to be considerably

more concise and concrete, This,

£ i or of course, is due in part
4 Recidivists. officers stated that time was oif ma)

i
»
i
L
i
s‘
3
|
1

to the nature of the tasks,

concern, 1i.e.,

: criteria for an adequate report than for the successful
the successful handling of the cases. 1 q p
equal importance was

6 . _ . ] . | |
in this category included "the setting of s - handling of an emotionally disturbed client. However, it
Suyccessful handling 1D is

L is at the same time surprising that not more investigative
: : " etc ,
’ i evaluations,” etlcC.
S i wo " "presents objective
Lo explicit goa.s, p

tasks were assigned.

'§ A. Verification of Data. The data are presented in
L |

Table 32a. The largest number of officers (15) indicated

that the major criterion was 'getting complete and accurate

information,'" but particularly that the POA could "observe

well and get hard facts.' Few other suggestions were made.

el ' -94- o

O



Y

S

TABLE 32a

CRITERIA REPORTED BY OFFICERS FOR ASSIGNING
VERIFICATION TASKS TO POA'S

No. of % of

CRITERIA | officers Response
Gets accurate information 15 68.3
POA characteristics (maturity) 3 13.7
Streetwise 1 4.5
POA relates to agencies 1 4.5
Available time 1 4.5
No use ‘ 1 4.5

22 100.0%

B. 1Interviewing (Information). As might be expected,
nine officers identified specific interview skills. These
included:

a) the ability to hold in-depth interviews.

b) the ability to establish rapport.

c) the ability to be direct.

d) good :social manner.

e) +the ability to focus on facts.

Other criteria were interpretive skills, indicated by
six officers, and the ability to get information by three
others. The former included, for example, the ability
"to put together a fairly coherent picture of family
relationship."” The other criteria were reported by relatively

small numbers of officers.

-9 -—

TABLE 32b

CRITERIA REPORTED QY OFFICERS FOR ASSIGNING
INTERVIEWING (INFORMATION) TO POA'S

No. of % of

CRITERIA Officers Response
Interview skills 9 45.0
Evaluation of information 6 30.0
Ability to get information 3 15.0
Submits report promptly 1 5.0
POA characteristics (open) 1 5.0
20 100.0%

C. Review of Written Records. As can be seen in Table
32¢, two major criteria were indicated: (1) ability to

organize information; and (2) has the ability‘to be concise

TABLE 32c¢

CRITERIA REPORTED BY OFFICERS FOR ASSIGNING
REVIEWING RECORDS TO POA'S

No. of % of

CRITERIA Officers Response
Ability to organize information 11 44.0
Concise/relevant information 8 32.0
No assignment 3 12,0
Insight into client's behavior 3 12;0
25 100.0%
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and provide relevant information. Examples of the first

criterion are: "written work organized and coherent, under-

5
£
i
oy
ER

(five), in light of the above, suggested that they would

' starnds the use of the reports,'" and "understands the purpose o T
: ~ : ABLE 32d
3 of the information, organizes information, goes for 'the : CR i
; ITERIA REPORTED BY OFFICE |
a RS FOR ASSIGNI B
meat''". The second criterion is exemplified in "'can write : INTERVIEWING (EVALUATION) TO POA'S NG {
QQ well, not wordy, succinct." P
;p D. Interviewing Client for Evaluation. Ten officers - CRITERIA No. of % of
f indicated POA characteristics, similar to the criteria ik Officers Response ,
8 . POA characteristics "
: involved with assignment of specific cases. These criteria A Academic/training Y 10 40.0 ;
I ] . 9
- included: maturity, the ability to relate, insight, Interview skills o 36.0
§ . . . . . . No assignment 8.0 )
; sophistication, etc. In addition, nine officers suggested s . 2 8.0 s
5 v : Client reaction : i
! academic and other special training, e.g., clinical - Functioning on previous task 1 4.0 i
4 asKs
L | 1 4
f terminology, experience in interviewing. Several officers > 4.0 L;
| 25 100.0% i
!
i

remaining criteria are listed in Table 32d.

:

E

interview clients with POA's least initially. These and the - %
|

E. Written Reports. There was little variation in g

' !

the criteria specifiéd for this category. The officers i N
uniformly indicated verbal and writing skills, e.g., simple, %‘ &’

direct, not a lot of "street" language.

In genefal, the criteria suggésted by officers were ; g

somewhat general and unspecific. Whether this was a - f
: . $ i
i

function of the question or whether officers have not

sutficiently evaluated the performance of the parapro-

fessionals is difficult to determine. However, these sugges-

tions provide a basis for the further development of criteria.

s
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CHAPTER VII

SUPERVISION AND DIVISION OF RESPONSIBILITY

SUPERVISION

Several aspects of POCA Phase II supervision were ex-
amined. Among those relating directly to cases are the
following:

1. Structure and Content

2. Case Preparation and Discussion
3. TFrequeney of Supervision Contacts
4. Suggested Procedures for Casework
5. Team Characteristics
In a more general vein were the following:

1. ©POCA Comparison of Phases

2 Officers’' suggestions for Training POA'S

3 officers'! Estimate of Colleague Impressions
4. POA Senge of Acceptance

Structure andVContent

isi i two
The structure of supervision was examined from

i 3 i 0A
vantage points -~ that occurring between officer and P

in the normal course of making assignments and reviewing
results, and that petween officer and POCA stafi in
fostering the developing teamwork relationship. Although-
no schedule of regular conferences was set up, the
officers were asked how frequently they discussed POCA

ed
and the POA's with project staff members. Responses rang

i " ive cfficers did so at
from "almost daily" to ''never. Fiv ‘
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least weekly, and three did so at least monthly. For eight

officers, these discussions occurred with no regularity and

infrequently; and for three, they never occurred.

Case Preparation and Discussion

Both officers and part-time POA's reported the amount
of time involved in case discussions, and POA's reported
the time spent in case preparations., First, it should be

pointed out that case supervision required a minimal amount

of time on a per case basis. These data are presented in
Table 33. Moreover, POA's tended to report more time in
case digcussion than did officers, and interestingly they
reported more time spent in case preparation as the year
progressed.

Content of assignment preparation included a number of
activities. POA's reported reading case records in
preparation for 88 Phase II first-half assignments (or 44%)
and 96 second-half assignments (or 77%). In 55 first-half
assignments {or 27%) and 24 second-~half assignments (or
19%), the POA simply made an appointment with the client.
Iin 16 first-half assignments (or 8%), the POA discussed
the case with a professional, other than an officer. No
preparation was made in 12 first-half assignments (or 6%),
and 3 second-~half assignments (or 2%); and preparation

method was not indicated in 20 first-half assignments (or
10%) .
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Frequency of Supervision Contadts

POA's reported on frequency of contact with officers.

Contacts were of two kinds: in person and by telephone.

Frequency of in-person contacts for full-time POA's was of

course daily. For the part-time men, frequency of in-person

contacts ranged from once or twice in a week to three times

-wver the year. Seven part-time POA's had such contact at

least meonthly, and for one it was on an '"as needed!" basis.

Frequency of felephone contacts for part-time POA's ranged

from weekly to quarterly., However, seven part-time men had

telephone contacts at least twice monthly. Only a few men

indicated kinds of contact other than by phone or in person.

One man, a full~time POA, saw the officer in a regular weekly

meeting in addition to daily office contaects, Another man,

a part-time POA, received messages and assignments left for

him in a folder on the officer's desk. Another officer left

assignments for his POA with the action director.

Suggested Procedures for Casework

Officers were asked to specify procedures used by POA's

to complete assignments. In 82 of 144 cases {or 57%)

during the first-~half year of Phase II, the officers merely
reported that the client was contacted and interviewed.

During the second-half, this procedure was reported in 48

cavses. (or 63 %). Officers reported the assignment incbmplete,

with no contact in 31 cases (or 22%) during the first 6

months and in 15 cases (or 20%). During the first six months,

procedure was not indicated for 20 cases (or 14%), but this

declined to a negligible amount in the second-half.
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Frequently officers made suggestions to POA‘'s about ways
to complete the assignment. In 38 first-half cases (or 26%),

officers reported making no suggestions. In the second-half,

In 24 first-half cases -

.

this increased to 28 cases (or 37%)
(or 16%) and 32 second-half cases (or 42%) officers instructed
POA's to contact clients, assist and encourage them in what-
ever way is appropriate. In a few cases (15 in the first-
half and 2 in the second-half), POA's were instructed in
interview techniques. No indication of suggestions by officers
was made in 24 cases (or 16%) in the first~half. During the
first-half, officers suggested in 15 cases (10%), that POA's
review case records, but none made this suggestion in the
second-half. A scattering of other suggestions was made,
including the following:

1) Contact service agencies and other professionals.

2) Help with family or employment problems.

3) Check address, living conditions, employment.

4) Help with arrest disposition.

5) Contact family members or others personally

1nvolved with client.

The POA's were asked what suggestions for completlon of

assignments were made by officers., In 52 flrst-half cases

(or 26%) and 54 second-half cases (or 43%), the officer
suggested that the POA make contact with the c¢lient and

assist and encourage him in whatever way was appropriate. In
34 first-half cases (or 17%) and 39 second-half cases (or 23%),

the officers made no suggestions, and in 46 first-half cases

~104-

(or 23%) there was no indication. 4 variety of other
sugges-—

tions we i
were made by the officers, some dealing with structure

and some with content of the assignment,

instr
ucted to contact other professionals working with the

client, ot
her service agencies, and family members; vario
us

content, it was Suggested that POA'sg help with family

rob i y "
p lems, employment broblems, arrest dispositions and
3

check i ivi
nto employment, living conditions, future pPlans, and

any oth
y €r matters with which they coulg realistically assist,

Team Characterlstlcs

A K .
n attempt was made to evaluate the relacion between
spe
pecific variables on team productivity as measured by

a
ssignments made by officers and completed by POA's The
se

variables included:

a) The relationship between officer and POA

b) Officer attitude towards PoA.

c) POA attitude towards officer.

d 0

) fficer attitude towards the pPOJeCt (Start of Phase 17T
)

e) Officer attitude towards the project.

) (End of Phase I1)
) Clarity of officer training procedures
g) General ability of officer to Supervise.
Two supervisors rated each variable on a 4 point scal
e;

these scales were as follows:

1. Relationship between officer and poa

++ Very Positive; no problems indicated

+ Somewhat Pogitive; small number of problems

indicated

-105~
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i iy m ot

ral number of problems

- Somewhat Negative; seve

indicated
-—- Very Negative; numerous number of problems
indicated
9., Officer Attitude Towards POA
++ Very Positive
+ Somewhat positive
- Somewhat Negative
—-— Very Negative
3. POA Attitude Towards Officer
++ Very Positive
+ Somewhat Positive
-~ Somewhat Negative
-- Very Negative

f Phase II
4 Officer Attitude Towards Program -~ Start ©

+4+ Very Positive = enthusiastic
+ Positive - with reservations
- Somewhat negative
-- Very Negative
5, Officer Attitude Towards Program = End of Ppase 11
++ Very Positive
+ Positive
- Somewhat Negative ~ -
-— Very Negative
6. Clarity of Training
++ Clearcut organization, structure
+ Generally has struycture, some problems
- Generally has structure, several problems
—-- Totally lack of structure, organizatiog |
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7. General ability of Officer to Supervise

++ Excellent, well organized, able to relate to supervisor

+ Generally good ability, some indication of problem

~ Limited ability to supervise
~- Very limited; relates poorly

The relation between these ratings and productivity is

shown in Tables 34 and 35. POA's were classified into two

groups (high and low) on the basis of the number of assignments

completed divided at the median. A similar division of

officers was made on the basis of number of cases assigned.
Data were analyzed using Fisher Exact Test.

Of the variables examined, the only relation which proved

to be significant was that between POA productivity and the

clarity of officer training procedures. Other variables,

such as officer attitude toward the POA or the program, did

not prove to be as important as the clarity with which the

officer conceptualized the training procedure.

TABLE 34

THE RELATION BETWEEN POA PRODUCTIVITY (CASES COMPLETED)
AND TEAM CHARACTERISTICS (RATINGS BY SUPERVISOR)

(a) Cases Completed
Low High
Relationship + 6 9 15
Ofticer/POA - 4 1 5
10 10 n.s
-107-
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(Continued)

TABLE 34

.. | | . | TABLE 34

(Continued)

(b)

Officer Attitude

Cases Completed

Towards POA

(c)

POA Attitude

Towards Qfficer

(d)

Officer

Towards

(9/71)

(e)

Officer

Towards
(12/72)

Attitude

Program

Attitude

Program

Low

High

5

10

5

0

10

Cases Completed

Low

10

High

15

7

9

16

3

1

10

Cases Completed

Low

10

High

6

9

15

4

1

10

Cases Completed

Low

10

High

9

10
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(£)

Clarity of
Officer Training
Procedures

(g)

Ability of
Officer to
Supervise

Cases Conmpleted

Low

High

3

9

7

1

10

Cases Completed

Low

10

High

6

8

4

2

10

n.s, = not a significant relationship
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H
h
1.

THE RELATION BETWEEN ASSIGNMENTS MADE BY OFFICER AND
TEAM CHARACTERISTICS (RATINGS BY SUPERVISOR)

(a)

Relationship

Officer/POA

(b)

Qfficer Attitude

Towards POA

(c)

POA Attitude

Towards Officer

(d)

Officer Attitude
Towards

Program

(9/71)

+

-+

TABLE 35

No. Cases Assigned
de High
5 7
3 1
8 8
No. Cases Assigned
Low High
5 6
3 2
No. Cases Assigned
Low High
6 7
2 1
No. Cases Assigned
Low High
6
2
8 8
-110-

12

11

13

13

[t
5
1
=
1o
Lo
n.s g
L
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n.s E
=
n.s g
n.s -
f

TABLE 35 (Continued)
(e) No. Cases Assigned
Low High
Officer Attitude +
Towards - >
Program 3
- (12/72) 8 z
(£) ) No. Cases Assigned
Low High
Clarity of + 3 5
Officer Training -
Procedures 3 3
8 8
(g) No. Cases Assigned
Low High
Ability of + 5
Officer to -
Supervise 3
8 8

n.s., = not a significant relationship
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POA Comparison of Phases

POA's were askedkto compare Phase I and Phase II along
certain organizational dimensions: kind of work, quality

and amount of supervision, and type of client. Concerning

kind of work, several POA's said that in Phase I they were

assigned responsibility for ongoing supervision of certain
cases, whereas in Phase I1 they were given specific tasks.
Several POA's said that in the latter phase there was more
paperwork and‘more opportunity to learn because of greater‘
variety of tasks. They were assigned to assist the officer

in any way possible, and sométimes saw clients on a continuing
basis, but also assisted with various kinds of investigations.
One POA said he had a greater "feel'" for the client during
Phase I. Another man, a full~time POA, had a working
agreement with his supervisor that he was not obliged to
accept any assignment that he really did not want.

Concerning supervision, there was less unanimity. One

,POA thought that supervision was extensive in Phase I and
minimal in Phase IX. Agreeing with this, he said, "I don't
need it now." Another man also saw supervision as more
intense in Phase I. One POA thought that supervision was
adequate initially, but too extensive in Phase IT.
Another man felt more independent in the latter phase because
his supervisor apparently '"assumed he could handle it."
Several men mentioned group supervision meetings in
connection with Phase I and more individualized contact

or independence in Phase II. One POA said that, at first,

~-112-
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supervision was academic, with the mechanics of orienting
himself in the role, but in the latter phase more emphasis was
placed on application with teaching, guiding, and talking
about evaluations. One man said the supervision for both
projects was excellent; one could easily contact super-
visors with any problems.

POA's were asked for their opinions about the quality

of supervision received in both phases. Eleven POA's

thought they were adequately supervised in Phase I, but

made a number of comments. One suggested that bi-weekly
instead of bi-monthly meetings should have been held.
Another had wanted to get more into clerical aspects. Only
one man was not satisfied at all. He thought there was not
enough supervisory time spent with part~time POA's and
recommended prior training, presumably for the supervisors.
Eleven POA's thought they were adequately supervised
in Phase II, and of these eight wanted no changes. Those
wanting change asked for more group meetings, more discussion
time given to the POA's personality, more concern for client
employment. One POA had a mixed response; he thought the
POA should receive more help with client supervision, but
he found supervision adequate on investigative tasks,

Concerning types of clients, two POA's thought they

were assigned "easier ones'" in Phase II. Another man said
he was given more clients in Phase II but that basically
they were of the same type. Several men said they worked

with a greater variety of clients in Phase II, and one
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coimmented that he had a free hand in all cases. One man said

that in Phase Il the clients were not sure who was supervising.

~ In Phase I, he got to know them better, and this made it less

difficult., Two men said the clients were the same in the two

phases, and two thought they had younger clients in Phase 1.

The only other difference mentioned was that in Phase I

clients were restricted to males, but in Phase II, a few

female clients were assigned.

Officers' Suggestions For Training POA's

At the conclusion of Phase II, the officers were asked

to suggest procedures for training new POA's. Responses

generally fell into two classes: abstract and concrete. The

few abstract suggestions were marked by the use of textbook

phrases, such as "dynamics of casework process', '"perceptions

of treatment', and "human relationships", all of which are

difficult to define for implementation into a training

program. The concrete suggestions were further divided into

two areas: content of training and structure. Most of

these suggestions were developed out of officers' own

experience with POA's. Table 34 shows a list of suggestions

made in the area of content:

Table 36

Didactiec portion

Experiential portion

l. What, where, how angd 1
who re, community re- )
Sources and public
service agencies;

Observe officer ip field;

2. Office proced
- ures, rule .
regulations, pape}work,s’ 2. Give poa ex
requirements;

: bPerience with
variety.of client problems:
allow him to find own area’
of greatest competence;

3. Use_POA's owh work ex- 3
Périence as instryc- .
tional material;

Make initiail work i
assign-
ments closely ali i
) gned wit
POA 1life €xXperience, !

4. Interviewing techniques;

5. Combipe practi i
: : ical wit
didactic training; g

6. Broad overvie
w of -
bation; pro

7. Instruct POA in most
common client problens,

types of client
eto. S served,

Su i i
ggestions regarding the structural aspect of traini
ng

for new POA'g included the following'

1. Give pPOA his own area of responsibility 80 that he
is not competing with the officer,

2. Assign POA's to field officers when training has
been completed.

3. Provide an orientation anqg training program with
one staff member ip charge, making use of pro-
tessional and administrative staff as needeq.

4. p i raini
rovide g training program which lasts over g three

or four month period,
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5. Make use of some classroom or formal instruction.
6. Train POA's in a manner similar to new officers,
i.e., assign to a supervisor who in turn will
give supervision cases to the new man, conferring
with him before and after client contact.

7. Combine group and individual supervision,

Brief comment can be made about some implications of

these recommendations, Suggestions under the didactic portion

of content imply that POA's should be given prauctical or
field experience as soon as possible. Somewhat of a paradox
is found within the structural suggestions. On one hand,
the officers want POA's assigned to them only after training
is completed., On the other hand, they recommend almost a
tuterial approach to field work. Perhaps, then, an indivi-
dual is needed on staff whose major responsibility for a
time would be to train new POA's.

A number of other comments were made which either did
not have a direct bkearing on training or suggested areas

to be avoided.  Cne officer emphatically stated that he did

~not see a role for the POA. "It takes a professional.”

Another officer recommended against any advance training,
and a third suggested that POA's should be given little
training in corrections. ‘

Officers' Estimate of Colleague Impressions

Officers were also asked to estimate opinions and atti-
tudes of other officers toward POA's. Two officers saw the
staff as '"negative and resistant'" and unchanged by the

-experience, Another professed an initially favorable
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A

attitude, which became unfavorable with the experience

"didn't know.'

One

Another said the professional staff was

" . .
accepting with no change." Foup officers thought th
¢ e

atti i
itude was mixed among the officers, Three of the latt
er

ro i
group thought that officers had both positive and negative

feelip
ings toward POA's., The other one Saw some officers as

ositi
r ive and some as totally negative. Two officers saw th
POA's as a "threat" e

to some officers, One of these said

that officers resente !
d POA's because "y Service~oriented agency

n,

and "inves j i
tment of time not worth it," angd "resentment con

tinue i initia
d during initial phase, but mellowed in the past year
i.e. i |
» when officers workeq directly with POA' g The other

offij 3
icer who saw POA's as a threat, thought that POA's sold

thiemselve e - ff v

ucmseives to most of the staff over Phase II, but a few
J

officers still

1t ]
held it separate." One officer thought the

staff i i i
indifferent at first, but Subsequently officers with

full-tj isfi
time POA's were satisfied, but those with bpart-time mén

were 1 i i
not. Finally, one officer thought the others had

ind+i .
nitial questiong as to whether POA'sg could do the work but
,» bu

i . . ) ] j d 1! 1 d d

"e" 3 ‘
yes”, and one said that he perhaps did at the project's

inception, but not presently.
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POA Sense of Acceptance

POA's were asked a similar questioﬁ about officers' feel-
ings of displeasure with their introduction into the cffice.
Five POA's said they never sensed any resentment among
professional staff members. One said he was readily accepted
by the men he worked with. Three thought the officers—here
glad to have some help. Seven POA's reported sensing some
resentment among officers but four of ithese noted change in
a positive direction. The other three did not report any
changé. One said that officers are reluctant to assign
cases for a variety of reasons - competition being one.

When asked if they were treated different1§ from other
staff members or employees, seven POA's thought they were
treated the same as other staff members. H One thought it was
different for pari-timers because '"they can't get unemployment
when the project ends.'" Another thought the treatment was
the same on a personal basis but differed "financially,"
that is, salary scales were at variance. One respdnded
"'no, less than a member of the staff." One man thought he
was treated very well and very fairly by the department.
.Another said he did not have much contact but was treated
differently in that, when he didn't know his way around be-
cause he was new, others were helpful,

When asked about the treatment given by other agencies
from which they attempted to secure services for their
clients, ten DPOA's commented that they had no problems,
although one'man was questioned becauée hig identification

card had an expiration date. One POA said that "social
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ag i 9
gencies are yun by idiots. " Two POA!

culty.

o P but he foung the police
: €0us. The othep man had difficulty with t
police twi i o
wice, which he characterized as disrespect
, ct,

DTVISION oF RESPONSIBILITY

Officersg! i )i
Perceivegd Differences From POA'g
.

ients. Six coul i
| uld flnd
no dlffelences. The OtheIS IlleI]tiOlled the fOllOWl.n |
g:

1) POA uses g different vocabulary
2) poa identifies witp clients

) 3 ¥
J

he ig { ig .
S 1indigenous to ciient Population

S5) POA i imi
1s more Optimistic about people and hag
more
empathy, and ig more accepting
6) POA doe
S not valge admlnistratlve accountablllty
he has 3 direct service orientation |
7)

he has no real contact,

)

ready to confront,

{
9) POA has more time for clients
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k o . ial com-
Officers named the following as areas of- specia
petence for themselves:
. ; Con: comn-
1) Writing reports for court and institution; c
ferring with judges.
2) TUnderstanding the legal system and dealing
with courts, police, U.S. attorney, etc.;
predicting court actions.
i and
3) Recognizing emotional problems more guickly
‘ . - . ts'
nandling them; dealing with hostile clien
| i ; i line.
4) Managing time more efficiently; meeting dead
5) Dealing with wide variety of clients.
6) Meeting and speaking with public.
7) Knowing resources and making referrals.
8) Maintaining objectivity.
i 9 t a
9) TUnderstanding and interpreting problems a
higher level.
3 3 1 1"
10) Administration and cllnlcal “stuff.
; i with
11) Conducting psychotherapy; working more
people than for people.
12) Sensing manipulation, setting limits.
i 1y handled
Officers specified the following as more adequately
by POA's: |
i i i and
1) Relating better to client; more immediate
more informal.
2) Serving as community resource with more
freedom to move about “bad" areas.

. : . . e i
3) Communicating with clients using their languag

=120~

4) Spending more time with clients at their con-~

venience, including evenings and weekends.,

5) Likes clients better.
6)

Relating better to minority group clients

because experiences are similar.

7) Less threatening to clients; supplementary

role to client on semi~-official level,

8) Handling employment and other services,

9) Better able to participate in life of client
in community and assist with daily meeting of
problems.

10)

More effective at surveillance because of

knowledge of community,

Two officers thought there was nothing which POA?!

better than officers,

s did
and one officer "didn't know."

POA Perceived Differences from Officers

POAT

S were asked to specify the kinds of clients or tasks

which they were better able to handle than probation officers.

Five POA's responded that it depended on the individuals

involved, i.e. officer, POA, and client; they made no specific
Suggestions. The others had more definite ideas: |

a) POA's are more adept at tracking down unstable

clients who are frequently moving around.
b)

c)

POA's could better handile "hard-core!' clients.

The client needs someone to talk with more fre-

quently than once a month.
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d) Officers are "bleeding hearts satisfying own needs,
dealing with own guilt (in working with such
clients), whereas POA's are 'out front' (where
they can) confront client.” |

e) POA's could handle clients of similar race, age,
and ethnic background as they might communicate
or relate more easily than the officer,

f) (POA's can) handle clients for which the officer
is not trained, (but the POA did not specify

which clients these were.)

Officers' Preferred Responsibilities

The officers were asked to point out responsibilities
which should be the exclusive province of the officer and
not assigned to the POA. Only two of the officers said

that no tasks should be reserved for officers, vut no

reasons were given. Three officers thought final decisions

about warrants, revocations, sentencing, and recommendations

to the court should be made by officers, who 'are respon-

sible by law,' as one officer put it.

Ten officers thought that initial and presentence inter-
views and writing presentence reports should be handled by
officers, for two reasons:

1) Preparing these reports involves depth skills in
‘assessing a client.

2) Officers have the academic training in psychology

or‘SOCialvwork which is necessary as a frame of

reference in putting the information into a

logical report.

One offlcer stated simply that most POA's do not have’ the

literary skills to write reports, but another thought that
eventually POA's could probably do presentence reports

Six officers gave qualified answers, Saying that the

uesti
question could not pe answered generally, mainly because the

nature of tasks assigned depended on the individuail POA
his training, experience, and the quality of supervisio; he
receives. Various tasks excluded by each of these
officers included the following:
1)  Multi-problem cases where a great deal of in-
volved planning ig hecessary.
2) Clients with severe mental and emotional

problems.

3) Group or individuai therapy "of a technical
nature,"
4) Interpretation of psychiatric reports,

5) Making referrals to other social service
agencies and conferring with other pro-
fessionals, as the officer has superior
knowledge of agencies,

6) The officer should be with POA and client in
court,

7) Recording and correspondence'should be

handled by the officer~whofhas responsibility

for the cases.
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Therapeutic Intervention in the Probation Office

i

Officers were asked to desciihe ypdt constituted thera-
peutic intervention in the préﬁatioﬁ effice, and to consider
whether or not the major difference between themselves and
POA's lay in the superierrebility of the officer to do
therapeutic interventioh. Eight officers agreed with this
distinctioh, andfnine disagreed. One stated that the
difference was relative, in that it depended on individuals.
One did r»t arswer directly but pointed out that, because
the major emphasis lay in crisis intervention, POA's could
develop the sensitivity and knowledge of the professional
social worker through good supervision.

The officers suggested a wide variety of activities as
constituting therapeutic interventioh in the probation
office. Among those who disagreed with the original state-
ment, five thought that POA"S were capable of handling‘
casework intervention. Three officers who disagreed and
three who agreed thought that 1little of the work done with
clients constituted "real' therapeutic intervention or
treatment, which they described as dealing with serious
psychological problems.

Other aspects of intervention mentioned can be grouped
under two headings: assessment or‘diagnosis and treatment.
The following fall under aesessment:

1) ©Understanding what a person's problems are.

2) Determination of the presence of psychoses.

3) ‘Determining the cause of a client's maladapfive

behavior.
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The following fall under treatment?

1

2)
3)

4)
5)

6)

7)

8)

9)

10)

11)

12)

’13)

Helping the client to understand what his
problems are.

Offering assurance, understanding, and support.
Helping client handle crisis situations through
appropriate resources.

Siiort-term, informal, non-traditional therapy.
Making effort to be with client "where he is, "
€.g. facing local charges, family, drugs.
Helping an individual make changes in his life
necessary to avoid nheurosis, to spell out
objectives in life, or to cope with emotions
or feelings about a sSituation.

Using relationship therapy and community're—
sources.

Everything occurring in the probation office
is casework in one form or another,

Becoming involved in client's affairs and
contributing to his adjustment.

Highly focused, purposeful type of relation-
ship in which the officer as therapist is
using certain casework principles to achieve
certain casework goals.

Assisting clients with locating employment.
Objectivity because of training is the dig-
tinctive hallmark of intervention by a pro-
fessional. |

Establishing relationship and treating.
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Administrators and Sﬁpervisors on Supervision

The administrators of probation and office»supervisors
agreed that it should bhe the exclusive province of the
officer to handlz tasks involving legal responsibility,
(e.g., revocation proceedings, contact with U.S. Attorney).
Officers should prepare presentence reports and work with
clients who have serious emotional problems. The adminis-
trators thought that POA's could be most helpful in 1o¢ating

clients with whom contact had been lost, and obtaining

informatien about client activities. Fach of these functions

was considered appropriafe because POA's were highly mobile
in the client's community. Moreover, the supervisors
thought that commonality of background and race with clients
would enable POA's to establish relationships more easily.
The supervisors thought that POA's could be used to
provide an increase of services to clients, and recommended
that POA's be assigned tasks which officers do not have time

for. According to the administrators, certain factors

differentiate between the ways officers and POA's work with

- clients: cultural values, education and background. One

administrator remarked that most officers represent middle-
class values, and probably want clients to aspire to them.
The supervisdrs noted definite change as POA's learned
procedural aspects of the job, they gained confidence and
became less apprehensive. They recommended close supervision

be coupled with additional formal training to enhance this

trend.
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Officers! Difficulties with Supervision

The officers were questioned about bersonal or other
difficulties experienced in working with PoOA's
reported having no pbroblens,
areas of difficulty:

1) Frustration at the amount of tipme needed to

explain things.

2) Too much time taken up with POA's personal

problems.

3 i.c

) Frustration at repetition of material in records

4 L4

) POA “"goofed off",blatantly ~ officer had to set

limits,

5) Communication about work assignments not

followed.

6) POA did not put in enough time because of
attendance at school.

7) Officer resented having no choice in accepting
POA.,

8) POA caused a disruption of the officer's re-
lationship with clients; it was hard for them
to relate to two beople,

9) Officer had to consider the needs and goals of

the POA in making assignments.

POA Perception of Own Performance

POA's were asked if they thought they "hagqg what it
takes" to function in the same way as an officer Eight
men answered affirmatively. One of these pointed out that

3

although he had no diploma, he hag experience. Another saig
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he did function much in the same way. One POA responded '"don't

know," but he pointed out that he was doing just about as well as

an officer. Another said he "has more than enough," as he is

now "trained in psychology and agencies.,"

Two men answered yes with qualifications; one specified
"with limited number of cases." The other said he was qualified
with the exception of a degree, and was doing at least as well,
and sometimes better than an officer.

What tasks can the POA handle better than an officer?

Two POA's didn't know. One thought the POA ﬁay be able to
relate better to the client. Three thought it depended on

the individual, although one of these thought the POA could

recognize a “'snow job." Six thought the POA was more adept at

handling client contacts, especially in the field. One said

the POA can identify with the client.

Five POA's thought there were no tasks which should be

handled exclusively by professional staff members. Depending

on individual POA's, officers should supervise POA's., Officers
should handle the courtroom appearances because of their
training. Officers should make final review of paperwork and

make decision of major change in client's status as well as
J

obtaining pertinent information.

POA Perceptions of Officer Role

POA's were asked for their impressions of the probation
officer role, specifically if officers were effective in
providing assistance to clients. Seven POA's thought they

were effective and two made additional comments. One said
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the officers should have smaller caseloads, Another man

astutely observed that the officer has a difficult Jjob because

he n i
rust serve both as social worker and disciplinarian, and

he added that under these conditions they "do a hell of a

Job." (Presumably he meant “hell of a good Jjobn!)

Five POA's thought the officers were not so effective

One said they could be, but did not have the time. Two

others echoed this theme, saying it was impossible for the

officer to be effective, given the size of his caseload

One said the officer role was paperwork without much help to
clients unless requested.

' . .
Two POA's were Scathing in their comments about officers

One said that, while there was some kind of effect, most

officers were '"on a police kick rather than helpful social

kick," and "officers should try to help a guy-~-find job if
he needs it--officers spend most of time in office." fThe
other POA thought that most officers are not effective but

13 3
are "here to satisfy own needs. Effective officers only stay

up to three years." Officers should be "flexible: officers
H

should be in therapy, more turnover. "
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‘but six gave gqualified answers.

CHAPTER VIII

POCA IN RETROSPECT - EVALUATION OF THE EXPERIENCE

OFFICERS' POINTS OF VIEW

In a final interview, officers were asked toc make a compre-

hensive estimate of quality of performance by PCA's. Thirteen

officers reported that, in ‘general, their POA's were successful

in assignments given. None reported the POA as unsuccessful,

In one case, the POA's initial
interest seemed to wane, and communication problems began to
develop. Two officers reported mixed results. Anoiher officer

said that, although the POA wasn't equipped for the work,

eventually, after much time and effort on the officer's part,

he began to improve. Two officers said they didn't know

enough about the POA's work to judge his success.

Evaluation of POA Performance byvOfficers'Full—T;me POA's

Officers supervising full-time POA's rated as "very satis-
factory," the work done with 52.5% of clients assigned to them.
Work with an additional 35% of clients was rated as "satisfac-
tory'". Work completed with 7.5% of clients received a
"mixed" rating, i.e. officers were satisfied with certain

aspects and dissatisfied with others. Only 5% of POA perfor-

mances were rated as "unsatisfactory" and no officers rated

POA performance as "very unsatisfactory." Specific reasons

for both satisfactory and unsatisfactory ratings are given in

a later section of this chapter, Critical Evaluation of POA's

Cases.
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Officers Account for PGA Success

Responsibility for POA success was attributed

in part by

but a much

S1x officers to Personal characteristics of POA's

reat
g er proportion of the credit was given by other officers

to extrinsic factors. POA

life experiences were frequently

cited, a
» 4S5 was knowledge and use of community resources

it
y with lower-ciass life style, similar employment, and

volun
teer eéxperience. Several officers gave credit to POA

ex
perience gained in Phase T of poca through training and

sSuper
pervision. Other factors mentioned were ability to be a

behavi
avior, eagerness to get involved in the work, and puttin
g

in enough time.

Some officers attributed POA Success at least in part

to themselves.

One man mentioned accountakility on the part

of the
he POA as g3 factor. Seversal others saw effective super

visi .
ision as lmportant. One officer put it this way: ' "He

lear
ned what I wanted. He saw the case record as a whole."

Another man cited the relatlonshlp between the POA and

himself as g factor. One officer attributed success in his

POA to the tact he was assigned hon-problematic cases. It

is 1nterest1ng to note that in no case did offlcers attribut

POA failure to themselves, - -
A number of the officers mentioned facforsbwhich

detracted at times from POA success, Among these were lack
ac

e S G Sk i st e e e

of knowledge about human behaviecr, lack of experience
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over—identification with the client, 1gck of communication with
officew;'lack of initiative, inability to keep regular hours,
and insufficient time for the job. One officer said he was
unable to find tasks to assign.

POA's Account For Success

poA's were asked to describe the events and experiences
in their iives which helped them in working with clients. -
Nine POA's mentioned supervisory responsibilities in emplo%—
ment, or said that the nature of their employment was worklﬁi
with people. Five mentioned knowing the 1ife of the communi y
or ghetto, and having an appreciation of its hardships. About
half mentioned an interest in people and 2 desire to help.

Many of the men mentioned a wide range of other character—-
jstics, abilities, and experiences which were helpful. Among
these were the following:

1) Academic training in psychology, child development,

and social services.

2) Research training and work experience in court.

3) Chairmanship of a scholarship committee.

4) Management of a softball team.

5) Ability to talk easily to people.

6) '"Beilng black."

7)  Work with retarded children.

8) Curiosity. |

9) Employment as a building inspector.

10) "42 years of just living."

. 3 "
11) "Got rid of own hangups about authorlty.

b
v,
!
g
¢
¥,
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Original Support

When asked if an original supporter of POCA Phase I,

eleven officers said "yes," one said ''no," two had mixed feelings,

four declined to answer, as they were not employed in the

probation office at the time,

and one officer "didn't know."

Fifteen officers said they thought it would work, and one

thought it would not. Three said they had mixed emotions and

gave the following reasons:

1) "More problems than worth--idea of friend in
the community tried before, with mixed results-~"
no changes in opinion.

2)

Expectation of repercussions because ex-offenders

were used--~changed opinion~~later thought the

project was worthwhile. "Ex-offender POA's were

someone for clients to look up to."

3) Reasons were not specified, other than expression

of being unsure POA's could do the job, but later
he decided that POA's can do the job with super-
vision.
The officer who had not expected POCA to be workable did not
change his opinion. Among the fifteen officers who had
originally supported POCA and had expected it to work, a
number of different reasons were given for the expectation
of success, eg: experience with somethihg similar, the
results of POCA.
Twelve officers who originally supported POCA were
satisfied with the results for varying reasonsQ’ Typical ex-

amples are listed below:
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:£7 1) It would "confound the stigma and set an example 5;
‘% for disadvantaged people." o | ¢ - 3;
5%: 2) Another had specific problems in mind to give ' ﬁ(
?g« the POA, and was "su?prised at how helpful they 2) Another who vas disappointed in the outcome had
i% bave boen. ™ | - : , % considered himself originally one of POCA's
3) Two officers said POCA was "useful,” and "has Strongest supporters, having referred five or
worked," without specifying anything further. ‘}i Six applicants who were €ventually hired as poa's. £v 
4) A POCA Phase I supervisor said there was "no ;» He thought they would be Successful because they i'
ff‘ reason for it not to work." 1? had gone through the problems of an offender §}
I 5) One thought it worked and was generally accept- ‘ themselves, but he later concluded that they
able to professional staff because the man ; fi were still quite immature.
"Before"

and "Aftepr'" Impressions

originally selected as director of POCA was

When Phase IT ended,

singularly successful. However, he left staff officers were asked to recall their

: impressions ' .
before the project began. , I of POA's before working with them, and to indi-

cate whether or not they were confirmed

jg? - 6) Three officers thought POCA provided much need- Table 37 shows a

comparison of "pefore'

. . . . ! s
ed auxiliary supportive services. and "after" impressions,

7) One thought it was important to involve others

in working with people.

fif 8) One thought the system quite useful with full-

time POA's.

9) Another saw much potential in using indigenous

non-professionals because they have certain

life experiences which make it somewhat easier

for them to understand problems of the cliients,

Of those who had originally given suppbrt, three
officers had changed their mind by the end of the year
for the following reasons:k |

1) One found it less helpfui than originally hoped

in black .neéighborhoods, and was disappointed.

=134~
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10.

11.

13.
14.
15.

16.

17.

TABLE 37

OFFICERS' "BEFORE'" AND "AFTER" IMPRESSIONS OF POA'S

BEFORE AFTER

Expected their role to take 1. Confirmed - no change -
only motivation and interest. they were interested.

No impressions. 2. Valuable asset - good.

Help with various duties in 3. Can do more than

supervision. initially thought.

Would all or mostly be ex- 4, Not so.

offenders.

Have high rescue fantasies. 5. Rescuers with good in-
tentions.

Become authoritarian when 6. Confirmed for some.

helpless,.

Very good in direct contact, 7. ?

more pragmatic in problem

solving.

Depreciation of profession- 8. FEager to learn from

al. ‘ officers.

Not professional but mature 9. Confirmed,

with HS education.

Would have time to devote 10. Not enough time.
to project.

Trained to know job. ‘ 11. Not borne out.

Better able to work with 12. Not borne out.
minorities. ‘

Provide supplementary ser- 13. Confirmed.

vice.

Aggressive and uninformed 14. More wise about '"system'

about "system'. than expected.

Helpful, positive, young. 15. More helpful than
o ' ‘ thought, mature, older,
reliable.
Had no idea. 16.
Not universityvtrained, . 17. As expected.
-136-
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comment, and another stated that “"POA's

TABLE 37 (Continued)
BEFORE AFTER
18. Desire to hel
do aosy! b people and 18, As expected.
19.

Difficulty setting limits. 19. As expected

20. No idea. 20

Progress in terms of

definition of respon-
sibility.

Conclusions from Experience

The i i ’
officers were asked to give opinions in a number of

areas: using paraprofessionals,

value of full-time position,

h » - . .
iring former offenders, and importance of paraprofessionals

and clients having similar background.

A. Using Paraprofessionals

Nine officers‘expressed a positive attitude and thought

the practice should be pursued. Several gave reasons:

1) Gives officer more time to work.

2) Can take place of officer in some tasks and
perform additional tasks.
3) More service to clients.

4) Communication with community.

One man pointed out that a possible disadvantage could exist
if POA's over-identified with clients,

One officer made no

are only as good as
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Two officers were negative about POCA, but

their training."

L nt
both conceded that POA's might prove very useful under differen

conditions.
B, Full-Time POA'S |
Ten officers favored employment of POA's on a full-time
basis, and gave a numbexr of reasons:
1) Part-time POA's are too involved in their regular
jobs. |
2) Part-time POA's are a waste of energy.
3) The officer has greater opportunity to develop
skills and closee relationship with full-time
POA's.
4) More time equals more services.
5) Full-time POA's are more accessible and can assume
more responsibility.
Although preferring full-time POA's, two of these officers

i re in-
gaw some value 1in using part-time men. More people a

as that
volved, hence more variety, was one reason. Another w

using a man part—timekafforded him an opportunity to decide

if this work appealed to him, without making a major change

in employment. One officer preferred part—timé POA's, and an-
other preferred no POA's at all.

¢. Former Offenders

When asked for their opinion about the use of former
offenders as POA's, eight officers said that it did not make
| int , 1d
any difference, and one of these pointed out that they cou

possibly be betterithan'non-offenders. Three officers favored

uéing ex~offenders, giving the following reasons and qﬁalifica-
tions:
1) They have the experience of having been through
the correctional system.
2) No problem exists in using ex-offenders if it is
not romanticized, although additional responsi-
bilities are imposed on the staff.
3) Their use is positive and constructive if they
are mature enough.
One officer thought there was no need to use former offenders
but the final decision should be based upon the individual.
Two officers were against their use. One stated that, "if an

individual has a poor background or character, he is in no

position to affect the lives of others."
D. Similarity of Background

When asked if they thought that POA's should have
backgrounds similar to clients, four officers thought it
made no difference, although one said that it provides some

rapport. Five officers favored it with the following
comments and qualifications:
1) Good if POA is not an offender.
2)  Good if POA does not over-identify with client.
3)  Advantages are insight, trust, and understand-
ing; a possible disadvantage is’romanticizing.
4) Can "talk the language.'
Three officers did not favor hiring POA's from background
similarkto clients. Two said it was not an advantage or

asset, and one saw s0me~disadvantages in that "objectivas
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(presumably of persons from this backgrouhd) are not accepted

by society."

Critical Evaluation of POA's Cases

The officers were asked to make specific criticisms of
POA work. In the first half of Phase II, no criticisms were
made on 96 cases (or 67%). This increased slightly in the
second half to 78% (or 59 cases). Thus, the number of
criticisms were generally small and seemed to relate mainly
to POA characteristics., 1In the first half, POA's on six
contacts (or 4%) were criticized as "failing to follow
through" or "lacking initiative.” On six contacts (or 4%),
POA's were considered "overzealous" or "taking too many
risks.!" 1In three cases (or 2%), the officer thought '"too
much time was spent"™ by the officer and POA, and in 23
cases (or 16%) nothing was dindicated. 1In the second quarter,
on four contacts (or 5%) POA's were seen as "overzealous,"
and on four others they were seen as "gullible - taken in by
the client's excuses."

Positive Comments

No positive comments were niade on 26 cases (or 18%)
in the first half of Phase II and 18 cases (or 24%) in the
second half. POA's were seen as giving a "good performance
and conscientious" on 33 cases (or 23%) in the first half
and eight cases (oxr 11%) in the second half. 1In the first
half, they "“completed the assignment'" on ten cases (br 7%)
and in the second half 18 cases (or 24%). 1In the first

half, nothing was indicated for seven cases (or 5%), and
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_ although, officers again tended to rate POA?

in the same number of casgesg POA?

S were counsidered to have

"e E ] 3
valuated the situation and/or client bersonality weltl,"

the fi4 i
irst half, in 27 cases (or 19%) the POA was seen as

"persi ) .
persistent; following through; making extra effort," and
H

this
comment was made for 21 cases (or 28%) in the second

half, i i
In the first half, in 24 cases (or 17%) roA's were

thought to ! "
1ave "good rapport or relationships," but this

comment wa i
S made in only four cases (or 5%) in the second

half. ] i
In the first half, in six cases (or 4%) and in four

cases (or 5%) in the second half, PO's commented that POA's

" . . P
assisted in rehabilitation or employment, and were helpful
) ualL.

Rating of poA Work Efforts and Accomplishments

Both officers and POA's rated the work of POA's along

tw » - - >
0 dimensionss the results of contact (Table 38) and the

qgallty of POA's performance (Table 39). These two dimen

sSions were gi i i i
given since in many situations POA attempts may

mini i
nimal. Concerning berformance ratings,

rate PDA!

officers tended to
S higher in the first Six months of Phase IT than
POA's rated themselves. However, officer ratings of "Very
Satisfactory" decreased somewhat in the secohd SiX months
s

Wher ' i i

eas those by POA's in this category increased However
P - - | | ' ,
1ew negative ratings are made by either group

Concerning results, officer and POA ratings are similayr

S higher than dig
POA's, themselves,
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Results of Co

Table 38

ntact as Rated by Officers and POA's

B. Ratings by POA's

A. Ratings by Qfficers

Total
" + 6 mos 2nd 6 mos
6 mos Total 1s
1st 6 mos 2nd %_‘ o % No. 9  No. % No. %
. No. % No. &© : = - 37
Rated 5: ,, 65 17 22 110 50 66 33 53 42 119
1. Very Satisfactory o3 7 46 37 140 42
. 33 23 44 38 77 35 o4 &
2 Satisfactory 3 6 5 23 7
* 13 6 17
5 3 8 11
4 5
4. TUnsatisfactory 2 . 1 4 2 1 1 5 2
1 1 3
| 5. Very Unsatisfactory 20 5 10 5 9 7 19 6
i 3 11
N . 9 7 2 —_— —
ed —_— —
L}j 6. Not Indlcat s —— ——— 00% 125 100% 326 100%
= 220 100% 20 100%
144 100% 76 100%
7 o ) / . 2 s s
Table 39
POA Performance as Rated by Officer and POA
A. Ratings by Officer B. Ratings by POA
1lst 6 mos 2nd 7mos. Total 1st 6 mos 2nd € mos Total
Rated As: No. % No. % No. % No. % No. % DNo. %
1. Very Satisfactory 93 65 25 34 119 54 75 37 75 60 150 46
2. Satisfactory 43 29 41 54 84 38.1 106 52 43 34 149 46
3 Mixed 6 4 8 11 14 6.4 9 S 2 2 11 3
4. Unsatisfactory 1 1 0 0 1 0.5 3 2 1 1 4 1
]
E 5. Very Satisfactory ©0 0 0 0 o o o o0 o0 0 6 0
/ _
8. Not Indicated 1 1 1 1 2 1.0 8 4 4 3 12 4
144 100% 76 100% 220 100% 201 100% 125 100% 326 100%
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Critical Evaluation of Program By Officers

The officers were asked to evaluate the POA program
commenting on both negative and positive aspects. The negative
criticisms fell into two greaps: those related to program
structure, and those related to POA's themselves., Many points
made here are repeated in response to other questions, for
example recommendations. The repetition is allowed to remain
for emphasis.

Related to program structure were the folliowing:

1. Professional staff officers should have been

asked to participate in project design, screen-
ing, and training of PQA's;

2. Officers should have been given background on
the men;

3. POCA goals, criteria, and objectives were not
made clear;

4, Improved communication between action director
and staff officers was needed;

5. Coordination of approach used in individual
POA~officer teams was needed;

6. Officers should have a choice of POA;

7. Research aspect of POCA interfered with maxi~
mal use of POA's by demanding too much‘repdrt—
ing.

Related to the POA's were the following criticisms:

1. Supervising the POA's took too much time, a

recurrent point;

=144~

33
Rt S

b

ey

2. Part-time bPoA!

s did not put enough time into

the job, possibly because of other employment
commitments;

3. Womgn POA's are needed;

Higher literacy requirements for POA's are

needed;

5. Some POA's "gig not perceive the subtleties

of manipulation";

6. POA's "couldn' k
t relate any better than officers';

7. POA was more uneasy in "bad areas" than the

cfficer,
Many of the positive comments were non-specific, e.g
’ o

1t 3
gcod thing," "worked out well," "helpful," etc Specific

comments included the following:

1. Use of indigenous people is workable;

N

Part-time is adequate;

3 Increase in service to clients;
4. Relief of work pressures;
5

1
POA's become meore deeply involved in clients!

family problems;
6. \Very practice—oriented;
7. Phase I Supervision close, direct, good;
8. New inroad for indigenous person and former

client into correctional process system
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PO&‘Potentgal

Tha officers were asked whether they thought POA's could
yeach a leval of competence equal 1o that of a professional

"gtaff otficer. Two officers answered with an unqualified

no" without explanation, and three others responded "no",

pbecause POA's were hampered by lack of academic training.

Only two officers answered "yes." The rest of the answers
were affirmative with qualifications. Some thought it poss-
ijble for certain POA's, and others thought it possible for all
POA's to attain professional competence under certain condi~-
tions, i.e., training, education, experience, and adegquate
supervision.

Eight officers affirmed that the jnvestment of time with
POA's in providing instructions,‘advicé, supervision and
reinforcement had been worth the return. One commented that
in addition it was "worth it to the client." One officer
ngidn't know," and added the comment that "part-time POA's
can't be worthwhile.” Two officers replied "po'" with no
qualification, and two others thought that, while the invest-
ment of time did not pay off in this case, nonetheless, it
was possible thap, after lengthy experience, it would be
worthwhile.

POA'S POINTS OF VIEW

Initial Expectations

POA's were asked in a final interview to recall their
initial expectations of POCA, and to report on the quality

. of supervision received in both phases of POCA. Seven men
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reported tha
p d that Phase II had lived up. to their expectatiohs of

t °
hese, three had expected much the same thing as in Phase I

One had anticipated a greater range of cases Two had

as i i
sumed they would investigate problems of current interest

and assistance to the officer. For one; it had been more

wor
k than expected, although the work was similar to Phase I

Five ¢ i i
men gave affirmative but qualified answers listed

below:

1. hoped for more challenging assignments;

2. i
expected PCA-client relationship to be similar

to Phase I;

3. disappointed when career ladder failed to

materialize;

4., i
expected it "to be more fulfilling'" in that "other
things should have happened" (these went un-
.specified);

3,

program should have been more advanced with
POA's given a caseload.

POA Estimate of Client Perceptions

POA!
A's were asked to make an estimate of how the officer-

PO i i i
A combination was viewed by clients. They reported that

i £y ‘ |

n 57 Phase II first-half assignments (or 28%) and 32

s - i ’ .
econd-half assignments (or 26%) they thought the client

saw them as '"checkup workers." In 50 first-half assignment
g s

(or 25%) and 40 second-half assignments (or 32%), the POA's

-

thought they were seen as "law enforcers." They thought

th i
ey were seen as a “friend and helper with problems' in 61
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ig
e) BSeeing officers in a different light and being '?
L
encouraged to get an education; (This POA was
. : ~a former offender.) 4
* d-half assign- P .
. i ts (or 30%) and 16 secon « . . .
first-half assignmen & f) The "working relationship' best which was 1
:ent was not seen in 17 first-~half assignments , i ® P A
ments. = The client wa : & established over many visits. ¢
, ~half assignments (or q :
. ¢ 99%) and.33 second ; Th 1 . i
(o % ( - iod the degree to which they sav ; g) e overall work and experience. I
Part-time POA's 1ndica - 8 Concerning Phase II the men liked: ne
d by the client. A separate rating was ] ' ' **
themselves accepted BY . Table 40, on . a) Being "on the inside," where there were more g
. 1ient. As can be seen in ’ 3 S
given for each ¢ L ; resources. b
d in a positive : i
. ! themselves as accepte : B
most occasions, POA's Sav ~ b) Investigative tasks. e
way. c) Freedom to use own tools and judgment. ﬁ%
: 8 d) Having access to more clients. i
Table 40 8
s e) Helping people.
Clients cRE
. 1 view of Acceptance by :
part-Time POA'S ; £) 1Involvement with whole cases.
. d i '
glriz 26322 © Total 8 g) Exposure to all phases of probation and super-
mos . . 3
No. of
: No. of No.of ients % vising both whites and blacks.
Acceptance Rated As: clients % clients % Clients /o : : g '
- 100 50 53 42 153 47 4 h) Freedom and degree of independence allowed.
1. positive .
P ) 6 3 6 ) 12 4 . i) Visiting a penal institution and making field
2. negative 9 25 20 69 21 4
3.  fair :ﬁ i5 . . 36' 11 . visits with an officer.
4. no indication 8 34 27 - 51 15 4 ADMINISTRATORS' AND SUPERVISORS' POINTS OF VIEW
5. client not seen 17 5 9
Cnown 4 ) 1 1 — '“—f; General Comments
6. unkno —_ - 100% ~
100% 326 »
S | 191 100% 125 P & The administrators of the Chicago U.S. Probation Office

j PO '
J

d most about each of : ﬁ- had originally expected. It seemed to them that POA's were
: joyed m :
POA's were aSked what they had e€njoy : a1

able to communicate better with members of minority groups

the phases of POCA. In Phase I, the men enjoyed:

A and were able to make field visits more often. The main
a) Group meetings; , ’ 3

advantages cited were familiarity with clients’ neighbor-
b) Helping people; ;

o O

ships more easily with clients, who are struggling for social
own cases;

18 3 ik, o e

0y

d) Nothlng apout the Phase 1; : e

~148- | | ‘i;




existence. The administrators were of the opinion that with
an adequate amount of formal education and experience, the

majority of POA's could attain a level of competence equal

to the probation officer.

Reaction to Implementation

Probation office administrators and‘supervisors reported
that the officers' reactions were mixed to implementation of
the POA role. Some officers were supportive of PQCA, but
others remained skeptical. The administrators and super-
visors thought that officers saw implementation of position
either as-a threat to job security or as contributing to

lowering of professional standards. However, it seemed that

as officers worked with POA's and developed relationships,

the opposition apparently disappeared. Ever though a
small number of officers did not use POA's, the administrators
thought that most of them were impressed by the POA"z per-

formance. When asked to suggest changes needed to implement

the POA position into the U.S. Probation Service, both

groups agreed that officers should be directly involved: in

making decisions related to the POA program, for example,

how POA's will be used and how the program will be implemented.

All administrgtors and supervisors reported a‘positive atti-
tude toward the use of POA's throughout the project. They
also reported that the federal judges were interestgd and
supportive of POCA, bhut non—profeSSional staff‘members, i.e.
thekclerical staff did not seem to have any reaction;vas they

e

were nof‘directly affected.
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CLIENTS' POINT OF VIEW

A sample of thirty-~

POA caseloads and interviewed. Of these, seven had worked

rimari . . .
primarily with officers, eighteen with both officers and

POA's an i i
d six with POA'g, Consequently, for comparative

ur i
burposes, the middle group, those who hag experience with

both, constitutes the most interesting group

0 . .
ne question dealt with client preference concerning

n n C u ) s

refer i
ol an officer or POA to appear in court with him? As can

be i
Seen 1in Table 41, approximately one-third of the clients

M g

of
the total would prefer a POA. Only those who have worked

TABLE 41

CLIENT PREFERENCE FOR KIND
OF WO
TO ACCOMPANY HIM TO COURT IR

Clients Seen Primarily By

Reported Of £4
> ' icer Bot
reference: No. Pet. No, hPct. No EQ& Pect
Offi | | ‘
POAlcer 4 57% 3 17% 1 17%
{s]
Either ; ;;7 . o ) o
, . 7 39
Don't Know 2 299% * . i
| - - 1 17%
7 100% 18 1009 6 100%

Primarily with officers would prefer officers to appear in

court.

Major differences seen between officers and PCA's are

e ,
Dumerated in Table 42. It is quite surprising that the
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majority of the clients could not verbalize a difference between

the two, except that POA's were somewhat "easier to talk to."

TABLE 42

DIFFERENCES BETWEEN OFFICER AND POA
AS REPORTED BY CLIENTS

Client Seen Primarily By:

Qfficer Both POA
Reported Differences No. Pet. No. Pct. No. Pct.
Race 1 14% - - - -
Officer More Experienced 1 14% 1 6% -~ -
POA Easier to talk to - - 4 22% - -
Personality - ~ 1 6% 1 17%
Age~Life Style - - 1 6% 1 17%
POA Devoted . - — 1 6% - -
None 3 43% 8 44% 1 17%
Don't Know 2 29% 2 12% 3 50%

7 100% 18 100% 6 101%

In Table 43, client degree of satisfaction is indicated
for both officers and POA's suggesting that little difference
was perceived between the two. In contrast, when clients were
asked "Would you rather be supervised by an officer or POA,"
the majority either indicated no preference or indicated

no preference for a POA. These data are presented in Table 44,
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CLIENT SATISFACTION WITH PROBATION OF¥

Satisfaction:

Very Satisfied
0K

Not Satisfied
Don't Know

Satisfaction:

Very Satisfied
OK

Not Satisfiedq
Don't Know

TABLE 43

ICERS AND POA'S

OFTFTICERS
Clients Seen i i
Officer Bgiﬁmarlly = PoA
No. Pet. No. Pct, No. Pct.,
5 71% 7 389, - —_—
2 299% 8 449 1 17%
- - 1 6% - —~—
~ —_ 2 129% 5 839%
7 1009% 18 100% 6 100%
PROBATICW OFFICE ASSISTANTS
Clients Seen Pri i Y
Officer Botilmarlly ByPOA
No. Pct, No. Pet. No. Pct
- - 8 449 1 17%
—-— 8 449 4 66%
1 14% 1 6% 1 17%
6 86% 1 6% - -
7 100% 18 1009, 6 100%
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TABLE 44

CLIENT PREFERENCE FOR SUPERVISOR

Client Seen Primarily By

Officer Both POA
Preferred: No. "Pet. No. Pct. No. Pct.
Officer 2 29% 1 6% 1 17%
POA 0 - 9 50% 2 33%
Either 1 14% 8 449 - -—
Don't Know 3 43% - - 3 50%
Depend on Individual 1 14% - - - -—

7 100% 18 100% 6 100%

Clients were also asked about similarity in background
between POA's and themselves. Responses are reported in Table

45, Surprisingly, the majority of clients,. including those who

TABLE 45

SIMILARITY IN BACKGROUND BETWEEN CLIENT AND POA
AS REPORTED BY CLIENT

Client Seen Primarily By

Officer Both POA
Reported Similarity No. Pct, No. Pct. No. Pct.
Both Black 29% 3 17% 1 17%
Both Construction Work 1

13% - - - -

Both want to do some
good - - 1 6% - -

He converses well - - 11% - -
Both from ghetto - - - - 1 17%
Musical taste and age - - - - 1 17%
No similarity 2 29% 12 66% 3 49%
Don't Know 2 29% - - - -
7 100% 18 100% 6 100%
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were seem primarily by POA's, indicate no Similarity. 'This of

our . s o .
course, is of Significance, since this was a major objective

of the project. The rationale for the use of paraprofessionals
as individuals with whom clients can readily identify is not
supported by these data. It may be that this lack of

identification is a function of the topographical field, i.e
.e.,

corrections.

Questions were also asked about the topics of conversation

during visits, as well as the services provided by the

probation office. With regard to topics of conversation,

clients reported various ones for both officers and POA's

(Table 46). As can be seen, in general, there appears to be

no significant trend, the major topic being General Supervisory.

POA's, however, were reported to engage in slightly more gen-
eral conversation and discussion about specific problems. With
regard to specific problems, clients reported service in a
variety of areas, presented in Table 47. It was pointed out
earlier in tables in this chapter that of the sample of
thirty-one clients, seven clients said they were seen primarily
by officers, six by POA's, and eighteen were seen by both.

In Takle 47, each of these three groups is examined separately.
In Table 47a, for example, some clients said they received help
with more than ogne problem area. Altogether the seven clients

made eighteen responses.
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TABLE 47a
TABLE 46
‘ , PROBLE
CONTENT OF CONVERSATION DURING SESSION AS REPORTED BY CLIENTS BY S%VggEéiIgﬁgnggngogﬁgDGé¥gg g?F?gggﬁTED
! V]
' a. PROBATION OFFICERS
, ' . . % of 18
L Client Seen Primarily By GOT HELP WITH: No. of Clients| % of Clients| Responses
Officer Both POA ;
Reported Content: No. Pct. No. Pct. No. Pct. ¥ Get Job 3 439 15%
1 Famil ' :
General Supervisory 4 57% 10 56% - —— I ?ml y Problems 2 29% 11%
Specific Problem 2 29% - - 1 17% Drinking Problems 1 149 6%
Reports - e 3 17% - - ' Money Problenms - —_— -
General Conversation 2 29% 2 12% - - 1 .
"Nothing Appealing" - - 1 6% - - i Stay on Job 1 14% 6%
4 Medical Prohlems 1 14
8 16 1 % 6%
Problems with Wife 1 14% 6%
5 Drug Problems - _— —
b. PROBATION OFFICER ASSISTANTS )
; Police Problems 2 29% 11%
Client Seen Primarily By ‘T Legal Problems 2 299 119
Officer Both PoA | °
bl Reported Content No. Pct. No. Pct. No. Pct. - Conditions of
o T 1 Supervision 4 57% 229,
General Supervisory - ~ 15 83% 5 83% B .
- 5 Nothing 1 14% 6%
Supportive 1 14% 1 - 6% - -
e ns Other - ——
Specific Problenms 1 14% 4 22% 2 33% -=
o Reports - - 3 17% - -— —_ _
§v~ General Conversation - - 5 27% 2 33% 18 100%
0 2 28 9 J
e 2 Number of clients represents those receiving help in a specific
5:7 ; area, for example, three out of seven clients or 43% were
5_ 3 helped with employment.
P §
P i
=
o | _156- Coy -157-
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TABLE_§7b
PROBLEM AREAS WHERE HELP WAS GIVEN AS REPORTED i tn Table 47b, eighteen clients who worked with both officers
BY EIGHTEEN CLIENTS WHO WORKED WITH BOTH OFFICERS AND POA'S * and POA's indicated the kind of help received. From
Mainly From Officers Mainly from POA's fﬁ officers they received mainly help with employment and
No. o % of %egf 13 No. of 4 si : %eff 13 | fﬁ conditions of supervision. Help received from POA's

GOT HELP WITH: Clients | Clients | sponses Clients | Clients |sponses iy mainly, was over a greater range of problems as well as :
Get Job 5 27% 38% 3 17% 10% :f | more frequent. In Table 47c, two of six clients who re- 3
Family Problems 1 6% 8% 3 17% 10% %i ’ ceived help primarily from POA's also received help from %i
Drinking Problems - _— - 1 6% 3% ‘ officers. There were fourteen indications of help from ’
Money Problems 1 6% 8% 1 6% 3% i[ POA's. The major areas were help with conditions of super- ?f
Stay on Job - - — 3 17% 10% ;1 : vision, and employment services. There was a scattering of |
‘Medical Problems - -- - 2 11% 6% ?' services in other areas. :
Problems with : ' ;;

Wife - - - 2 11% 6% ; g;
Drug Problems 1 6% 8% i 6% 39, a
Police Problems | - -m -- 3 17% 10%
Legal Problems - - - 3 17% | 10% | |
Conditions‘of

Supervision 5 27% 38% 9 50% 29%
Nothing - - - - R _—
Other - - - - - -

13 1w00% | 31 100% ~

* Four clients (22% of sample) reported no assistance from either

officer or POA. '
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TABLE 47c

PROBLEM AREAS WHERE HELP WAS GIVEN AS REPORTED
BY SIX CLIENTS WHO WORKED WITH POA'S PRIMARILY

Got Help With:

Get Job

FaMily Problems
Drinking Pfoblems
Money Problems
Stay on Jobr
Medical Problems

Problens
with Wife

Drug Problems
Police Problems
Legal Problems

Conditions
of Supervision

Nothing

Other

Supplementary Help
From Qfficers

Mainly From POA's

% of

_ . of
No. of | % of Re- No. of | % of Re~-
Clients| Clients| sponses Clients; Clients | sponses

- — - 3 50% 22%

- - - 1 17% 7%

1 17% 50% 2 33% 14%

- —_— == 1 17% 7%

- - — 1 17% %

1 17% 50% 5 83% 36%

- ~— - 1 17% %

2 100% 100%
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The final question explored client preference with regard
to staff, to help them with specific problem areas. Clieﬁts
who worked primarily with officers could not state a prefer-
ence, since they did not know POA's, which was also true of

the group who worked primarily with POA's. This latter

group more or less divided their responses between the cate—

gories officer, either, and POA. Most interesting is the

group who worked with both, the data from which is presented

in Table 48,

R R G R L L

The totals exceed the number of clients in the

sample (31) because some clients reported several problem areas,

with which help was given.

_161_



CHAPTER IX

TABLE 48 RECOMMENDATIONS AND FUTURE TRENDS

CLIENT PREFERENCE AREA OF ASSISTANCE PROBATION OFFICERS' RECOMMENDATIONS

In the final interview officers were asked to make

PREFER OFFICER | EITHER PREFER POA f7 recommendations and suggestions in five areas: selection of

HELP WITH: giieﬁﬁs %12£nts ‘ggiegis %1?£nts giieﬁfs %1?£nts . El POA's, PrOg?am changes, training for POA's, initial assign- |
Get Job 9 12% 5 299% 10 59% ;ﬁ ments, and supervision. These areas are discussed success- ii
Family Problems 5 | 33% 2 13% 8 54% }' %vely. f;

; : : : ‘ 1. Selection ;
Drl%ﬁéggems 1 11% 2 22% 6 67% The officers were asked what criteria would be useful
Money Problems 2 12% 6 38% 8 50% to them in selecting new POA's. Their responses. can be
Stay on Job 1 6% 5 - 29% 11 65% k! grouped into a number of categories:
Medical Problems 1 : 6% 5 29% 11 65% gr a) Personality characteristics, both intrapersonal
Pro%iggs with 0 18% 3 27% 6 559% ; and extrapersonal.
Drug Problems 4 31% 3 23% 6 46% : : b Lite ?xpefiefces' '
Police Problems 6  36% 5 28% 6 36% | ©) Behaylor tn interview.
Legal Problems 5 209, 4 249, 8 47% i d) Level of education.
: { e) Miscellaneous, i.e., interest and time.
Congigiggisgin 3 18% 7 41% v 41% % a) Personality Characteristics
bNothing - - ._'> - = - | Among the intrapersonal characteristics mentioned were
Other - -= = - - T ’ 4 self~confidence, maturity, stability, good judgment, hope-

eg;— ~z;— ‘g;* ful outlook, patience, warmth, well-integrated personality,

understanding, intelligence, desire to be helpful; etec.
It must, of course, be kept in mind that this is a composite
of suggestions by twenty officers. Any individual found to

possess all these characteristics would be ripe for canonization!

-
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Extrapersbnal characteristiés'were thosé of relationships
with others. Among those considered relevant were the follow~
ing:

1) Sensitivity to the needs of people.

2) Awareness of how needs can lead pecple to

criminal behavior.

3) Non—judgmental attitude toward those involved

with the law.

4) Respect for other people.

5) Reality-oriented in expectations of self and

others.

6) Ability to work comfortably with those more

highly educated.

7) Ability to establish relationships and

communicate with client population.
As with most of these characteristics which are qualitative
in nature, it would be very difficult to establish criteria.
by which they might be defined and recognized, upon which a
number of people could agree. Fortunately, other categories
suggested submit more easily to objective definition.
b) Life Experiences

In the area of life experiences, several officers
recommended that POA's have experience in public contact
work with social services strongly preferred. The officers
were divided in opinion on the subject of criminal record,
although oniy a few expressed an opihion. One was firmly

against hiring ex~offenders, one thought a record unnecessary

~164-

to becoming a good POA and three or four saw the record as
helpful., One officer‘wanted an ex~offender applicant to
present evidence of five years good record in the community.
For Phase I of POCA, only one year in the .-community follow-
ing supervision was required.

Several officers noted fhat most POA's should be mem-
bers of minority groups, as they had been most helpful with
clients from minority populations. A further criterion in
this area cohsidered important by most officers was expressed
in a number of ways. Essentially a POA must be familiar
with the lifestyle of the urban poor, the hardShips and
deprivations found in urban slums, and bekable to go about
freely in those areas. Other experiences mentioned as uséful
were involvement with community organizations, familiarity
with operations of the legal system (though not nscessarily
through personal experience), acquaintance with "pressure
points' in a community or neighborhood. One very optimistic
officer wanted POA's with no personal problems. |
c) Behavior in Interview

A number of officers indicated that much significance
should be attached to POA's behavior while being interviewed
for the position. Some saw this time as an opportunity to
learn about the POA's perceptions of treatment and client
supervision. Others wsnted to make observations about his
personality characteristics and the ease with which he

handled himself in this unfamiliar situation,

11
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d) Level of Education

The officers also attached considerable significance to
education, not so much to the level attained (although one
officer wanted the POA's to have two years of college) but
to the skills acquired. Those mentioned as important were

literacy sufficient to understand material in files and to

write reports of one's own work, ability to speak one's ideas

clearly. Office skills were mentioned by one man and another
said that education was not a factor.

2. Program Changes

The officers were asked to suggest any changes which
they Would make in preparing the ppofessional staff for POA
implementation. The changes recommended can be divided into
four categories:

a) Communication

b) Information

¢) Supervision

d) Structure
One officer thought that accepting POA services should be
optional. Three officers wanted no changes made.

Those officers who wanted changes were ﬁearly unanimous
in recommending improved communication both between officers
and’POA's and between POA's and POCA staff, One man thought
that officers should be asked to participate in decision-
mekihg. Another thought that more comprehensive information

on POCA should have been made available, making goals and
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instruments explicit. Most officers stated that frequency of
communication with POA's had to improve.

Many officers wanted more information about POA's accom-
plishments and capabilities. One thought it essential to
learn what POA's are comfortable doing. Another wanted
initial meetings for officers to discuss POA capabilities
and how to use them. A third man thought that officers should
have complete information about POA’background and criminal
record, if any. Several officers simply mentioned that staff
should be given "orientation'" to use of POA's.

A number of officers mentioned wanting help with super-
vision of POA's. Several said they did not have enough time,
and one recommended increasing the use of group supervision.

Changes in structure was the recommendation ofvseveral
officers. One wanted to 1limit the POA role through orienta-
tion. Another wanted to leave many areas '"open-ended"
because of the variety of officers. A third thought the
program was too "open-ended" and that there should be more
structure,

The administrators and supervisors listed the following
criteria as useful in selecting new POA's: ability to relate,
possession of sound judgment, similarity to client in
cuitural backgrounds, awareness of others' needs, maturity,
ex-offender'status, and patience. They further recommended

that women applicants be considered for the POA position.
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3. Training

| Further content suggestions included the following:
Pgobation officers were asked to make suggestions about ¢) Provide information about tﬁe>meaning of probation
the kinds of training which the office should provide for | and parole, the legal concepts Luvolved. sad. the ﬁ
' POA's. These can be divided into twc groups: content and él Laws most commonly violated. ?
structure-procedure. Among the content suggestions were the ‘ d) Teach elements of human behavior and various f
following: ' J methods of working with people and their 54
a) Administrative matters: allocate and acquaint 5 problems, i.e., social casework, psychotherapy, éu'

trainees with use of office space, equipment, and provide POA's with a simple conceptual

supplies, staff time, i.e., supervisory and model for treatment and familiarity with fre-
secretarial, and provide information about

LSBT NERRE SR ST

quent case problems.

salary, vacation and sick leave, office hours,

SERL LS

RS £
3

ARSI
BT SR S

e) Provide opportunity for POA's to explore their
travel reimbursement, etc. :

own levels of sensitivity and to learn how to

b) Scope of job: role and tasks for POA; use of help others express feelings, learning to be

R N R R U ORI S

written records, correspondence, and reports understanding and assuring to clients, and
¥ﬁ3a and how to prepare them; investigation and sur- accepting in the sense of being non-judgmental.
. veillance; expectations of judges and Parole Structural/procedural suggestions covered a number f

Board. In connectlon with learning scope of areas:

job, some excellent suggestions were made: a) Training should be divided between formal or

?”f 1)  Provide some kind of positive court classroom (e.g., ten to twenty hours of class— i
) , o L
experience for ex~offender POA's. o room training and one hour per week of :

yle s for training new . . . . .
2) Use as sample case ; g in-service training), and on~the-job with

POA's the records of other POA

own case task assignments.

involvement in various kinds of b) Supervision through both groups and individual

assignments. contact with officers.

L | | L . . P
oot : 3) In both training and supervision, us c) Classroom or group training should include 3

the men's own work as a teaching de- both formal instruction and discussion.

vice.
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Have one person in charge of POA orientation

and training who is not burdened with too

many other responsibilities. Recommendations

were made regardiﬁg training materials:

| 1) Use wvisual aids; prepare a POA

manual with ber%inent material
contained therein, e.g., sample
reports, letters, lists of
community resources, cffice policy,
personnel regulations, give list
of recommended readings, and make
materials available. (One officer
advised against such a manual.)

2) The officers recommended that

supervisory conferences be frequent

(weekly), be scheduled, and be

conducted both individually and

in groups.
Two other general suggestions were made which have a bearing
on all training and supervision. The officers warned against
over-training POA's, and recommended that one thrust be to
impart to POA:S a sense of themselves as an ihtegral‘part
of the office.

The officers also indigated some areas of training which
they themselves wanted to provide the POA's. Two officers
thought nothing further was needed. One stressed officer
and POA spending time together to ﬁbreak the acceptance
barrier. He is (the) assistant. We are partners." The
major area mentioned was instruction in casework techniques

and procedures. These included the following:
-170~

=TS

Fise

. D T

a) What is each assignment about? Why do it?

b) Ways to do assignment.

c) Determining client needs and goals.

d) Classifying a caseload.

e) Giving instructions which can be generalized

to other cases.

f) Training POA case by case.

One officer thought it important to show both successes
and failures. Another wanted to ask POA's to take some
courses, e.g., theoretical courses in social work, if they
have had no academic training. A third thought that dis-
cussions with veteran POA's and with the supervising officer
about job impressions would help. Several officers were in
favor of having POA's try a variety of tasks to find the
areas in which they are most effective. Others recommended
that POA's observe them conducting client interviews both
in office and field, followed by discussions, after which
officers would observe POA's conducting interviews. One
officer thought it might be possible to determine with what
client group the POA is most effective through these obser-
vations.

There were some areas of training which the officers
thought should be provided by the office. These included
familiarity with community resources, court and office
procedures, reading materials, etc. This was intended as a
continuation of material presented in orientation and train-~

ing, not as a repetitious procedure.
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should be new ones, with no long-standing relationship between

n . - —_ - . ] ) '
The formal and in-service training given to POA's was client and officer.

adequate, as far as the administrators and supervisors were ? A .
&% number of suggestions were made by the staff for using

concerned. They agreed that most POA's were not directed toward ] .
v ag POA's more effectively. The following are procedural in

. attalnment of a high level of formal education, which would nature:
probably alter their indigenous qualities. They suggested that ?
’ ; Ok a) More frequent and regular contracts between POA
periodic in~service training sessions be conducted for POA's to .
. and staff officer for case discussion. .
develop further their interviewing skills, and understanding S . . : i
B b) Progressively increase POA's skilis so thart he §
of human behavior. v . ;
; can handle more difficult levels of tasks: and b
‘4. Initial Assignments - . ; o =
| : assigh more sophisticatzad clients.
The officers were questioned abuut the nature of initial P
& ¢) POA's should all be assigned to one or two
assignments made to POA's and the reasons for them. Most of .
| supervisors.,.
the men were first given a specific task to complete relating :
, d) Have POA's concentrate on a few cases.

to a particular case., These tasks varied and included locating e) Aveid overloadi DOA ! i th K
ading s wi work at the beginning;

clients, checking a specific resource for a client, interview- : . i
i allow them time to develop. £

ing family members in investigative work, visiting other :
g Y ’ o f) Let POA's know that the probation service is
investigative agencies, verifying information supplied by g . .
relying upon themn. L

the client, etc. The officers wanted to broaden the POA's

Probation officers specified work assignments which had
experience and give him successful experience at the beginning,

apparently been handled well: .

as well as give themselves an opportunity to see what the POA
, a) Allow POA's to specialize in certain types of

could do with it. This is best described as the "sink or swim" gl
b cases, e.g., drugs, youth ofenders, etc. based

model, One cofficer assigned preparole planning initially, as A
' B - upon background and inte:r::3ts.

it is '"not difficult to deal with institutions." ‘
b) POA can help officer become more knowledgeable

Some officers were unable to answer the question about .
about a neighborhood with which POA is familiar.

initial assignments generally, as they thought all assign- ;ﬁ -
c) Use POA's for surveillance.

ments would depend upon the individual POA's skills and .
; d) Make short-term assignments.,

strengths and the gocal. A number of officers suggested that ) ) .
e) Assign investigative tasks ~ - presentence and

initial assignments be kept very simple, brief, and routine,

prerelease planning - - as these are the greatest

dealing at least initially with clients not having serious ) ;
time savers for officers.

difficulty. One officer thought that cases assigned to POA's
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f) Day-to-day contact in community.

g) Assistance with concrete services.

Some suggestions were couched in vague truisms or jargony
textbook phrases, making them difficult to operationalize.
For example, one would hope that an officer would "assign
appropriate cases." In another instance, an officer warned
that POA's shou1d4not do counselling which requires "develop-
ing insight." A third suggested that POA assignments should
be in the areas of '"supervision and investigation,'" a bit of
advice which certainly exhausts the poésibilities.

5. Supervision

When asked what might have been done to better the
relationship between officers and POA's and between POA's and
other staff members, the suggestions fell into three groups:

a) Structural changes.

b) Changes which POA's should make.

c) Changes which POCA staff should make.

No suggestions were made for any changes to be made by the
officers themselves.

Structural changes included requests for meetings involv-
ing part-time POA's and '"'more open networks of officer-POA
communications:" One officer wantedy"regular and special
staff meetings," but he made no further specificafions.
Another suggested that more PQOA tinme was needed. A third
wanted to involve POA's more in office functions and adminis-
trative meetings. Two cofficers wanted more joint officer-POA
group meetings with reQuired attendance and informal dis-

cussions.
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Several officers suggested chénges to be made by POA's.
One wanted the POA to improve his attitudes, but failed to
specify criteria by which the change could be observed.
Another wanted POA's to accept their role and understand
some of the officer's negative feelings. A third wanted POA
communication and dictation skills improved. A fourth wanted
more highly trained POA's. From the project staff, one
officer wanted guidelines of areas in which the POA was
qualified to work. Another wanted the "specific objectives
spelled out," and a third thought that officers should be
consulted about their preferences.

One of the major reasons cited for using paraprofessionals
in corrections as well as other fields has been to increase
services to the client. When asked for their opinion whether
this had been the case in POCA, thirteen officers agreed,
and four disagreed. One was unsure, and one failed to respond
to this question. Among those who agreed, the manner or form

of increase most frequent noted was assisting clients with

concrete services, and using community resources. Also
mentioned frequently was the point that POA's can make more
frequent contacts in the community, going to court, making
home visits, etc.

One officer mentioned that POA's would have time to get
better '"feedback" from community service agencies, coordinat-
ing efforts when needed. Another officer mentioned that
POA's also provided better services to officers, obtaining
records, etc. One officer made the point that because the
POA's were not as "official'" as officers, they were more

acceptable to clients for contacting resources.  Surveillance
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was mentioned as another activity increased by use of POA's,

although it hardly seems to be a service,

s Among those officers who disagreed, two made no comment.

The other two saw the use of POA's as a question of time, in

that POA's should do low level tasks to free the officer's

time. They reasoned that POA's were handling tasks for which
:jﬁ.‘ officers had no time. Both of these responses seem to
support the belief that using POA's does at least have the

potential for increasing services to the client if cne can

agsume that the officers would use their additional time

for providing such services.
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POA'S RECOMMENDATIONS

' ;
POA's were asked to recommend changes in a number of areas.

Concerning type of work, five wanted no changes. Two preferred
supervising cases; one wanted to continue part-time; one wanted
paperwork reduced and caseloads broken down by certain unspeci-
fied groups. One wanted only that the officer continue to be
responsible for the final analysis. One man wanted courtroom
experience, and another wanted this aspect excluded.

When asked about changes in the way in which POCA was

run, two POA's wanted no change, and one commented that he had

plenty of freedom in his caselocad. '"The officer took over the
research aspects." The rest wanted changes including the fol-
lowing:

1) Better and more.immediate feedback from project
staff,

2) More interest and confidence in POA's by officers;
better understanding of POA's,

3)  Elimination of dictation.

4) More specific direction to POA's.

5) Return to Phase I format.

6) POA opportunity to take courses in public rela-
tions, criminology, criminal law.

7) More client contact in community.

8) Travel checks on time,

When asked-about changes in office policy toward POA's,

ten wanted no changes. One said there was a good relation-

ship. Another said he was 'fairly" treated. Two wanted
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some changes. One wanted 'promises kept and career ladder
option for POA.," The other wanted POA's given the same
authority as officers and treated as a professional with badges,
etc.
All but one of the POA's wanted changes in orientation
and training, suggesting the following:
1) More orientation when new, and more instruction
in casework procedures;

2) More training in human psychology, in what life
is really like inside an institution, factors of
criminality, problems of the newly released,
sentencing procedures, whole "bit" of criminology.

3) . Techniques for initial contacts with clients.

4) Training in employment counseling.

5) Class on legal procedures and terminology.

6) More exchanges with staff officers during orien-

tation.

7) Consultation with outside resource persons, e.g.

psychologists, social workers.

Eight POA's wanted no changes in types of clients. One
said he wanted all types and ages. Another said variety is
good. Changes suggested were "harder" clients’, "interracial
mixing." Sevén POA's wanted no changes in other areas as
well. Two of these made comments: 'time with client must
be accounted for - - difficult,'" and 'treated with respect,

as an officer." Five POA's made suggestions for change which
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included the following:

1) poa should be given opportunity to do field work

with officers.
2) Continue part-time position with better pay and
men will work extra hours,

3) More authority with other agencies and courts.

4) Specialization in system - - e.g., in employment.

All but two POA's favored being assigned a small case-
load, and a number of them included explanatory comments:
"pure investigation too boring;' and "want to help a client
on a continuing basis;" and "it takes a lot out of a POA just
to be a messenger." Another thought that a better relation-
ship could be established in a small caseload. One POA
suggested that caseload be limited to a man's area of
competence. Another pointed out that, with a caseload, a
client would be seen two or three times a month, thus receiv-
ing more individual attention. One POA wanted a small
caseload and a variety of other assignments, although he
would not specify what these should be. Another POA thought
he could become more personally involved with a small case-~
load. One man wanted to participate in "all functions
including caseload." Finally, one POA pointed out that,
with a caseload, one 'can follow the case at appropriate
intervals," and he added rather cryptically that it "may be
better to have one shot for the officer." Two POA's thought
the question depended upon the individual, although one said
that he himself preferred some variety and fhus wanted some

investigation and some supervision.
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POA's were asked what additional training, experience,

skills, etc. they needed to handle each of their assignments.

For 60 assignments (or 25%), nothing was indicated. 1In 88
assignments (or 37%) they responded ''mone.'" For 38% of the
assignments, the needs indicated can be grouped into the
following areas,
1) More knowledge of the parole system, probation
office, and federal prisons. |
2) More knowledge about court procedures in
criminal cases; armed forces offenses, and
civilian parole,
3) Knowledge of narcotics laws and other laws,
4) Ability to speak Spanish.
5) -Studies in ecriminal behavior,
6) More knowledge of social work and/or psychology
and investigative training.
On 28 assignments (or 12%), the men indicated the sixth
area, |
In the next five years, POA's ahticipated changes in
corrections, a number of which had tc do with improve-
ments in penal institutions. Among these were wider use
of communityabased pre-release centers in preparation for
independence’on the street, greater opportunities for
education and vocational training in prisons, coﬁjugal
yisits, urban settings for penal institutions, and work
release. The POA's also predicted increased use of proba-

tion With more paraprofessionals coming into the system,
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FUTURE TRENDS

In light of their experience in corrections,

and in

view of current trends,

services and 1nnovations would be implemented within the next

five years. ' ici i
y Mos t ant;c1pated lncreases in paraprofessional

and professional manpower, wider use of probation with more

community treatment centers and community based correctional

programs, A number of legal and policy changes expected

include the following:

1) Reasons will be given when parole or probation

is denied.

2) Sentences will be shorter.

3) There will be fewer delays in court procedures.

4) There will be weekend incarceration,

Several officers foresaw the community becoming more accepting

of ex-offenders with more Jobs and other opportunities for

training and education. One officer anticipated research

on the guard-prisoner relationship,

It was agreed by the four administrators that definitely
2

the trend is toward community-based corrections. There will

be less use of incarceration, less stigma attached to being an

ex-offender and further development of a full array of clinical

facilities., = The administrators believed that POA's have in-

Creased the amount of Supervision and services to their

clients, Service to clients will further be increased with

implementation of the new position, investigative aide
Supervisors also predicted greater use of community based
Corrections with possibly increased use of volunteers. They

also thought that effort would be made to recruit members bf

m > - N - . * . .
inority groups to facilitate communication with minority clients
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in the proposal for Phase II,

CHAPTER X

DISCUSSION

Of the areas suggested in the introduction, as well as

1) The use of POA's randomly assigned to probation
officers.

2) The nature of supervisory/investigative tasks
which could be managed by POA's.

3) How effectively officers and POA's operate as a
service delivery team,

4) How officers respond to the use of POA's.

5) The relative advantages and disadvantages of
using various types of POA's; e.g., full-time
versus part-time,.

6) How clients respond to the use of POA's,

Additional areas will be discussed as dictated by the

data.

1. USE OF THE POA'S

it is evident from the data that POA's both full and
part-time, were used extensively. The numbers of recorded
contacts weré essentially the same fér the four full-time
men and the eight part-time men. However, in terms of
man-hours per week, the two groups were disgimilar (160
man~hours per week for the full-time men and 112 for the
‘part-time men.,) Tasks assigned to POA's lacked variation,

since the majority were of a supervisory nature. Only 8%
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of assignments for full-time POA's and 3.5% for part-time
POA's were investigative; virtually none were for the purpose
of developing resources in the community. Even the tasks
indicated as '"investigative,'" are questionable, since they
involved securing rou?}ne information.

2. PERFORMANCE EVALUATION

Given the tasks assigned, POA's, as rated by the probation

officers, functioned effectively. With regard to part-time
POA's, for example, officers rated the results of 85% of the
contacts, and POA's performance in 92% of the contacts as.
very satisfactory or satisfactory.

Satisfaction with POA's performance was indicated in
several questions on the officers' interview, as well as the
client interview. Given the satisfactory performance and an
indication by the majority of officers that POA's contributed
to the office, the question must be asked as to why POA's were
not given a wider range of tasks. One possible explanation is
that with each new task, additional demands are made on the
officer in terms of training and supervision. The time re-
quired to supervise the POA was a constant complaint by
officers.

3. EFFECTIVENESS OF TEAMS

As can be seen from the various tables of assignments
made and completed, the teams varied considerably in number.
A preliminary attempt to evaluate the reasons for this

difference suggested that a significant variable was clarity

of the officer's training procedure. This variable should

probably be investigated in further future research. Means
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which foster the development of explicit training procedures,
including the criteria for evaluation of tasks, should be encour-
aged in future projects.

4, RESPONSE OF OFFICERS TO POA’S

The major implications of the data have been previously
discugssed under Chapter VIII, POCA in Retrospect, Evaluation
of the Experience. With regard to the functioning of POA's,
officers, in general, gave a satisfactory rating. However,
other areas, for example, attitudes of officers about the use
of POA's, require further exploration.

Only one of the officers interviewed stated that he con-
sidered the POA's to be a threat to his position. In contrast,
of the POA's interviewed, seven reported sensing some resent-
ment among professional staff members. However, four reported
a change in a positive direction. Interestingly, when officers
were asked about the opinions of other officers and staff, they
attributed considerably more negativism to other staff than
they admitted having themselves. However, many further sug-
gested that a change in a positive direction was noted as offi-
cers worked with POA's.

Officers continued to maintain a division of labor between
themselves and the POA. This was consistent, for example,
with the criferia used for evaluation of tasks., The distinc-
tion seems to be the following:

a) Treatment (casework) should continue to be

primarily reserved for officers with the excep-

tion of a few having special ability.
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b) Court Related Activities (presentence interviews

and writing presentence repeorts) should be reserved
for officers, primarily because of the special
skills required. Mainly, thesebinvolved,verbal

and writing Skills, which the officérs consistent~
1y suggest is a deficit among POA's,

5. DIFFERENCE BETWEEN POA GROUPS:
FULL-TIME VERSUS PART-TIME

As has been indicated throughout the report, the two
groups of POA's do not differvsignificantly in the number of
contacts, nor apparently in the type, although full-time
POA's were assigned slightly more investigative tasks.

Consequently, what must be ascertained is the function
most>appropriate1y_served by‘POA's for an individual office.
Both full-time and part-time people are extremely useful, but
each as a group is somewhat different, ‘Eull—time POA's
appear to be identifying much more with office and the
officers, It was this group, for example, which was more
concerned with "titles," office furnishings, etc. Given the
closeness with the office, they are easier to supervise,
Therefore, they are potentially more likely to function as
members of the department. In confrast, part-time POA's
raise fewer status problems., They provide a useful service
in that they are a readily accessible extension of the office
in the community, However, it is more difficult to super-
vise themg even assignment of tasks is more problemétic.
However, it -must be added that the majority of the officers

favored the hiring of full-time rather than part-time POA's,

~185-

i
s
N




With regard to other characteristics, the majority of
officers did net object, but only a small number saw the
hiring of ex-offenders as having any particular advantages.
Also, when asked if the background of POA's and clients
should be similar, only a small number of oifficers favored
this practice.

6. CLIENT'S RESPONSE

The response of clients to POA's is somewhat difficult
to gauge, although the trends suggested by the data are
interesting. Clients who worked with both officers and
POA's were not able to specify distinct differences between
them, except that the POA's are '"easier to talk to.'" How-
ever, a large percentage would prefer to work with POA's and
would rather have a POA go to court with them. Of course,
one could question whether the reason is that POA's are more
easily manipulated. This assumption is questionable. The
reason for this preference may be the close personal contact
and the relationship between client and POA, C(Clients sug-
gested that POA's were more personally concerned and involved.
However, many clients stated there was no similarity between
POA's and themselves, despite their preference for POA's in
many areas of functioning.

In general, this effort to use paraprofessionals in a
correctional setting proved to be quite successful, from the
yviewpoint of various individuals, Hewever, this project was
~to serve primarily as a pilot study to test in an applied

manner, the way POA's weuld be used when more or less randomly
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assigned to various offieers Since the inception of Phase I,

the POA has become a regulecr staff p051t10n and w111 be
1ntroduced in varlous dlstrlct offlces Consequently, on the
basis of this etudy, several 1mp11cations for the future use
of POA's, as well as recommendations, ére evident;

1) Qrientation. The officers consisfently suggested
that the probation office did not sufficiently
prepafe them with regérd to the use of POA's
Moreover, only a very limited number did in any
way participafe in the development of either
phase of the POCA Project. As can be Seen in
the interview data, the officers de in fact have
numerous and extremely worthwhile suggestions. |
In the same way, whatevef initial resistaﬁce
whieh existed to the project might have been
ameliorated through an adequately oriented etaff.

2) It is not evident from the data that the use of
the POA is in fact a "time-saver" for the officer,
although it certainly provides more service to
the client, Clients can be seen more frequently,
thereby hopefully providing a means for more
Quickly identifying potential problems. POA's
in their contacts with clients refer them to the
officer for varieus services, but bartieularly
employment, POA's do, however, require supervision
which certainly necessitates’inereased effort on
the part of the officer. This initial effert will
hepefully require less time as the proficiency of

the POA increases,
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3)

4)

- The supervision of POA's does not necessarily

‘have to be as time consuming 'as it has been in

POCA. Several suggestions are immediately

evident. First, several office procedures

could beideveloped toWardé this end.

a) For éxample,yone timé cthumihg aspect
of the Supér?ision was the making of
assiénhents. It would seem that each
office might devélop its own system,
whefeby assignménts'could be made without
invblving the cons tant attention of the
officer. | |

b) Aﬁother recdmmendation~in thelsame area
is the possibility of using the POA's as
a specialiZed core of workers. For ex-—:
ample, émployment services are é necéssary
function of fhe office. POA's properly
trained, could specializé in this area, or
some.other apprdpriate area. This would
serve the function of focusingithe‘POAfs
training and thé supervisioh required of
the officer. Whether POA's could serve
this function is a question on which

further research is needed.

POA's were limited by the assignments given to them.

It is highly qﬁestionabie whether their full

potential was explored. . Part of the difficulty is
Vthat with each different task, additional training
and:supervisionron tﬁe’parfvof the foicer is re-

quired,
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It is interesting to note for example,,tﬁat in thé first half
year of Phase II, officers found Sixteenvcases (or 44%) to
assign because they'were suitable clients to train POA's in
correctional procedures. No assignments wére mad; for this
purpose in the third and fourth quarters. Moreover, there
was not a clearcut set cf criteria to evaluate quickly the
POA's functioning. The problems of establishing operational
criteria is'another potential area for research. An attempt
was made in this study to have officers specify what célteria
they used to evaluate POA functioning as well as give more
advanced tasks, The criteria, in general, were nousSpecific
or varied from officer to officer. It would seem that such
analysis would benefit the field in general. A detailed out-
line of various tasks performed by the probation officers is
‘given in Appendix F. A serious attempt should be made to
develop this outline further with a specific set of criteria
for each individual task. Not only would this be helpful
for future use with POA's but could also serve as a basis for
evaluating all probation office services.,
5) DPOA characteristics. Although the selection

criteria originally used in POCA proved to be

quite successful, the reports from officers re-

garding the POA's offer further variables.

Various characteristics were suggested as signifi-

cant in the further selection. Most frequently

mentioned were personality factors, although as

a constellation, these factors would prove

difficult to find in any single individual.‘

Most practical was the suggestion that an

upgrading of verbal skills be a major focus of
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further training. Consistently, the lack of

verbalkskills, grammar, etc,, were mentioned e
- to working with problem clients.

The prin-

by'officers. This should probably be a major

ciples of behavior analysis could be develoeped

area of training with future POA's,

into a training rogr .
7. IMPLICATIONS FOR FUTURE RESEARCH program for paraprofessionals.

Several suggestions have been made in previous Sections
for future projects:
ay One, of course, is the development of specific

operational criteria for various probation

i e
Rl -

tasks, i.e. clearly defined steps toward

P

successful task completion, as well as

indicators that POA's are ready for the

assignment of more complex cases.
b) Since the POA position is now a regular staff

position, this project could be broadened

to study the functioning of POA's in other
offices. Specifically, the project could
also study the effect of using POA's as has

been done in the current project, versus using

POA's in specific rules, such as employment g
resources. ﬁ(
b

c) Finally, the POA position might be an ex- o

cellent opportunity to develop specific
training programs, For example, behavior ; %?
analysis and modification has proved very

successful in areas of mental health. The

principles of such a theory could be developed

~into a specific training program for parapro-

fessionals. One area of difficulty for POA's

has been their lack of training with regaré
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CHAPTER XI
SUMMARY

Phase iI of PQCA was undertaken to study furfher the.use
of paraprofessionals in probation and parole, and to serve as
a4 mechanism through which a permanent paraprofessional posi-
tion could be established within the U.S. Probation Office.
Phase II looked at the following:

1. The use of full and part-time POA's.

2., The nature of supervisory-investigative tasks

which could be managed by POA's,
3. How effectively the officer-POA operates as a
service delivery tean,
4, How officers respond to the use of POA's,

5. The relative advantages and disadvantages of

using full-time and part-time POA's,

6. How clients respond to the use of parapro-

fessionals.

During Phase II sixteen POA's were employed, twelve‘of
whom were part-time and four were full-time. Only eight
part-time POA's were employed at any one time. All full-time
POA's were black. Four part—tiﬁe POA's were white and the
rest were black. The average age for the part-time men was
4]l years; for the full-time men, it was 37 years. Each
group was older than the mean age of the subjects under
supervision, One full-time POA_and six part-time POA's were

former offenders. Three full-time men and seven part-time
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men had some college training. None had less than a ninth
grade education. The size of the professiohal field staff
was such that all officers Were able to have working contact
with a POA, The four full-time men were paired with an
officer expressing parficular intérest in fhe projeét. Each
of the part-time men was assigned two staff officeré
dividing his time between then,

With the part-time men, some difficulfies developed
around the number of hours which they were expected to work,
As one of the men pointed out, working fourteen hours per
week required one. full day on the weekend, and two‘or three
evenings. This, in addition to full-time employment, proved
to be excessive for a number of the men. As a result, few
of them put in fourteen hours per week; it was usually eight
to ten hours, and occasionally twelve hours.

The fuli-time men needed considerable assistance in
learning te budget time, so that‘assigned tasks would be com-
pleted. Much of this responsibility was given t@rthe pro-
bation officer team partners, with the result that each man
adopted somewhat different procedures.

The tasks assigned to the POA's lacked variation, the
majority being of a Supervisory nature. Only 8% of assign-
ments for full-time men and 3.5% for part-time men were |
investigative, virtually none was for the purpose of
developing resources in the community. Even the tasks
indicated as ”inveStigative,” were questidnable, Since fhey

involved securing routine information,
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The officers continued to maintain a division of labor
between themselves and the POA's. - Probation officers reserved
for themselves tasks pertaining to treatment (casework),
court related activities, and report writing.

Thé cgfficers rated results of 85% of the contacts and
POA's performance in 92% of fhe assignments as "vgry satis-
factory" or "satisfactory.!" POA success was attributed to
personal characteristics of POA's in addition to extrinsic
factors as life experiences, knowledge and use of community
resources., Among life experience considered significant
were familiarity with lower-class life styles, similar employ-
ment and background.

As has been indicated, the two groups of POA's do not
differ significantly in the number of contacts, nor apparently
in the type, although full-time POA's were assigned slightly‘
more investigative tasks.

Both full and part-time POA's are useful but each as a
group serves a different function. Fullntime POA's appear to
identify with officers and are potentially more likely to
function as members of the department. In contrast, paft—
time POA's are a readily accessible extension of the office
in the ccemmunity.

The response of clients to POA ﬁsage is somewhat diffi-
cult to gauge. Clients who worked with both officefs and |
POA's were not‘able to specify distinct differences between
officer and POA.

An attempt was made to have officers specify the

criteria used to evaluate POA performance as well as assign-
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ments for more advanced tasks. The criteria, in general,
were nonspecific or varied from officer to officer. -

Although the POA selection criteria originally used in
POCA proved to be Successful, the officers provided other
characteristics to be considered in further selection. Most
frequently mentioned were perSonality factors, although it
would be difficult to find any single individual having all
of the suggested qualities. Most practical was the sugges-~
tion that an upgrading of verbal skills be a major focus of
further training,

Of the officers interviewed, only one considered the
POA's to be a threat to his position. In contract, of the
POA's interviewed, seven reported sensing some resentment
among members of the professiona1~staff. Interestingly
when officers were asked about the opinions of the other
cfficers and staff, they attributed considerably more negati-
vism to other staff than they admitted having themselves.
However, many further suggested that a change in a positive
direction was noted as the officers worked with the POA's.

In general, this effort to use paraprofessionals in a
correctional setting proved to be Successful, from the
viewpoint of various individuals. Since the inception of
POCA Phase I, the POA has become a regular staff position

and will be assigned to various U.S. Probation Offices.,
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CHAPTER XII : & however, very responsive to descriptive material, audio-

visual presentations, role playing, and semi-structured group

CONCLUSIONS AND IMPLICATIONS
discussions.

4 After case-assignment each POA was assigned to one of

\ | N PHASE I
i

The primary conclusions drawn from Phase I of POCA relate

the two POCA supervisors. Two supervisory and in-service

to recruitment, training, supervision of indigenous parapro- o
, training groups, each with approximately twenty POA's, were ;3

e e e i

fessionals and, to some degree, effectiveness of service : )
i thereby established. Originally, the primary mode of super-

:*y provided by them. Important insights were also gained about - . .
vision and in-service training was to have been the individual

the effective response of professional probation officers to . .
supervisor/POA conference. However, the size of the super- i

the employment of paraprofessionals on staff, L.
vision groups and schedule conflicts between supervisors and

i‘f It quickly became clear during the early months of Phase I '
POA's .most of whom worked at other jobs during normal office

that recruitment of POA's, both ex-offenders and non-offenders, . gy
hours), prohibited more than one individual conference per ?%

was a relatively easy task. Indeed, the number of applicants . -
' month in most instances., As a result supervision and in- iﬁ

would have easily doubled if it were not for the restriction ) L.
service training were accomplished in large measure through

of low social position. Many inquirers had to be refused .
group meetings. As would be expected this arrangement was not

application because they had completed college. As it was, L ontirel isfact
’ irely satisfactory.

far more people who met the critaria for employment applied than i
. While group meetings were generally a beneficial and

could be hired. In addition, concern about maintaining a

efficient mechanism for teaching and discussing generalizable

PRS- o

racially balanced pool of POA applicants proved unwarrénted .
topics (such as, alcoholism, revocation procedures, interview-

as well-qualified black and white ex-offenders and non- . .
ing techniques, etc.), they were inadequate for meeting

offenders were available for employment throughout Phase I. .
specific case~related needs of POA's., And, as with ail

Informally structured orientation and initial training
groups, some POA's were held back by the group and others

sessions proved to be the most beneficial and prodhctive for
: . were left behind.

POA's during the pre-case assignment period. Until the POA e .
‘ It is therefore clear that while some degree of group [

had experienced a period of time supervising one or two . .
supervision is helpful both as a source of camaraderie and Lo

clients it was extremely difficult for him to respond to . ..
- teaching efficiency, paraprofessionals-especially beginning

ifi : any type of formal, classroom-like discussion, especially o ones need the kind of special attenti that
| | - 1 attention that can only come

encompassing theoretical and abstract material. POA's were, th y i i k
: rough heavy reliance on individualized supervision This
* ?
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of course, means that ass1gn1ng twenty POA s, or fifteen or
ten for that matter, to one superv1sor js simply too much.
The maximum ratio recommended at this point is no more than
f1ve POA's to one superv1sor |

The service delivery activities of POA's 1ndicate that
they are able to perform many of the field tasks normally

carried out by professional probation officers supervising

clients. POA's had more directvcontact with their clients

than did probatibn officers with control clients. The content

of PCA recordings indicates they spent a large amount of time

helping clients find jobs, listening to and giving advice about
family and job-related problems, attending court hearings,
and makingireferrals to community resources.

In genéral, POA's performed their duties well and were
well-satisfied with their Phase 1 POCA experience. Three fourths
of the POA's were given at least satisfactorv job performance
ratings at the end of Phase I and eighty—five percent 1nd1cated
a high level of job satisfaction. Almost one-half were
planning careers in the human services field and about one-half
of this group had already taken important steps toward'that '
goal by attaining further education and/or securing a full—
time human serv1ces job. | -

The overall results of Phase I indicate that POA's are
indeed aple to improve and enrich the quality of probation and
parole in both its surveillance and helping'functions. As |
speculated in the project proposal, POA's were able to |

establish communication 11nks w1th clients wnere few, if any,

had existed before. In particular, barriers due to racial

ethnic or economic differences between client and potential
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helper were frequently lowered through assignment of POA's to
clients with similar(social and economic backgrounds.

The evidence from Phase I thus supports the notion that
ghe use of indigenous paraprofessionals can make significant
contributions to the‘field of corrections while at the same
time provide meaningful and satisfying career opportunities
for certain under-educated, under-skilled individuals. In

addition, in a real sense the POA experience for ex-offenders

may often be rehabilitative and reclaiming.

The lack of significant differences between experimental
and control clients in any of the outcome variables measured,
indicates that POA's can at best supervise some types of
offenders and perform some types of tasks without sacrificing
public safety or offender rehabilitation. Indeed, the
evidence suggests that minority offenders living in the inner-
city are far more likely to be seen regularly by a POA than by
a probation officer. In general, POA's were usually willing to
‘go where many probation officers were understandably reluctant
to go, at best.alone and unarmed. POA'S took great pride in
their ”street knowledge™ and ability "to do a job”.on the
street, Théir pride was well fcunded,

As expected, most POA's had some difficulty rendering
informal reports on their case-related contacts, and great
difficulty preparing~forma1 reports for court and inter-office
usef va such»reports are required of POA's a good deal ofi
supervision and‘infservice training time must be allocated for
the teaching offwriting skills. In general recording devices |

such as the code—a—phone are especially helpfulkin aiding

‘paraprofessionals who have difficulty in writing
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Clients were found to be both receptive and responsive
to POA‘supervision( With only one’éxception all experimental
unit probationers, parolees and mandatory releases accepted

the supervision of indigenous POA's without questions, though
in appearance and demeanor POA's were quite unlike the “
typical probation officers.

The receptivity of staff probation officers was considef—

ably less enthusiastic but, at least insofar as Phase I is of

concern, skepticism on the part of professionai staff was
undoubtedly partially a function of the action desiga. Huring
Phase 1 all‘POA's were employed only part-time and were assigned
to an experimental unit isolated from normal contact with usual
office activities. Interaction between probation officers‘and
POA's was almost non-existent, resulting in‘both groups viewing

the other as a threat. Many probation officers, particularly

those from other judicial districts who learned of POCA while
attending the Training School, expressed concern that they
would lose their jobs to non-professionals and that the use of
POA's represented a major step backwards in the campaign to |

professionalizeacorrections. POA's on the other hand had

little use for probation officers whom they'considered aloof
and out of touch with the problems, lifestyles, values and
goals of most inner-city clients. |
. The lesson is obvions. POA's shouid be weli-integrated

into reguiar staff operations and their assignments and respon-
sibilities should cover, insofar as‘possible,ﬁa'full range
service delivery activities. - Part-time POA's'pfesent a par-
ticular‘probiem in this regard. While they may be used more
flexibly and, it may be argued, tneif indigenous qualities
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less attenuated by professional identification part- tlme

1
POA's are likely to remain sSomewhat detached from regular

staff and thus, perhaps from certain office routines and

operating procedures, In Phase I the lack of cross-

fertilizati
ion between PQA's and probation officers was

considered a serious handicap to both groups

In summary, the major conclusion der* €d from Phase I

is that indigenous paraprofeSS1onqls s including ex-offenders,
H

represent a fea51b1e and viable supplement to professional

robatio
o) n and parole work, From~adm1nlstrat1ve, Supervisory

and . - o
Service delivery perspectives the use of rFaraprofessionals

in . . . .
probation is indicated. As stated previously, there is no

evidence to suggest that employing paraprofessionals in
corrections compromisesﬁeither‘the potential rehabilitation of
clients or efforts to professionalize correctional practice
The evidence from this study is, |

in fact, to the contrary,
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PHASE II

Given the results of the Initial Phase of POCA, recommen-—

dations were made for a Continuation phase. The purpose was

to establish a permanent position and to evaluate further the

use of paraprofessionals in the parole and probation system.

The following comprise the research questions proposed for

11- as the results~which reflect on these

»Phase 11, as wel

questions.

1. What use would be made of~paraprofessionals; both

ed randomly to probation officers?

when assign

full and part-time,

Whereas in Phase I, all POA'S Werefsupervised by two officers,

POA's in Phase I were assigned randomly to the ofi{icers, on a

ratio of one POA to every two officers for part—time‘POA's and

little

o-one ratio for full-time POA's. Moreover,

on a one~t

direction was given to officers with regard to the use to

which POA's should be put. 1t is evident from the data that

the POA's were used extensively, put with little variation in

The majority of tasks assigned

the range of tasks assigned.

to full and part-time POA's were supervisory in nature. Only

8% of the assignments for the full- time POA's and 3.5% for part—

time POA's were investigative; v1rtua11y none were for the

purpose of developing resources in the community. Several

reasons for this situation are suggeSted: less supervisory

time is required for such tasks, moreover the officers viewed

POA's as less capable of producing writtenkmaterial than they

are for other work.

e tasks can bebmanaged

2. What probation and parol

effectlvely by the POA' S? Given the rather 11m1ted,tasks

assigned, the POA's as rated by officers, functloned very
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effectively, imil:
y Similar evaluations, although less formal
TOX 5 were

given by supervis
ors and various ini :
. administrato i
o v rs, With regard

to the part-ti s, '
tl ime POA's, for example, officers rated the results

. .

~

. i

.
.

.

.

by officers.

g ? L
Yo

re ard
g to the tlme and locatlon of thelr contacts

however, it

b

. . . . . . .
l . y .

.

officers w;‘
s ith regard to their hours, location of contact
methods. Sev ' —tim t o
| eral of the part-time POA's suggested the tat
ment and ex ;- i k y ’ o
k plorsd the possibility of developing‘offi i
local nommunity | R AR e

;

2 e

nf nroductivity is‘nignly relatéd to the clarlty of offi

training procedures nnq supefttsion. Tnis is‘sertainl o

surprising finding; nnr is ittsnggéStéd‘that 511 e
‘_203_7 of the




significant nariables were investigated. However, it is im-
portant that the means which foster fhe development of explicit
training procedures, inclnding specific criteria for evaluation
of tasks, be encouragéd in future programskusing paraprofessionals.
As with all projects of this nature, it is difficﬁlt to establiéh
that thé POA's and the increased contact provided by them,
significantly contributed’to a 1ow’recidivism rate amont the
clients. This question was to have been answered by Phase I.
However, it is clear that POA's were favorably receiveéiby
clients, and in many cases served as impetus fof clients to

seek professional assistance from officers, which might not

have otherwise occurred.

4. How do officers respond to POA's? What are the officers'

concerns about their own role? The major implications of the

data have béen previously discussed. With regard to the
functioning of POA's, officers in general, gave a satisfactory
rating. However, other areas, for example, attitudes of:
officers ébout the nse of POA's, require further exploration.
Only one of the officers interviewed»stated that he cdnsidered
the POA's toybe;aithreat to his.position. In contrast, of tne
POA's interviewed, Sevén reported'sensing some reséntment |
among professional staff membérs, although four of the;Sévén
reported a change‘in a positive direction. Interestingly,
when officers were asked about the opinions of other offiners
and staff, they attribnted considérably mofe‘negativisn té
other staff than they admittedbhaving themselves. However,
many . further suggested that a cnange in a poSifive Qifection

was noted as the officers'worked'with the POA's,

=204~

Thg officers continued to maintain a division of 1abor

between themselves and the POA., This was consistent, for
b

example, with the criteria used for evaluation of tasks The

distinction seems to be the following::
a) treatment (casework) should continue to be
primarily reserved for officers with the ex-

ception of a few having special ability

b) court related activities (preséntence inter-

vViews and writing presentence reports) should

be res ‘ i i
erved for officers, primarily because

of the special gkills required. By and large
these involved verbal and writing skills

3
which officers consistently suggest deficient
among POA's,

5. i
What are the relatlve,advantages of using various

types of PQOA's

» ©.8., full vs, part-time, ex-offender, etc?

As has been indicated throughout fhe report,
)

of POA’

the two groups

S do not differ significantly in the number of cdn
ta : i filot
cts, nor apparently in the type, although full-time POA's

ere v i i ]
w assigned slightly more lnvestigative tasks ’Consequentiy
. )

wh ’ - .
at must be ascertained is the function most appropriately

S - - - . ‘
erved by POA's for an individual office. Both full and

part—tlme people are‘extremely useful, but each as a group
up

1S somewhat different. Full-time POA's appear to pe

i AP ;
dentifying much more with office and the officers It w
. as

this ' i w
group, for example, which was more concerned with "titles,"
td

0ffic ishing ‘ i k '
ice furnishings, etc. Given the closeness with the offi |
‘ ice,

1
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they are easier to supervise. Therefore, they are potentially

more likely to function as members of the department. In

contrast, the part~time POA's raise fewer status problems.

They provide a useful service in that they are a readily access—

ible extension of the office in the community. However; they

are more difficult to supervise, even insofar as the assignment

it must be added that the majority of the

of tasks., However,

officers favored the hiring of full-time rather than part-time

POA's.

with regard to other characteristics, the majority of

officers did not object, but only a‘smail number saw the

hiring of ex-offenders as having any particular advantages.

Alsn, when asked if the packground of POA's and clients

should be similar, only a small number of POA's favored

this practice.

6. How do clients respond to the use. of POA's?  The

response of clients to POA's is‘Somewhat‘difficult to gauge,
although the trendé suggested by the data are interesting.
Clients who worked with,both‘officers and POA's were not
able‘to specify distinct differences petween them, except
that POA's are neasier to talk to.” However, a large
percentage would.prefer to work with POAfs and,would

rather have a.POA go to court with them. Of course, one -
could question whether the reason 1is that‘POA's are more
easily manipulated. This assumption is,questionable. The
reason for this stated preference may be the close personal
contact and the relationship‘between client»and‘POA,. Clients

suggested that POA s were morevpersonally concerned and

involved.
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RECOMMENDATIONS - PHASE II

Th . .
e recommendations which resulted from Phase II must be

divided int
; 0 two separate sections: those recommendation
’ : s

made by the subjects (officers and PDA's), and those
) -

with future projects.

Re i
commendations from the subjects were primarily of a

J

] PO ! i i

n

of new POA's.
Unfortunately, these were often very general
. . J

comprisi i .
p ing a constellatlon of personality characteristics

1 . ] . l ] i . l] .

officer, Most officers did, however
3

‘ . . . .

group members.

Within
‘the area of program changes, the officers strongily

members, but particularly between officers and POA's Moreov
many of therrecommendations for supervision also éonsis£ed -
of methods through which communication would be improvéd’

In general, the recommendations contain the implici;

L - ¥

. . - in
COntal i : i g
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supervision, and program. To some extent, this may also be

the reason for the limitation in the tasks assigned,
POA's recommendations, on the other hand, were primarily

in the area of training and orientation. These covered a

wide range, including more formal courses, training in a

variety of counseling techniques, courses in court

procedures, field-work, etc. MorecVer, several POA's also
suggested that they be assigned smaller caseloads, which they

could supervise on a highly individualized manner.

As can be seen from the recommendations of both officers
and POA's, there is an implicit suggestion that the goal

towards which both should be directed is the increasing pro-

fessionalism of the POA. If the various recommendations

were followed, there would be virtually no distinction between

the two. 1In essence, the paraprofessional would lose whether

distinct character he might initially have had.
Given the various data collected, the following recommen-

dations seem evident for the future utilization of POA's.

1) Various staff members, particularly PQOA's should be

adequately oriented. Specific roles should be developed for

the POA, i.,e., carefully delineated functions,

2) POA's need not be a drain on the officers' time.
Methods should be developed whereby assignments can be made
easily, without involving the constant attention of the
officers. It also seems reasongble that POA's could be

developed into a specialized corps of workers, with specific

kfunctions such as employment counseling.
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3) Specific criteria need to be developed for the
evaluation of the POA's performance

provided in this report, A detailed job analysis is also pro-

vided in Appendix F, which could reasonably provide the'basis
for the development of Specific criteria.

4) Although various characteristics were suggested with
regard to selection of POA's, the most frequently mentioned
deficits seem to pe within the area of verbal skills, grammar
etc. Various means should be taken to upgrade these skills |

both with current and future POA's,

Finally, various Suggestions for future research are also
evident,
a) One, of course, is the development of Specific
operational criteria for various probation
tasks, i.e., indicators that POA's are ready
for the assignment of more complex cases,
-b)  Future research could also analyze the
effect of using POA's as has been done in the
current project, versus using POA's in
Specific roles, such as employment resources.,
c) Finally, the POA position might be an ex-
cellent opportunity to develop Specific
training programs. For example, behavior
analysis and modification has proved very
successful in areas of mental health, The
pPrinciples of such a theory could be developed
into a specific training program for para-
professionals. One area of difficulty for o

POA has been their lack of training with

regard to working with problem clients
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%i~ - The principles of behavior analysis could be été SrrENDE A | %

: developed into a training program for para= ? § FORMS, LETTERS, AND MISCELLANEOUS MATERIALS 5

professionals. | /

: % 1. Press Release ;
f? 'fi 2. Recruiting Leaflet %
‘LQ 5 3. Recruiting Form Letters (2) i
iﬁ @'% 4. POA Application Form and Cover Letter },
? ‘ %‘x 5. POA Selection Panel Rating Sheet i;
@%L % é T, Requestyfbrms for Educational Record and Arrest Record 5 

%J% ¥. Clearance Sheet Letters (3) .
iué 8. Rejeciee Form Letter
; % 9., Correspondence Forms for Orientation (2)
émg 10. Training Film List

. ? g 11. Final Quiz

\ z E 12. Form Letter about Swearing In j
5 13. POA Oath Form ;
B 14. POA Identification Card

4 %% 15, Bonding Form

; ‘ %% 16. Form Letter about Auto Insurance

- ‘é 17. Fingerprint Form
" gé 18. Memo to Officers about Client -

ﬂ”:‘ | ‘f . 19, POA Certificate of Recognition
il &
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THE UNIVERSITY OF CHICAGO 68-599

Otiice of Public Information 11-21-68
Chicago, Illinois 60637

MIldway 3-0800, Ext. 4421 Contact: Joseph D. Brisben

Ext. 4u3l
FOR RELEASE: P.M. THURSDAY, NOVEMBER 21, 1968

The University of Chicago has received a $340,000 grant from

the National Institute of Mental Health for a three-year project in
which the Law School's Center for Studies in Criminal Justice will
collaborate with the Federal Judicial Center and the United States
Probation and Parole Office, Norﬁhefn District of Illinois; in a new
type of prchation prbgram. |

The announcement was made today (Thursday) jointly by Mr.
Justice Tom C. Clark, U.S. Supreme Court (retired)’and new pirector
of the Federal Judieial Center, in Washington and by Chief Judge
William J. Campbell of the U.S. District Court of Northern Illinois
and Phil C., Neal, Dean of the Law School, in Chicago,‘

The Probation Officer-Case Aide Project will employ 40 part-
time nonprofessionals to supervise federal probaticners and paroiees.
Some of thesg case aides will, be rehabilitated, former yffenders,
carefully selected and trained to help professional probation offi-
cers in their work. '

Commenting on the Project, Neal said:

"Throughout America, there is an acute shortage of trained,

professional probation officers. This project will test the extent

to which part-time case aides can supplement the work of the pro-
fessionals." ; |

In the project, an exper;mental group, consisting of a research
director, an action director, and two probaticn offieers, will super-
vise the 40 case axdes as thay work with 100 randomly aelectod pro-~

bationere and parolees. A control group will receive the regular

- more -
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probation treatment.

A training‘stgff and consultants will be employed to assist in
the intensive training and orientation of the case aides.

At-the end of two years, the experlmental and confrol groups
will be compared to see how they adjusted while on ~Probation, and an
evaluatlon will be made to assess the roles of probation 8supervisors,
the .case aides, and the probationers who wepe supervised in this
program. |

Ben S§. Meeker, Chief Probation Officer for the U.S. Distriect
Court of Northern Illinois and Directer of the Federal Probation
Officer Training Center, will supervise the probation service aspect
of the Project.

His offzce was chosen for the actlon and research project be-
cause of its high standards and outstanding record in ‘Probation and
parole superv1=1on, All members of hig staff apre professionally
qualified through graduate university training,

Meeker was formerly on the staff ¢f Indiana University and has
been a consultant in correct;ons to 16 states, Canada, Puerto Rico,
the German Federal Republic, and Japan.

The research aspects.of the Probation Offiéer-Case Alde Project
will be under thé direction of the Center for Studies in Crlmlnal
Justice. The Diprector and Ass ociate Director, Norval Morris and
Hans W, Mattick ,developed the research deszgn of the Project. The
Center was established in the Law School in 1965 through a grant from
the Ford Foundation. The Center has developed an extensive research
and action pProgram in criminal justice,

| R ¥
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UNITED STATES DISTRICT COURT
OFFICE OF THE PROBATION OFFICER
| NORTHERN DISTRICT OF ILLINOIS
= . ‘ U. S. COURT HOUSE
i s , CHICAGO, ILLINOIS 60604
: BEN 8. MEEKER TeL, 431-9400
CHIEF PROBATION OFFICER ' ‘

WAYNE L. (fZYSER
DEPUTY CHIEF PROBATION OFFICER

RECRUITING FORM LETTER

A . | o Dear
CHALLENGING
‘ : : - : RS i We are engaged i
joB P gaged in a research project .
Ly and Parolees as assista ject using former probationers
OPPORTUNITY N time basis,. nt Probation Officers on a paid part-

Your name has been recommended to us by your Pro-

bation Officer in the h i
e ioet. hope that you might wish to serve on this

We would be pleased to di
J : iscuss our project wit
etail and could arrange a convenient office 12t§g3123 greater

B Should i ‘ ‘ |
o B you be interested ‘
1 any weekday, 9:00 a.m, té g}ggsg;;elephone 431-9400, Ext. 241

Very truly yours,

There are no educational requirements and no
experience necessary. A period of training and

NO EXPERIENCE NECESSARY
PART TIME — ANY TIME
Arc you interested in becoming a part-time Federal

Probation Officer Assistant on an experimental
rescarch program? To qualify for this position you

must have a sincere interest in helping others, be
21 yecars of age or older, a Chicago resident not

currently under corréctional . supervision and no

conviction for at least one year.

=214~

" you may write or telephone:

- Chicago, Illinois 60604

on-the-job supervision will be provided. Liberal
salary based upon the number of men you super-
vise. If this _challenging position appeals 1o you,

William S. Pilcher, Room 2200
U.S. Court House o
219 S. Dearborn Street,

Telephone: 431-9400 Ext. 241

William S. Pilcher
Director
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UNITED STATES DISTRICT COURT
OFFICE OF THE PROBATION OFFICER
NORTHERN DISTRICT OF ILLINOIS
: U, S. COURT HOUSE
CHICAGO, ILLINOIS 60604
TEL. 431-9400
; WAYRNE L, KEYSER

BEN 8. MEEKER
DEPUTY CHILF PROBATION OFFICER

CHIEF PROBATION OFFICER

'RECRUITING LETTER FOR PERSONS PREVIOUSLY CONTACTED

Dear

You previously indicated a desire to be considered for part-
time employment as a Probation Officer Assistant, and therefore,
we have arranged an interview for you to discuss our Research

Project on at .

In the event that we have not arranged an acceptablé time,
please contact us so that other arrangements can be made,.
You may contact us by calling 431-9400, Ext. 241 or 242,

Sincerely,

William S, Pilcher
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UNITED STATES DISTRICT COURT
OFFICE OF THE PROBATION OFFICER
‘ NORTHERN DISTRICT OF ILLINOIS
. U. S. COURT HOUSE
CHICAGO, ILLINOIS 60604

BEN S. MEEKER TEL. 431.9400

CHIEF PROBATION OFFICER

WAYNE L. KEYSER
DEPUTY CHIEF PROBATION OFFICER

Fuclosed please find
and also application
Assistant

It..“ . ] N
in i;élzgggzant that you answer all questions thoroughly, andg
please cont iou ey heed assistance in completing this form
ance Afte?creg:iggqoge Wiil be only to happy to be of assist
- - a ication ; ' -
arrange a personal intervifw tion fqrm we will contact you to

Thank you for your interest,

Sincerely yours,

W;lliam S. Pilchér
Director

- WSP/gt

Enc.
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APPLICATION FOR PROBATION OFFICER ASSISTANT

AME A . | ‘ DATE

ADDRESS TELEPHONE

LENGTH OF RESIDENCE IN CHICAGO AREA SOCIAL SECURITY NO

Ty Tty g e ey S ) ot i

DATE OF BIRTH AGE PLACE OF BIRTH
RACE HT, WT, COLOR HAIR COLOR EYES
MARITAL STATUS AGES OF CHILDREN RELIGION
STATEMENT OF HEALTH
LAST SCHOOL ATTENDED ADDRESS
YEARS COMPLETED DATE COMPLETED DEGREE
PRESENT OCCUPATION NAME OF CO. PHONE
PREVIOUS EMPLOYMENT ‘ Job Reasons
Employer Dates of Employment Title for
' ' Leaving

1) :

)
3)
4)

LIST PREVIOUS EMPLOYMENT OR EXPERIENCES WHICH MAY BE OF HELP TO YOU IN
WORKING AS A PROBATION OFFICER ASSISTANT -

PRIOR ARREST RECORD

Date of Arrest Disposition

Offense
1)

2)

3)

4)

DO YOU OWN AN AUTOMOBILE?

HOW MUCH TTIME PER WEEK WILL YOU BE ALGE
.0 SPEND WITH TilE PROJECT?

WILL YOU BE AVAi.- CLITROON i3S OR WEEKTNDS?

-218-~
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POA APPLICATION/PAGE 2

SSISTANT

" WHY . ‘
ARE YOU INTERESTED IN EMPLOYMENT AS A PROBATION OFFICER ASSISTANT?

SIGNAT

[y
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CRITERIA TOR FUNCTIONING OF P.Q.A.

i ‘hy ! avior:
canncitics Fxhibited Throuch P.O.A.'s Beh

UNITED STATES DIST  * COURT .
FEDERAL PROBATIO, JTIR . i

iR . DATE
REQUEST FOR EDUCATIONAL DATA " :

Dear Sir:
Ratc ADDRESS OF PROBATION OFFICE " The person identified below is under -investigation
’ ‘ by this office. The inf i q d is od
k i 1-5
1) Is he comfortable with society's standards and laws? £

to. complete this investigation, Your cooperation will
be appreciated,

Please return. this form within three days in the
enclosed envelope.  No postage. ls necessary,

. : been an i
2) Is he in control of his own impulses? Has there an ’ b
delinquent behabior in the past 12 months? Is there Yy i? r : =
¢

SIGNATURE OF MROBATION OFFICER

. 4 . iate
indication that he will commit an offense in the immediat

NARE OF PERSON BEING INVESYIGATED (Laﬂ-FIrﬂ-M)ddh)
' ADDRESS OF PERSON BEING INVESTIGATED
future? o
cres T4 : ior? 4 i
3) Does he accept responsibility for his own behavio : L r
. . . . . t DATE OF BIRTH PLACE OF BIRTH 5EX RACE:
4) Does he show capacity foxr empathizing with the discomfor B |
. \ T j FATHER'S NAME MOTHER'S NAME.
of his fellow-man? : : 3
W
. { ' and o
5) Could he respond appropriately to client's problems ‘
predicaments? | 3
i crises !
, spond appropriately to
6) Could he be expected to resp pp i : i
situations? ) i ; 2t 5
) , s ed )
7) Does he appear to have the strengths to become involv g _
i i imarily for the benefit e INFORMATION DESIRED
in the helping re 1at10nshlps prlma Y {E OF SCHOOL i DATE ENTERED orRADE - [pATE LEFT gzeggocqw GRADE LEFT
of the client? b REAsoW LEFT SEHOOL
8) Does he seem tOo See his clients as persons of individual
worth and accept them on that basis? lTEMPLEASE LIST THIS PERS:N'S GEN:RALGRATING AS A _STUDENT (CHECK APPLICABLE RATINGS):
R . . QoD AVERAGE POOR. ITEM GOOD AVERAGE | POOR :
k i ~hi win jUdgemental SCHOLASTIC STANDING . LEABERSHIP '
ble to recognize his o R
9) DOGS he appear a ATTENDANCE ] RELIABILITY X
attitudes? i Zzwra couRTesy
. S PERATIVENESS ABILITY. TO GEY ALONG WITH STUDENTS
, s s ailable 5 — e
10) Does he appear able to make realistic use of avai DID THE STUDENT Eved | (s PLEASE SPECIFY TYPE, DATE, AND RATING

2 ) . l ‘l:'f;%i.’flg;ré? EQ%MIONRA-:
i resources ! : e
community « : [Cives [Ino }

ADDITIONAL COMMENTS INCLUDING MANDICAPS; OUTSTANDING ABILITIES, REPETYITION OF GRADES, EXTRA CURRICULAR ACGTIVITIES, ETC,

Do e

- .
SIGNATURE OF OFFICIAL

TITLE

RATE

PPl ERO—8.11:64-60K.232 1P ADDITIONAL SPACE IS REQUIRED, USE REVSERSE SIDE non‘:‘ug: '!“o‘!:u 171
i . . : .
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Non-Federal Institution (Clearance)

(See State & National Correctional
Institution Director for Proper Address)

It is .our understanding subject was an inmate of your institution

TED STATES BISTRICT COUAT
FROBATISN FORM 144 UNEECEr > ‘FROBATION Sv3TEM Deas Sies i '
i o
REQUEST FOR ARREST RECORD : s ‘The person identified below is under investigation « (Date) 3
) by this office. The information requested is needed to ! |
HAME AND ADORESS OF PROBATION OFFIGE TELEPHOKE NO, complete this investigation, Your cooperaticn will be ? ’ "
. greatly appreciated, B
Please return this form within three days in the en. f .
closed envelope, No postage is necessary. : :
: i WARDEN, ;
T . Signsture of Probation Officer ) : g Ins t i tu t i10n
L - : i City and State :
NAME OF PERSON BRING INVESTIGATED (LAST - FIRST + MIDDLE) . -
ADORESS OF PERIGN BEING INVESTIGATED 4 Attn: Classification and Parole Officer o
L : 4 Re: (Last) (First) (Middle) p
DATE OF BIRTH PLACE OF BIRTH SEX RACE Your Reg . No. 3
ALSO KNOWN AS FATHER'S NAME WOTHER TS NANE DOB : (D‘a te ) (Ci ty) :
. N f s
COLORMAIR _[COLOR EYES [WEIGHT  |WEIGHT | OTHER IDENTIFYING MARKS (SCARS, TATTO03, ETC.) g; Dear Sir: %3{
uu.mrﬁ SERVICE NUMBER BRANCH OF SERYICE RANK ORt GRADE AT SEPARATION DATE OF SEPARATION ; The above-named person is under consideration for employment by ié
_ _ ‘ : ~ B this office. A research program is currently being conducted on N
Fal NUMBER POLICE NUMBER SOCIAL SECURITY NUMBER VETERANS CLAIM NUMGER ; the use of Probation Officer Assistants , and it is for this b
c L reason that the desired information is needed.
P

INFORMATION DESIRED

- — { —— . in (Year) . May we request the Admission Summary and Classifi-
| __oare (1r PENAL CODE O3 ARE DSED PLEASE IDENTIFY OPPENSE) COuRY . cat%on material detailing (his or her) institutional adjustment,
L famlly background, school, and community adjustment. We are also
X interested in the results of any psychological or intelligence
geits administered and any pertinent medical and/or psychiatric
ata,
An early reply will be greatly appreciated. Thank you. for your
cooperation.
Very truly yours,
BEN S. MEEKER 4
Chief U, S. Probation Officer -
ADDITIONAL cou'm:u'rl : By . o
:. U.5, Probation Officer f
:f ENC: (Return Envelope) !
| L
[URE OF OFFICIAL OATE : i i;‘ g
91 ER0~=2:20.02.1700.8020 ) ;
_223- e
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o

Out of State Parole Office (Clearance)

(See Probation~Parole Directory)

(Date)

Superintendent

%tate Board of Parole
(Street)

(City) (Zone) (State)

Re: (Last) (First) (Middle):
DOB ¢ (Date) (C1ty)

Dear Sir:

The above-named person is under consideration for employment by
this office. A research program is currently being conducted on
the use of Probation Officer Assistants, and it is for this
reason that the desired information is needed.

(Defendant's Name) was sentenced to (Months - ?ears)

sentence at (Tnstitution & Reg. No.) on (Vate) Ior
(Offense) - He was later paroled and

placed under the supervision of your office.

We would appreciate a summary of your contacts and any background
information you can supply. We are interested in the character
of (Name) parole adjustment and your evaluation of

him and his family,

An early reply will be most helpful.  Thank you for your coopera-
tion. ‘

Very truly yours,

BEN S, MEEKER
Chief U, S. Probation Officer

By:

U. S, Probation OIficer

ENC: (Return Envelope)

-224-
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Out of State Probation Of /e (Clearance)

(See Probation-Parole Director)

(Date)

George F, Denton, Director

Division of Parole, State of Indiana
804 State Office Building

100 North Senate Avenue
Indianapolis, Indiana 46204

Re: (Last) (First) (Middie)
DOB: (Date) (City)

Dear Sir:

Thg abovg«named person is under consideration for employment by
this office. A research program is currently being conducted on
the use of Probation Officer Assistants, and it is for this
reason that the desired information is needed.

(Name of defendant) reportedly was placed under

your probation supervision on a charge of
on (Date) .

We would appreciate a summary of your contact

A ) . s and any background

information you can supply. We are interested in the character of
(Name) 's probation adjustment and your eval=-

uation of him and his Tamily.
An early reply will be most helpful. Thank you for your cooperation.
Very truly yours,

BEN S. MEEKER
Chief U, S. Probation Officer

By:

U. S, Probation OfTicer

ENC: (Return Envelope)

-225-
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UNITED STATES DISTRICT COURT

OFFICE OF THE PROBATION OFFICER
NORTHERN DISTRICT OF ILLINOIS

N U, 8. CCURTHOUSE
: e cchgo. usl.mous €0604

, e EL. £31-9400 : N
REJECTEE FORM LETTER , 73 BEN 8. MEEKER WAYNE L. KEYSEN ' £
: CHIKE PROBATION OFFICKR DRPUTY cm', PROBATION OPFICER

R R R P
. Sl IR

e May 19, 1969
Dear ‘ : ;  : -
Thank you for the interest you have shouwn in the. Probation Officer g; | : ?ﬁ
Assistant Research Project. It
Although you have many of the qualification: :ga:i:gmggzsszzgénz }i' Dear
for this particular assignment, o u rese::cservgces in this pro~ B Orientation sessions for Probation Officer Assistants have been
Eenindicate that ye are unaple to ues yo fﬁ arranged for Tuesday, May 27, Tuesday, June 3, and Thursday,
gram. ; .

, v _ June 5, 1969, 6:00 p.m. to 8:00 p.m.
Thank you for your interest. ; - ' f? As discussed during our recent office .interview, these sessions
Sincerely yours, P will be devoted to films, individual and group discussions of

. our Project, and the responsibility to be assumed by the Probation
I Officer Assistants.

Wsp o It is most important that you be able to attend all three of these
Project Director sessions and if for any reason you have a conflict concerning any
LA ' particular session, please let us know so that we may schedule
you for another Orientation--Training Session in the near future.

Please return the‘enclosed confirmation card and the self-addressed

envelope no latexr than May 26, 1969 so that we may know your
plans. R g

Thanking you for your cooperation.

Sincerely yours,

William S. Pilcher
Project Director

- WSP/bmb
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g ' ‘Most of these films are available for nominal fees thrdugh com-
mercial film distributors, or through the Film Library of Southern
Illinois University, Cafbondale,‘or‘;he American Foundation of
Corrections, Philadelphia, Pa; | |

1. "THE ODDS AGAINST"
Running time -~ 32 minutes -~ 16 ‘om, black and white.

RECS N

This is a documentary film which portrays the story of a
20 year~cld male from arrest to a parole hearing. The
viewer 18 taken through each of the procedures from
arrest, detention, trial, sentencing, imprisonment, and
parole.

t will ¢ ) will not ( ) be able to attend the i 2. "TWO YEARS PROBATION"

t Orientation to be - Running time - 30 minutes - black and white slides and
Ptoaatlon Officer 4dssistants tape recording.

and, ' 5 ‘ '
hald ‘ e This documentary, produced by the Federal Probation

Training Center, illustrates the role of the probation
officer !n conducting presentence investigation activities,
as well as the supervision of a client pléeced on probation.
o : i It interprets the work of the probation officer to the
é-————1§f§5ﬁ§§" - il § #é ’ court, to the Parole Board and the Bureau of Prisons, as
' & well as local community agencies. ‘

3.  "PAROLE GRANTED" ‘
Running time - 50 minutes - 16 mm. black and white.

This film was presented on the Armstrong Circle Theater
with Douglas Edwards as ‘the narrator and 1s devoted
primarily to explaining and illustrating the duties of
the United States Probation and Parole Office. It showa
o the probation officer working with an offender's family,
o engaging in parole supervision, and advising the court
R through the medium of the presentence investigation.

4,  "THE PRICE OF LIFE"
Running time - 29 minutes - 16 mm. black and white.

Documentary on probation. Portrays the presentence
‘investigation, sentencing, and problems of supervision
and revocation as revealed in the work of a probation
officer with a young adult offender.

~229-
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“APPLES DON'T FALL FAR FROM THE TREE" -
Running time - 55 minutes - 16 mm. black and white.

This film was produced by the Four Star Theater and stars
David Wayne as a prisoner in a state institution in
California. This film shows a parole officer attempting
to locate the father of a young boy. -Also shown are some
of the activities of the California Adult Authority work-
ing in placing a parolee who 1is physically handicapped

in meaningful empioyment.

"THE DANGEROUS YEARS" -
Running time - 27 minutes - 16 mm. black and white.

Documentary portraying, through actual life situations,
the current problems of the juvenile and youthful
offender, and the role played by the law enforcement -
officer, judge, probation officer, and correctional
worker in the apprehension, adjudication, and rehabili-

 tation processes. The film {s suitable primarily for

lay audiernces.

“IT TAKES & LOT OF HELP"
Running time - 27 minutes - 16 mm. color..

Documentary on community drug abuse action, narrated by
Lorne Greene. This film is one of the first to actually
document and explore the numerous avenues available to
individuals and communities combating local drug abuse.
The film involves you in an in-depth analysis of citizen
initiated programs in Cedar Rapids, Iowa; group therapy

sessions in Chicago; a dramatic conversation on Boston's .

parcotics "hot line;" and an actual drug free sensitivity
trip in the forests near Tucson, Arizona,

"THE THIN BLUE LINE" ‘ ,
Running time - 26 minutes - 16 mm. black and white.

Documentary which takes a look at the law enforcement
of ficers who man "The Thin Blue Line" between law and
order and criminal chaos. The film is a study of the
policeman today-~his training, his objectives and his
working conditions. The inner workings of police depart-

' ments across the country are shown. Actual calls are

heard as they come into the Communications Center of the
Chicago Police Department. The latest training methods
of police officers are presented and the viewer goes on

~230-

10,

11.

the 8:00 p.m, to 4:00 a.m. tour of dut :

: .m, y with a policeman
in Rochester, Ney York. This film provides insight into
problems facing the police today. '

"THE REVOLVING DOOR" .
Running time ~ 28-1/2 minutes - 16 mm. black and white.

Documentary depicting the problems fabed b

7 y the lower
courts in dealing with the 5 million misdemeanants
arrested each year in the United States and the limita-
tions in facilities and programs in most jails.

"THE SCAR BENEATH"
Running time - 30 minu®es - 16 wm. black and white.

This film depicts some of the behavioral changes brought
about in a parolee after he has gone through a period of
incarceration and has had facial surgery. Various roles
of the probation officer, the Bureau of Prisons, the

Board of Parole and the Vocational Rehabilitation Agency

are depicted. The team approach to w
toe deplcted. PP orking with offenders

"THE EYE OF THE BEHOLDER"
Running time - 27 minutes - 16 mm. black and white.

This fi1lm is concerned with portraying the life in a day
of Michael Gerrard, an artist, as seen through the eyes
of five persons. The film has two parts and in the
second part, the film illustrates how Michael Gerrard
sees himself. This film is particularly helpful in
working with small discussion groups, students, and
individuals interested in attitude formation, ’
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NAME:

1)

2)

4)

5)

PROBATION OFFICER~~CASE AIDE PROJECT
ORIENTATION COURSE-—FINAL EXAMINATION

DATE:

The primary job of the Probation Officer Assistant is: (Check One)
() A. Surveillance o , :
() B. Controling the clients' behavior at all times.
() C. Offering a helping relationship that could head

off further conflict with the law.
() D. Making the client atone for his past mistakes.
The purpoSe of Parole is:A (Check One)
() A. Clemency o ‘
() B. An act of forgiveness.
() C. A reward for good conduct. _
() D. A bridge between the institution and the greater

freedom of normal community living.
() E. A method to see how quickly the inmate will again

break the law. :

Probation is granted: (Check One)

() A. As a result of "clout."

( ) B. Only when a minor offense is committed.

() C. As a method of seeing whether some offenders can
handle their personal problems without the scar of
prison sentence.

() D. To keep prisons from becoming overly crowded.

A helping relationship is founded on a number of principles.
Check below the two answers that do not apply. "

Clients' right to confidentiality.

Getting a client out of any "jam." »

Treating client with respect and dignity.

Dealing with client in an open, honest way.
Threatening client. . : '

Being consistant in your actions.

Respecting client's differences, readiness and ability

to accept help. '

T Y T T T T
NN NN
gEmUQW>

The probation or parole rests with: (Check One)

authority to revoke

U.S. Probation Officer
Probation Officer Assistant
The U.S. Board of Parole or Sentencing Judge.

P~ PN N

) A
) B.
) c.

-232-

",
6) In the revocation of probation or parole check only those two
answers that do not apply.
( ) A. Amount of time already. served on supervisi
; , on.
( ) B. Probation Officer's 'grudge." P
{ ) C. Technical violations.
() D. New arrests or law violations
() E Personal adjustment in the community.
( ) F. Chance for progress despite "slipback."
( ) G. Hearsay and gossip.
_ ( ) H. Danger client represents to himself or community.
7) In order to heip our clients, we (Check One)
( ) A. Must like everyone.
() B. Try to be aware of our own likes and dislikes. -
8) My supervisor's job is: (Check the two answers that do not apply)
() A. To tell me what and what not to do at all times.
() B. Eo be a '"soundboard" for the exchange of ideas & informat-
on.
{ ) C. To ridicule me for mistakes or lack of "success."
() D. To help me make best use of all my abilities and
4 whatever the community offers.
( ) 'E. To help me clear my thinking and planning.
9) Reporting my contacts with clients is important because:
(Check One) ‘
(‘) A. Because we want to know every bit of our clients'
\ . business. : ' '
() B. Because we need knowledge to understand our clients'
’ - situation and determine how we might be of help.
10) As a Probation Officer Assistant, my own conduct is important
because: (Check the answer that do not apply)
() A. I have a responsibility fo myself and my client.
() B. 1Idon't want to antagonize my supervisor ,
() C. I represent the U.S. Courts and Probation Service
in the community. ‘
COMMENTS

-233-
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UNITED STATES DISTRICT COURT
OFFICE OF THE PROBATION OFFICER
NORTHERN DisTRICT OF [LLINOIS
U. 8. COURT HOUSE
CHICAEO. ILLINOIS 60604
veL. 431:9400 WAYNE L. KEYSER

CHIEF PROBATION OFFICKR DEPUTY CHIEF PROBATION OFFICER

Dear

On we have arranged for you to be
Sworn In as a Probation Officer Assistant by Mr. Ben S. Meeker,
Chief U.S. Probation Officer, Northern District of Illinois.

I am requesting that you be in my office in the U.S. Court House,
Room 2200;'at’ on that date. Following the Swearing
In Ceremony, I will escort you to the U.S. Marshal's Office and
there you will be fingerprinted on a Federal Employee Applicant

Card.

Please return the enclosed card to me no later than

 Sincerely yours,

William S. Pilcher
Project Director

WSP/bnb
enc.
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APPOINTMENT, OATH OF OFFICE,

AO FORM 79

(Rev, 6-68) PERSONAJ- HISTORY, EXPERIENCE

AND QU/ ICATIONS STATEMENTS

HNuited Btaten @ourt
APPOINTMENT
is appointed as indicated below:
(Position to which appointed) . (Date of entrance on duty) (He;ﬂ;-run)
{Date of appointment) (Signature of Appointing officer)
(Title)

) PR - , do solemnly swear (or affirm) that—

A. OATH OF OFFICE

I will support and defend the Constitution of the United States against all enemies, foreign and
domestic; that I will bear true faith and allegiance to the same; that I take this obligation freely with-
out any mental reservation or purpose of evasion; that I will well and faithfully discharge the duties
of the office on which I am about to enter, SO HELP ME GOD.
B. AFFIDAVIT AS TO SUBVERSIVE ACTIVITY AND AFFILIATION

I am not a Communist or Fascist. 1 do not advocate nor am I knowingly a member of any organi-
zation that advocates the overthrow of the constitutional form of the Government of the United States,
or which secks by force or violence to deny other persons their rights under the Constitution of the
United ‘States. I do further swear (or affirm) that I will not so advocate, nor will I knowingly become
a member of such organization during the period that I am an employee of the Federal Government
or any agency-thereof.
C. AFFIDAVIT AS TO STRIKING AGAINST THE FEDERAL GOVERNMENT

I am not participating in any strike against the Government of the United States or any agency
thereof, and I will not so participate while an employee of the Goverhment of the United States or any
agency thereof. I do not and will not assert the right to strike against the Government of the United
States or any agency thereof while an employee of the Government of the United States or any agency
thereof. I do further swear (or affirm) that I am not knowingly a member of an organization of Govern-
ment employees that asserts the right to strike against the Government of the United States or any
agency thereof and I will not, while an employee of the Government of the United States or any agency
thereof, knowingly become a member of such an organization.
D. AFFIDAVIT AS TO PURCHASE AND SALE OF OFFICE

I have not, nor has anyone acting in my behalf, given, transferred, promised or paid any considera-
tion for or in expectation or hope of receiving assistance in securing such appointment.
E. AFFIDAVIT AS TO EMOLUMENT FROM FOREIGN STATE )

* I will not accept, nor am I accepting, any present emolument, office or title, of any kind whatever,

from any King, Prince, or foreign State.
F. AFFIDAVIT AS TO PERSONAL HISTORY AND EXPERIENCE AND QUALIFICATIONS STATE-
MENTS

The answers given in the Personal History and Experience and Qualifications Statements on the re-
verse of this form are true and correct to the best of iny knowledge and belief,

(Signature of appointes)
(Name will be carried on personnel and payroll records as signed)

Subscribed and sworn to before me this - day of. , AN19______

at ) e
(City) (Btate)

(Signature of officer)

[BEAL) : prtoy ; .

(BOTH SIDES OF THIS FORM ARE TO BE EXECUTED)

.-235-
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b . SPONSOR'S CERTIFICATION
b (Please Type)
: 1/; TO: The Mclaughlin Company, Agents
| // : Indiana Bonding & Surety Company :
' r 2000 L Street, Northwest n
g Suite 514 ; ‘ -
/ Washington, D, C. 20036 For Company Use Only &
A. SPONSOR
: L Name 8
Wnited States Conrts, Probution Hystem L Address
This is to certify ; . o — o | 3
That : h ' 5:;
whose signature and photograph appear Photograp B. EMPLOYER P
hereon serves as a United States Probation . . ; %
Officer Assistant for the Northern District : 4
of lllinois : Name H
U.S. Court House S 3
219 S. Dearborn o Address g
N Room 2200 : e . |
Chief Probation Officer Chicago, Hll. 60604 . S - R
Tele, 431-9400 {Ext. 241) s City State Zip
Signat f Employee
Date "anaiors @ ’ o C. For NEW coverage, complete the following
' Name of Bondee Amount | Effective Date Social Security | D+ O.T.
Last First of Bond | Mo. 'Day. Yeor Number Code
$
| o
.. .
2 &
. ¥
D. For CHANGE, complete the following ) b
Name of Bondee Previous |New Bond | Effective Date of Ch. J
B Last First Bond Amt.f Amount M6, Day © Yeor »
$ $
3 Date Submitted - Local Office No.
Signature of Coordinator Telephone No,
INSTRUCTIONS
X
: Corriplete this side of form in TRIPLICATE and moil original to Indiana Bonding & Surety
Company at above address. See reverse side for termination or cancellation of Bond.
-237-
-236.- L
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SPONSOR'S REQUEST FOR TERM!NATION

BPONSOR
Name
Address
City ; State Zip
EMPLOYER
Name
Address
City State Zip
E. The above Sponsor hereby notifies The McLaughlin  Company of the cancellation
specified below under BOND NUMBER " and warrants that the Employer

has been so notified:

Effective Date
Name of Bondee of Termination

Last First Mo. Day Year

Local Oftice No,

Date Submitted :
Signature of Coordinator  Teleshone No,

INSTRUCTIONS

1. f thisside of form is completed, it should be typed in TRIPLICATE and original and one
copy mailed fo indiana Bonding & Surety Company at address on reverse.

2. If o Bondee changes from one Employer to another, *iz.coveroge MUST be cancelled on this

side and new coverage ordered.

Indiana Bonding hereby acknowledges receipt of the dbove request for termination, and has effected
same.

Date Acknowledged By

The Mcl.aughlin Company

-238-
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BEN 8. MEEKER

GHIRF PROBATION OFFICER g:{cA":‘AL';D : ERME
WAYNE L. KEYSER 8 J. MARTIN
DEPUTY CHIEN SEYMOQUR J. ADLER
CHAS, H. Z. MEYER UNIT S : WAYNE PAUL JACKSBON
JOSEPH G, COLOSIMO ITED TATES DJSTRICT COURT GLORIA CUNNINGHAM
~IACOB B. BARNETT OFFICE OF THE PROBATION OFFICER RICHARD B o

--»:;;ﬁs.’w :‘Tnc{AN NORTHERN DISTRICT OF ILLINOIS AMOS B, MOORE

Ay J. Rave: LI::E U. ¥, CoURTHOUSK EDWARD K. KENT

V;ILLIAM g PR CHICAGO, ILLINOIS 60604 ARTHUR M. AFREMOW

KENNETH Q. WHITMORE Tiw. 431-9400 PRORATION orricens
PROBATION OFFICERS

RICHARD K. TRIBKA

I donot ( )
I do ( )
Circle one of the above:

Plan to use my automobile in connection with my work on the
Probation Officer Assistant Research Project.

In the event that you plan to use your automobile for trans-
portation in the supervision of cases assigned to you, please
answer the guestions below and return to this office in the en-
closed envelope.

1) Name of Insurance Company

2) Police Number

3) Amount of Liability Coverage

4) Expiration date of Policy

Sincerely,:

William S. Pilcher
Project Director

WSP/bmb
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FED

-y pbtain classifiable fingerprints:
1. Use printer'a ink.

8, Wash and dry fingers thoroughly.

5. Be Bure impressions are recorded

block, )
7. ¥f gonte physical condition mak:

¢. Examine the completed prints

JNITED STATES DEPARTMENY JF JUSTICE | .

6. If an amputation or deformity makes it impossible to print a finger,

Most fingerprints fall into the patterns

ERAL BUREAU OF INVESTIGATION

WASHINGTON, B.C. 20537

APPLICANT

i

2. Distribute ink evenly on inking slab. i

4. Roll fingera from nail to nall, and avold allowing fingers to slip.

in correct order.
make a notation to that effect in the Individual finger

es it impossible to obtain perfect impressions, submit the best that can be obtained with a

memo stapled to the card explaining the circumstances.
15 see If they can be classified, bearing in mind the following:

hown below (other patterns occur infrequently and are ot shown here):

{. LOOP . 2. WHORL 3. ARCH
Sy
) CENTER
X \ OF LOOP DELTAS

N
=

THE LINES BETWEEN. CENTER OF
LOOP AND DELTA MUST SHOW

code designation.

¥D-258
Rev. 9-27-85)

THESE LINES RUNNING BETWEEN

GELTAS MUST BE CLEAR ARCHES HAVE NO DELTAS

Law-enforcement agencies using this card for pistol permits, licenses, ete., should indi-
cate type of permit or position in space “COMPANY AND ADDRESS,”

Department of Defense activities and contractors initiating this card will make no
entries in “CONTRIBUTOR AND ADDRESS” and “NUMBER.”
by the Department of Defense investigative agencies concerned. Department of
Defense activities using this card for military personnel or civilian employees will
enter designation and address of requesting activity in “COMPANY AND ADDRESS.”
Department of Defense contractors will enter contractor’s name and address in
“COMPANY AND ADDRESS.” ,

The space “NUMBER” should contain the number designated for the particalar case or

Such entries will be niade

The number appearing in this space will be quoted on answers

to the fingerprint search.

‘ ; ¥y 690, 19%—O-T08-007
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LEAVE THIS SPAGCE BLANK

APPLICANT

T NAMK

FIRST NAMK

" ODLE NAME

SIGNATURE OF PERSON FINGERPRINTED

— B B
AESIDENCE OF PERSON FINGERPRINTED

CONTRIBUTOR AND ADDRESS

COMPANY AND ADDRESS

sEX RACE
HT.ﬁnr.heni wT,
HAIR EYES

DATE OF BIRTH

SIGHATURE OF GFFICIAL TAKING FINGERPRINTS

NUMBER

DATE FINGERFPRINTED

TYPE OR PRINT ALL REQUESTED DATA

See teverse side for furthee instructions

PLACE OF BIRTH

v REF,

CLASS,

LEAVE THIS SPACE BLANK
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10, LEFT LITTLE
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OFF £ MEMORANDUM
'UNITED STATES GOVERNMENT

TO : K ‘ - DATE:

FROM : William S. Pilcher

SUBJECT: Client accepted for Probation Officer--Case Aide Project

This is to advise that the case of | | _

Probation Officer-~Case Aide Project and in the future he will
be supervised by a Probation Officer Assistant under the direct-
ion of R ‘ ,

previously assigned to you, has §ebn randomly selected by the

Uniess you have any objections concerning this assignment, we plan
to contact the client and advise him of the transfer of his super=-
vision. Any suggestions you may have pertaining to this client's
transfer or supervision would be most welcome.

WSP/bmd

-242-~

=

uoSqoY 'y UIMp3

1NoY Jotnsiq salels pajun ‘ebpnf jo1y)

193] 'S uag

1891430 UONEqOLd S “N JBIYD

“aunp jo Aep pig siy) stoui[|] ‘obeatyy ye pajeg

‘LL6lL

¢

‘juelSISSY 1901}}0 uolleqosd y
Sy 921A13g panjep 30 uoiyeioaiddy puy uoirjrubooay uj

G Y

- =243-

Sjuasaly

‘ODVIIHD

D) V2P 92 D P,

SIONITTI

T
RERHS XA AR R A




APPENDIX B
PROBATION OFFICER ASSISTANT

GUIDELINES .
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Probation Officer Assistant
Guidelines

Compiled and Edited by
Ellen Ryan Rest
Research Assistant

Probation Officer Case Aide Projéct‘

United States Probation Office
- Chicago, Illinois
March 1973
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INTRODUCTTION

This mamual was compiled from material prepared for the rinal
report of the Probation Officer Cese Aide Project. The "POCA" Project :
was conducted in the Chicago U.S. Probation Office to study the use of |
para-professionals in assuming some of the responsibilities usually
carried by the probation officer. The manual is intended to assist
the reader with planning his own program by relating how things were
done in "POCA," what wes successful, and in some instances, what was
not. For most readers it will probebly raise more guestions than it
answers. In doing so 1t will have achieved its purpose of hélpi.ng
the reader find ways to imswer his own questions, and hopefully, edd
his own findings to those here. It is part we.sbook, part travel
guide and necessarily incomplete,

It is cur hope that as you experiment with the use of
probation officer assistants, you will report ’to us any suggestions
you mey have and add your observations for future manual use.

Included in the appendix is the article, "Use of Indigenous

*
Nonprofessionals in Probation and Parole"” in Federal Probation in

March 1972, an& serves as a brief introduction to the developing role
for the para-professional in delivery of social services, with special
attention to the role of the ‘indige‘nous non-;proresaional, in corrections.
The srticle also gives a brief overview of how the role of the pare-
professioml was implemented in th;e"i'U.S." '?ro‘batio’n Office in Chicago.
The terms non-professional and para-professional will be used

interchangeably.
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DEFINING THE NEED FOR PARAPROFESSIONALS

When beginning to plan for a paraﬁrofessional program there are
a number of questions to ask. The answers to mény of these questions
will help to determine who should be recruited for the paraprofessional
role.
1) Is there a particular group of clients with whom
you think a paraprofessional would be effective?
2) What are the parameters of this target population
or problem group?
Is it agg? E.g., juveniles? Youth offenders?

Ethnicity? Puerto Ricans? Blacks?
Mexicans? Appalachian Whites?

Offense category? Stolen autos?
Specific geographic area?
Life experiences? E.g., limited eduéation,
unemployed, physically handicapped, retarded,
fitst‘&ffenders, technical violators?
3) How has the group been identified?
From reports by officers?
From Survéy of records or‘caseloads?
In other words,'do‘you have hard evidence that the préblem
group so identified actually exists? How many clients
belong to such a gfoup and need speciél help? In the fore-
seeable future do you think their number will continue?
4) Are there more than one of these groups with which you

Y
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think a paraprofessional could be helpful?

II. OBJECTIVES OF A PARAPROFESSIONAL PROGRAM

1) What goals do you have in mind for these clients who
form the target population?

2)  What goals do these clients have for themselves and
are they congruent with your goals?

3) What do you want the paraprofessional to do? Here
it 18 necessary fo be as specific as possible.

Goals should be limited initially, and POA's trained in a series
of steps to achieve a limited goal at first. Goals can always be ex~
panded later,

For example, if the officers want help with locating and re-
establishing contact with clients who are out of touch, there are a
number of steps one can take. It cannot be assumed that the para-
professional will “'think" of these because "they are,cgmmon seﬁse
steps." Some steps might be the following:

1) Check last known address;

2) ‘Check last known empioyer;

'3) Ask neighbors and local merchants;

4) Check at different times of day or evening;
5) Cﬁgck with known friends or family members;
6) Write ;o’client at last known address;

7) Dress inconspicuously for area;
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III.

8) Avold authoritative attitude while asking questions

Similar series of steps should be planned and implemented with
other tasks assigned to the ailde.
Do not assume anything. ) ? ¢

Be very specific about what you want done, and how you want it

done.

Instruct the aide to check with you before proceeding on his

oWl .

In training an aide, one might pose a series of "problems" to
him and ask him to tell you how he would handle them. ~3;
fLANNING AND ORGANIZATION - :

A. Administrative Questions--What administrative planning needs

to be done?

1)

2)

3)

4)

5)
6)

of neighbors, members of the client's household, etc.

% o

g et

Clear any plans for using former offenders with the § 
local court.

Make clear what fringe benefits and salary can be

offered.

Establish policy about travel reimbursement for field

visits.

Make decisions about badges, identification cards, auto

insurance, etc.

Establish policy about working hours.

Make decisions about designating responsibility for }[
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7)

8)

9)
10)

11)

POA training and supervision.

Organize training material and reference material

for POA's.

Find ways to involve most or all of professional staff
in planning foxr training and/or using POA time.
Arrange and plan training program for POA's.

Make decisions about goals, areas of emphasis, and
limitations of POA werk.

Plan for recruitment of POA's.

B. Manual for POA's

POA manual should include the following:

1)

2)

3)

4)

5)

6)

Sample presentence

Samples of correspondence to parole boards, court,
institutions, etc.;

Samples of forms--appointment letter, monthly report,
etc.;

List of principal investigative agencies and functions:
a) Federal--FBI, Postal Inspectors, Customs.
Inspectors, IRS, Secret Service, FBN,

U. S. Attorney, etc.;
b) State--state police;
¢) Local--police, state's attorney.
List of community resources--public and private social
agencies;

Resources for special problem groups--narcotics, alcohol,

etc.
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The manual for POA's should also include statements of office
policies and procedures so that no misunderstanding exists--such as:

1) How to repo;t illness;

2) WVorking hours;

3) Holidays observed;

4) Schedule of paydays;

5) Checking in and checking out;

6) How telephone messages and visitors are handled when
POA is out of the office.

About working hours--

Since one of the major purposes of a probation officer assist-
ant is to provide service when professional staff members are hot
available perhaps some of the following suggestions should be con-
sidered: |

1) POA's could schedule working hours from nocn to eight
P.M. so that they could be available in the evening
for clients who are employed during the day. It is
suggested that they make home visits in order go
understand better the client's family situation.

2) POA's could develop a resource in the 1ocal‘comﬁunity
where they could meet with clients for whom a home or
onéthe—job’visit is 1{ll-advised.

3) POA's could work é few hours on the weekend when officers

are not available.
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About community rescurces--
Compiling a list does not need to be an enormous job for
any one person. Besides the obvious ones, e.g., welfare, state
employment, state rehabilitation, ask each officer to submit
some names of those he finds particularly helpful, and have
someone from the clerical staff compile the list.
C. The Professional and Clerical Staffs
It was mentioned previously that ways must be found to involve most
or all members of the professional staff. This recommendation is made
because the officers have indicated, at‘least in the POCA Project re-
search, that they want to be involved. The officers héd a great many
valuable suggestions whiﬁh will be discussed under appropriate headings.
Some ways to elicit officers' cooperation and contributions might be
the following:
1) Brief meetings between each officer and the POA
trainer/supervisor. This can be casual and’informal,
- over coffee, lunch, etc.
2) The POA trainer/supervisor can pose questions for
discussion at scheduled staff meétings——problems
are bound to come up which lend themselves to such
occasions.
3) The POA trainer/supefvisor can ask for officers to
volunteer for certain tasks relative to POA‘orienta-

tion and training, e.g., take POA to court, or on
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field visits, or allow POA to observe them conducting
an interview, or take them aleng when visiting an
investigative agency. This last step will also sexve
to Introduce the other agencies to the new staff mem-
ber, the paraprofessional.

4) 1In a large office certain officers will probably have
developed areas of speclal competence and expertise.
Ask them to discuss these areas with POA's'in train-
ing.

5) Make goals and limitations of POA program very clear to
staff, They are not being replaced, but extended.

It has been the experience of the POCA research that professional
probation officers have a great deal to contribute to the successful
use of paraprofessionals. ' It is the responsibility of the administra-
tive staff to make judicious and systematic use of their talents in
order to define the role of the POA, and to train him for the tasks
they wish him to undertake. Involving the professional staff has the
added advantage of helping them to invest in this endeavor, which may
well help the program to be a successful undertaking.

The administrative staff must consider whether or not ﬁo require
all officers to use POA services. 1In the POCA Project continuation
phase, some officers reported that they resented 'being forced" to use
POA services. Although assignments of POA's were made to each staff

officer so that all would have an opportunity, some officers made very
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few assignments. %hus in'éffe&t, they did not use POA services.

The administrative staffzéhd POA trainer/supervisor should do
everything possible to encourage staff officers to communicate with
each other about successful use of POA's.

Some preparation must also be made with the clerical staff. The
administrative staff of the office might call a meeting to explain
the POA position to them and to tell them how they will be affectéd.

‘In the POCA Project, many of the men hired for POA positions had
not had much experience in dictating or writing reports of contacts
and other material. Consequently the secretaries had somewhat more
difficulty completing work for POA's than for professional staff of-
ficers.

When and if such problems arise, assistance should be given to

both secretary and POA in an attempt to reduce the incideiuce of future

problems.

RECRUITMENT AND SELECTION OF POA'S

Social class and ethnicity will be dictatedylargely by the goals

of the program, Thus POA's will often be members of minority groups,

or at least have had personal experience with the problems and life
styles of the designated problem group.
Applicants for POA positions came from many sources in the POCA

Project. An excellent source of former offender applicants proved

to be closed cases in the U. S. Probation Office. A search of the
files and recommendations by officers provided many names.

Another good source of applicants is through neighborhood and

community service organizations. Directors of these agencies can be

contacted, and their help enlisted, A third source of applicants
might be community colleges. Finally, one can expect some applicants
to be informed by the "community grapevine" or word of mouth. POCA
had a number of excellent applicants in fhis way.

Probation Officers’ Recommendatiqns for Selection Criteria

The officers were asked what criteria would be useful to them in

selecting new POA's. Their responses can be grouped into a number of
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Although the goals of the probation officer assistant program will
. categories.:

dictate t¢ some extent the kind of individual to hire for the POA”posl-
. 1)  Personality characteristics, both intrapersonal and

tion, there are a number of other thihgs to be considered. A decision »
extrapersonal;

must be made whether or not to hire former offenders. POCA had excel-
: ‘ : 2) Life experiences; i

lent results with the ex-offenders hired, with no untoward incidents , ~ . ‘
‘ ‘ , ‘ . 3) Behavior in interview; ; : i ; (o
resulting. The men had to have spent the last year in the community B
‘ , ‘ & 4) Level of education; , : o R 4
arrest free, and supervision must have terminated. 51 ' ' S
: :  §, 5) Miscellaneous, i.e., interest and time. o 0
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Among the intrapersonal characteristics mentioned were self-
confidence, maturity, stebility, gdod judgment, hopeful outlook,
patience, wérmth, well integrated personality, understanding, in~-
telligence, desire to be helpful, etc. It must, of course, be kept
in mind that this is a composite of suggestions by 20 officers.

Any individual found to possess all these characteristics would be
ripe for canonization!

Extrapersonal characteristics were those of relationships with
others. Among those considered relevant were the following:

1) Sensitivity to the needs of people;
2) Awareness of how needs can lead people to criminal
behavior;
' 3) Non-judgmental attitude toward those involved with
the law;
4) Respect for other people;
5) ’Reality—oriénted in expectations of self and others;
6) Ability to work comfortably with those more highly
educated;r “
‘7) Ability to estabiish relationships and communicate
with qlieﬁt population.
As with most of these charactéristics which are qualitative in
nature, it would be very difficult to establish criteria by whigh they
might be defined and tecogni;éd, upoh which a nhmber of peoplevcoulﬁ

agree. Fortunately, other categories suggestgd submit more easily to
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objective definitioen.

In the area of life experiences, several officers recommended
that POA's have experience in public contact work with social services
strongly preferred.. Several officers noted that most POA'é should be
members of minority groups, as they had been most helpful with clients
from minority populations. A further criterion in this area considered
important by most officers was expressed in a number of wéys. Essen-
tially a POA must be familiar with the lifestyle of the urban poor, the
hardships and deprivations found in urban slums, and be able to go
about freeiy in those areas. Other experiences mentioned as useful

were involvement with community organizations, familiarity with opera-

“tions of the legal system (though not necessarily through personal

experience), acquaintance with 'pressure points” (sic). One very
optimistic officer wanted POA's with no personal problems.

A number of officers indicated that much significance should be
attached to POA's behavior while being interviewed for the positidn.
Some saﬁ this time as an opportunity to learn about the POA's percep-
tions Sf treatment and subject supervision. Othersrwantéd to make
observations aboﬁt his pefsonality characteristics and the ease with
which he handled himself in this urfamiliar situation.

The officers also attached‘considerable significance to education,
not so much to the level attained (although one wanted the POA's to

have two years of college) but to the skills acquired. fThose mentioned

‘as important were literacy sufficient to understand material in files

)
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dimension of probation services which is being added.

and to write reports of one's own work, ability to speak one's ideas
POCA received a number of inquiries after an article

clearly. Office skills were mentioned by one man, and another said
appeared in the paper at the project's inception.

that education was not a factor.
2) Seek out other organizations and agencies in your

POA's were asked to describe the events and experiences in their
city which are using paraprofessionals, and get '

lives which helped them in working with clients. Nine POA's mentioned
, thelr advice about selection criteria, training and

supervisory responsibilities in employment, or the nature of their
operational procedures for using paraprofessionals.

employment was working with people. Five mentioned knowing the life

In particular, seek out agencies whose work is

of the community or ghetto, and having an appreciation of its hard-
- similar to yours, e.g., state and local courts, f

ships. About half mentioned an interest in people and a desire to
probation and parole agencies, etc.

help. Many of the men mentioned other characteristics, abilities,
3) Seek the advice of agencies serving the population

and experiences which were helpful:
which you wish to serve, or from which you wish to

1) Academic training in psychology, child development,
recruit your POA's,

social services;
POCA made beneficial use of all these steps. i

2) Chairmanship of a scholarship committee;
y., ORIENTATION AND INITIAL TRAINING ; é .

3) Management of a softball team;
Orientation and training has two aspects-—that prepared for POA's,

4) Ability to talk easily to people; , ' ' Qt
‘ = and that prepared for the officers themselves.

5) Being black; .
A. Training for POA’'s should be structured along four dimensions:

6) Working with retarded children; .
1) Formal presentations; . ; ' L

7) Curiosity;

, 2 G 4 ions;
8) Forty~two years of "just living;" ) Group discussions;

. 3) Field i ;
9) Getting control of own hang-ups about authority. ) e experience;

b
§
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4} One-to-one conversations.

In beginning recruitment for the POA positions, some further sﬁg—
: . Ideally, the orientation and training period ghould contain a com-

‘gestions may be helpful.

ponent from each of

these areas. POA's are =o mere-Iikely to benefit

1) Obtain newspaper and television publicity for the new
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from sitting and listening all day than anyone else. If planning is
carefully done, each day can contain an element from every area.

The formal presentation should include the following:

1) What is probation?
2) What is parole?
3) What is the jurisdiction of the U. S. Court?
4) What crimes are federal offenses?
5) Other pertinent legal concepts.
Time can be set aside also for presentation of administrative and
personnél matters included in the POA Manual,

The area of group discussion should include presentation of com-

munity resources, and appropriate techniques for obtaining services
for clients. Interviewing techniques and elements of good casework
belong here. Present cases with examples of the kinds of assignments
POA's will be receiving. Present problems--cases for group discussion.
Let POA's consider what kinds of services are,calledifor,'how best to
approach the client, how to formulate a plan for services with the
client, etec. - |

Role playing and role reversal are excellent devices to use, as
long as it is kept short.

A number of useful training films are available, and provide

much material for discussion. A list can be found in the appendix.

Field experience need not be entirely in the field. For example

a POA trainee could observe an officer conducting an office interview.
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Trainees can benefit from a whole variety of experiences in the’company
of officers.

1) Make home visits;

2) Go to court;

3) Visit investigative agencies;

4) Visit social service adgenciles;

5) Observe office interviews;

6) Visit "lock-up" and city/county jail.

The trainee should observe several different officers so that he

learns many approaches to a single task., There is no‘"one correct
way" to conduct an interview.

One-to-one conversations can have an informal and spontaneous

q;ality as well as some structure, Different approaches can be used.
The trainer/supervisor might want to ask for officer volunteers to
help the new men get acquainted with the office. This relationship
can form the basis for trust and communication later between professional
and paraprofessional. Discussions can take place over coffee or lunch
or in fhe elevator or parking lot.

The officers might be asked to discuss with the tralnee the visit
or 1nte:§iew at its conclusion. A series of‘informal,HOPen-ended

questions could be prepared for the officer's use in the event that

' qﬁaations don't suggest themselves to the officer, or the trainee

“degsn't {nitiate the conversation. The officer might begin by saying:

What do you think was happening in this interview?
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What did you think of Mr. ____ , or Mrs. _____, or whoever?
Do you have any questions?

What would you have asked?

What do you think should happen next?

How would you go about effecting this?

Hopefully such questions will stimulate the trainees to think about
program and steps necessary to accomplish it, and future assignments can
be based on these discussions.

Some excellent suggestions for tralning were made by officers.

~=- Provide some kind of positive court experience for
ex-offender trainees.

~- lge as training materials the records of POA involve~
ﬁent in various kinds of assignments as sample cases.,

~~ In botﬁ training and supervision, the men's own work
should be used as a teaching device.

-~ Show cases illustrating both success and failure in
training POA's.

-- Have new trainees discuss job with veteran POA's (when

~available}.

The officers repeatedly made mention of the necessity fof combiqing
the didactic and experiential portions of training content as a means
of holding Interest and facilit#ting learning among POA's;,

The officers indicated some areas of training which they themselves

wanted to provide. The major area mentioned was instruction in casework
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‘techniques and procedures, including the following:

1)
2)
3)
4)

5)

Nature of gssignment;

Reason for doing assignment;

Ways to do assignment;

Determining client needs and goals;

Giving instructions which can be generalized to other
cases, This aspect of training might be better
labelled "on-the-job training," beginning when the
four previously mentioned stages are well under way.
There will be no clear~cut division between the two
phases. On-the-job training will consist of work

assignments, and should not be delayed too long.

Working with paraprofessionals is initially time-consuming for

the professional,

ficers in POCA. Thus somewhat of a paradox is found within these

suggestions.

On one hand, the officers want POA's assigned to them

only after training is completed. On the other hand they recommend

almost a tutorial approach to training for work in the field. This

seems to indicate the necessity for an individual on staff whose major

responsibility, at least for a time, is to train and supervise new

POA's.

POA's were asked at the conclusion of POCA to indicate what ad-

ditional training, experience and skills they needed to handle each

of their agsignments.
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This observation was made by nearly all staff of-

For 25% of the assignments, nothing was indi-




cated. For 372 of the assignments, they responded that nothing addi-
tional was needed. For 38%7 of the assignments. the needs indicated

can be grouped into the following areas:

1) More knowledge about federal prisons, the probation
and parole systems;
2) More knowledge about court procedures in criminal cases;
3) Knowledge of narcotics and other laws;
4) Ability to speak Spanish;
5) Studies in criminal behavior;
6) More knowledge of social work and/or psychology;

7) Investigative training.

Orientation and training for officers in the use of paraprofes-

sionals 1s an aspect which must not be overlooked.
Officers must be trained in how to use POA's'most effectively,

what kinds of assignments to make, what to expect as a result,

and how to handle unsatisfactory results.

As professional staff officers begin to work with POA's,
attention must be given to both members of the team on a
regulér basis. Neither has previously had tbefexpérieﬁce

of using this approach, at least not in this situation. Some
officers will complain when all is not going well. Others

will not. It is a mistake to assume that all is going well

if no complaints are forthcoming. Perhaps the POA trainer/ |

supervisor should sit down with officer-POA teams for dis-
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cussions, with officers individually, and with POA's
individually to find out what problems (if any) exist,
what their goals are, and what suggestions they might
have for change.
Initially the trainer/supervisor could ask the officers
after each assignment is completed by a POA the follow-
ing:

-- ‘What was done correctly or well;

-~ What needs improving;

~- What suggestions the officer might have
for improving POA work.

Thus some of the’supervisory burden could be lifted from the
officers during the initial stages of on-the-job training, a period
which proved to be most time consuming for staff officers.

Some further suggestions about training:

-- Tell the POA's in training‘what they have going for
them-~-what their assets are--what is unique and
valuable about them to the work of probation and
parole.

~-— Tell the PCA's in training what assets the professional
staff officers have, and what kind of help they can
expect to receive from the officers.

1) How to recognize and handle manipulation.

2) How to conduct an interview.

-265-

L2




B

. sense of themselves as an integral part of the office.
3) How to deal with community resources and

obtain services for clients. : Part of this task lies in ensuring that staff officers
4) How to weigh all factors and make decisions do not see the POA program as a criticism of thelr
e . with the goals of fairness and objectivity. -
e : work, but rather as an extension of the service.

~-— Avoid overtraining and over-professionalizing POA's. .

g P 8 YI. SUPERVISION OF POA'S
They should be discouraged from assuming the appear-
Supervision is not easily separated from training, particularly
ance of professionals with externals, e.g., diplomas
on-the-job training. As POA's begin to receive assignments, there

and certificates on office walls; the probation ser-
will be additional matters to consider.

vice needs no carbon copies or junior editions of
~- Should POA's have their own cases with major responsi-

probation officers. In mimicking the professional,
bility under supervision by an officer?

the POA's effectiveness can be impaired. They are
-~ Should POA's handle only some aspect of a case while the

A unique and different, and this difference must be : .
s i officer handles the rest?

maintained in order for them to retain their value
-— Should POA contact with clients be a "one shot" kind of

in this work.
thing, or should it be a limited number of contacts, or

—~ Do not allow the officers to "buy" into a romanticized
should it be on a continuing basis without limitation?

POA mystique as many professional workers in drug abuse
Nearly all the POA's favored being assigned a small caseload, and

have "bought" into an ex~addict mystique. This can be
‘ a number of them included explanatory comments.

avoided in part if emphasis is placed on the assets and :
-~  "Pure investigation is too boring."

’%;‘j ‘ strengths of each group (POA's and officers) rather than "It rak lot out of a POA iust to B "
S — akes a lot out of a just to be a messenger,

deficits. This will make c¢lear to each group what is
, ~= "You can establish relationships in a small caseload."

valuable about the pther, and allow them to feel priée in
—— "The individual would receive more attention.”

g, g st IR L T e T

their assets, instead of negative feelings about their 1 .
v A note concerning investigation: While POA’s are to be used

limitations.

a
o
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primarily for supervision cases within the U. S. Probation Service, from

-~ One thrust of training should be to impart to POA's a
time to time they will probably be given some investigative tasks. POA's
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do not distinguish between investigative and supervision tasks in

the sa” " way that the U. S. Probstion Service does; i.e., investi-
gative‘tesks are those contributing to the preparation of reports
for the courts, institucioné, parole boards, etc.; supervision tasks
are those assigned for clients who are in the co;munity following
release, disposition, etc.

Thus a POA may classify a task as "investigative" in nature,
even though it is conducted for a supervision case.

Some examples:‘

~- Checking on a new arrest;

~- Locating a missing probationer;
-- Obtaining late 'monthly reports;
-~ Surveillance.

The behavior required of the POA may be exactly the same as in
a presentence investigation, e.g., ¢btaining police records; however,
the probation officer will label the task a supervision assignment,
but to the POA, it is an investigative task.

Several POA's indicatad that they favored having other assign-
ments as well as a sﬁall caseload. In other words, they welcome some
of what they‘sée as Investigative assignments. However, they fesist
too many of these because to thembit connotes the status of "errand

POA's said they were able to learn more with a variety of assign-

nents.
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Another question--

Should POA's be given crisis types of assignments? When,
if ever, are they ready for these?

In POCA many assignments .described as "routine" in nature turned
out to be not so routine when the POA looked into the situation.

It 1s particularly important to obtaim prompt reports from POA's
about routine as well as other kinds of assignments, to learn if other
problems became evident, and if so, how did the POA handle them?

-~ Does he know how to spot other problems?
--~ Does he ask for help promptly if he 1s unsure about
the next step?

By meeting and successfully handling the umexpected, the POA will
gain the experience necessary to handle assignments of increasing com-
plexity.

It is impossible to say what the limits should be in assignments

for POA's. The amount and quality of experfence is an essential factor

in the type of assignment.
Perhaps initially assignments should be "one shot" in nature.
Complete instructions should be given and the POA should be in-
formed ho& soon some ''feedback" is expected.

As need for continued contact becomes apparerit a decision can be

- made about whether to begin giving continuing assignments.
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Sfructure of Supervis#on

Supervision should be‘conducted on twoylevels:
1) Individual conferences
2) Group discussions

Both should be regularly scheduled.

It will be necessary at first to have more frequent supervision
contacts. Later, as the POA's gain experience the schedule can be
thinned.

In individual conferences the supervisor can keep track of each
POA's progress in learning the many facets of his job.

In group supervision meetings, the mén can learn from each other,
as they share experiences and ideas. The trainer/supervisor can pose
questions for discussién.

It is recommended that group supervision meetings to held twice
per month initially.

Perhaps some staff officers might be invited to sit in from time
té time.

CONFIDENTIALITY AND USE OF FILES

This sensitive area was handled in POCA in the following way,

with no untoward incidents:
When POA's were receiving their first assignments, after initial
contact with a client, and depending upon the degree of sophistication

of the POA, the material in the client's file was made available. The
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concern was not So much a matter of trust as uncertainty about how
much the POA's could digest and understand from the files, many of b
which contained a lengthy narrative report including the official i
version and defendant's version of thé offense, prior recoxd, social -
history, present situation, employment record and recommendation.
Institutional material was similar in nature. Mindful of the proba-
bility that POA's Would have limited verbal skills and experience
in the role of a helping person, staff members wanted to avoid pro-
viding an occasion for confusion, apprehension or drawing.of errone-
ous conclusions. The supervisors found that some POA's could handle the
material in the files better than others.

At thg beginning of POCA, POA's were not given systematic or
unlimited access to material in the client's file, but they were
given whatgver information the supervisor thought necessary to provide
appropriate service. After several weeks of project operations, it
was noted that POA's had not requested any information of a confiden-
tial nature other than limited background data, 1.e., name, address,
marital status, employment record, offense, etc.

As the POA's gained experience in their role, and the supervisors
began to have a better idea of what could be expected ffom them, the
subject’'s file was made freely available for perusal by the POA, fol-
1owed’by a planning discussion with the supervisor. The pvroject ex-
perienced no difficulty at any time around this sensitive area, 1In e

general POA's were mainly concerned with the'subject's prior record,

.

~271~

g




™

Most of these films are avaiiable for nominal Tees throu:gh conier -
cial film distributors, or through the Film Library <f Southern Iilianocis

University, Csrbondale, or the Americen Foumb.tion of & orrections, /

the instant offense, and present circumstances surrounding home, Philadelphia, Pennsylvania.

family, and employment. POA's also checked the files of subjects 1. "R ODDS AGAINST" o

‘Running time - 32 minutes - 16 mm. black and whits.
with special problems, i.e. , narcotics or alcohol addiction, for T
This is a documentary film which port*ayz ~.;h9 stzry of a 20
year old male from atrest to a parole hLesring. The viewer is
taken through each of the procedures from arrest, detenw,m,
trisl, sentencing, imprisonment, and pa.role.

informat:ion about prior handling of these problems. POA's who were
ex-offenders seemed to show greater interest in institutional classi~

2. "PAROLE GRANTED"
Running time - 50 minutes - 16 mm. black and white.

fication studies than did non-offender PVA'S. Staff wmembers haa

expected all POA's to bshow much more interest in subject files than

: This film was presented on the Armstrong Circle Theater with
they actually did. Thus many problems anticipated by staff members o Douglas Edwards as the nerrator and is devoted primarily to
o ' explaining and 1llustrating the duties of the United States
Probation and Parole Office., It shows the probation officer
working vwith an offender's family, engaging in parole super-
vision, and advising the court through the medium of the
presentence investigation.

did not materialize.

e

3. "“THE PRICE OF LIFE"
Running time - 29 minutes ~ 16 mm. black and white.

Documentary on probetion. Portrays the presentence investiga-
tion, sentencing, and problems of supervision and revocation as
revealed in the work of a probation officer with a young adult
offender.

't

e Gy

k, YAPPLES DON'T FALL FAR FROM THE TREE"
Running time - 55 minutes - 16 mm. black and white,

This film was produced by the Four Star Theater and stars David
Weyne as a priscrer in a stete institution in California. This
film shows a parole officer attempiing to locate the father of
a young boy. Also shown are some of the activities of the
California Adult Authority working in placing a paroclee who is
physically handicapped in meaningful employment.

24

5., "THE DANGEROUS YEARS'
Running time - 27 minutes - 16 mm. blsck and white.

Documentary portraying, through actual life situations, the
current problems of the juvenile and youthful offender, and the
role played by the law enforcement officer, judge, probation b
officer, and correctional worker in the apprehension, adjudication, S
and rehabilitation processes. The film is suitable primarily for
lay audiences. ' '

ENRNE
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"IT TAKES A LOT OF HELP"
Running time - 27 minutes - 16 mm. color.

Documentary on community drug abuse action, narrated by Lorne
Greene. This film is one of the first to actually document
and explore the numerous avenues available to individuals and
commnities combating local drug abuse. The film involves you
in an in-depth analysis of citizen initiated programs in Ceder
Rapids, Iowa; group therapy sessions in Chicago; a dramatic
conversation on Boston's narcotice "hot line;" and an actual
drug free sensitivity trip in the forests near Tucson, Arizona.

"THE REVOLVING DOOR" |
Running time - 281 minutes - 16 mm. black and white.

Documentary depicting the problems faced by the lower courts
in dealing with the 5 million misdemeanants arrested each
year in the United States and the limitations in facilities
and programs in most Jjalls.

"THE SCAR BENEATH"
Running time - 30 minutes - 16 mm. black and white.

This film depicts some of the behavioral changes brought about
in a perolee after he has gone through a period of incarceration
and has had facial surgery. Various roles of the probation
officer, the Bureau of Prisons, the Board of Parole and the
Vocational Rehabilitation Agency are depicted., The team
approach to working with offenders is stressed.

"THE EYE OF THE BEHOLDER"
Running time - 27 minutes - 16 mm. black and white.

This film is concerned with portraying the life in a day of
Michael Gerrard, an artist, as seen through the eyss of flve
persons.  The film has two. parts and in the second part, the
£1lm illustrates how Michael Gerrard sees himself. This film
is particularly helpful in working with small discussion
‘groups, students, and individuals interested in attitude
Tormation.
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corrections during the past deecade has been

the _mpid expansion in the use of nonprofes-
sionuls as agents of direct service, in large mea-
sure, this has been an outgrowth of a long-stand-
ing, severe shortage of professionally trained
nanipower and mounting disenchantment with
some professional treatment models. There simply
are not enough professionals to ill even a fraction
o‘i’ existing correctional positions. And, even if
there were, there is little evidenca to support a
belief that success rates (by whatever standards)
would increase markedly, Numerous special re-
seareh projects featuring intensive services pro-
vided by highly tifined professionals have failed
to reveal consistently favorable results.

Correctional work entails a wide variety of
tusks aimed toward rehabilitating a widely diver-
sified group of people. While sume of these tasks
and some offenders clearly require professional
competence to effect change, others 46 not. Indeed,
it may well be that certain tasks and certain
kinds of offenders may be more effectively served
by nonprofessionals working in teams with pro-
fegsionals.

It is this proposition which has been a focal
point for a large active research project currently
underway at the U.S. probation office in Chicago.
This article presents a rationale for that study,
and reports on over 2 years of work with offenders
by nonprofessionals.

PERHAPS the most significant development in

Nonproﬁéssionals and the Manpower Shortage

Manpoiver needs in corrections have reached a
eritical stage in the last few years. In 1965, the
President’s Commission on Law Enforcement and
Administration of Justice reported an immediate
need to increase the correctional work force eight-
fold. In aetual numbers, probation and parole
could have absorbed 20,000 additional workers in

*Mr. Beless is research dircetor of the Probatien Officer-
Case Aide Preject conducted at the federal probation of}iee
in Chicago, sponsored by the Center for Studies in Criminal
Justice of the University of Chicago Law. School, and
supparted by the National Institote of Mental éHea]th and
the Federal Judicial Center, Mr. Pilcher is action director
of the Project wnd Miss Ryan is rescarch assistant,

1965 Korn put the problem in a somewhat
different purspeclive: “many of the present diffi-
culties in corrections stem not so much from defi-
ciencies in the numbers of personnel as from defi-
ciencies in what the personnel are doing.”’? This is
consistent with Loughery’s view that
. <. probation must get out of the country doctor era
aud nte the age of the dinie. We can no longer wasle
the training of probation officers on inappropriate tasks,
We are less in need of extra probation officers than wo
are in need of a corps of auxiliary workers to spread
the effect of the offirers we already have ., ., 8
Cressey pointed out that subseribing to a theoyy
of correctional rehabilitation which can be imple-
mented only by highly educated professionals,
while concurrently recognizing that fthere prob-
ably never will be enough professionals, has led
correctional workers into a welter of frustration.
Instead, he recommended making
.. . maximum use of the personnel actually available to
act as rehabilitation agents. There is no shortage of
mature, moral, average, fine, run-of-the-mill men and
women of the kind making up the majority of the
personnel manning our factories, our businesses, and

our prisons—men and wonien who have a high school
education at most.t

According to Siguidson, expanding the role of
the nonprofessional is the most realistic alterna-
tive available to alleviate the correctional man-
power shortage for several reasons.® There exists
a large poo] of untrained, unemployed, nonprofes-
sionals who can be trained to perform significant
reform roles under professional guidance. Eco-
nomically, it would be efficient to use them because
with the increase in automation, many people
“leaving production occupations will be available
for service of rehabilitating criminals,’®

The history of the nonprofessional in correc-
tions goes back many years. Probation in the
United States was begun in 1841 by volunteers

1AV, Phillips., “Developing Correctional Manposwer,” Crime and
Delingueney, 15 (3}, July 1968, pp, 415-119, .

2 R,R. Korn, “Issues and Stralegies of TImplementation in the
Use of Offenders in Resocializing Other Offenders,” Ofenders a»
a Correctional  Manpower Resource. Renort of a seminar convened
by the Joint Commission on Correctional Manpower and Training,
June 1968, pp. 73-84. N 3

3 DL, Loughery, Jr., *“Innovations in Probatlon Management®
Crime and Delingquency, 15 (23, April 1969, pp, 247-258.

4 D.R. Cressey, “‘Theoretira! Foundations for Using Criminals in
the OReha‘bilitatIon of Criminals,” HKey [Jsgues, Vol. 2, 1963, np.
87-101,

5 1R, Sigurdson, “Expanding the Role of. the Non-professional,’
Crime and Delingtiency, 15 (3), July 1969, pp. 420-429,
¢ See fuatnote 4.
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of whom John Augustus, a Boston cobbler, was
the first. Today, over 200 courts in the United
States, most of them adult misdemeanor or juve-
nile courts, are now using part- or full-time
volunteers to provide correctional services. Many
of these volunteers are well-educated, middle-class
businessmen or professionals in other fields.
Goddard and Jacobson described the volunteer as
an unpaid worker who provides morc ot less reg-
ular and continuing services.” Mu:}: of the vol-
unteer’s usefulness stems from his knowledge of
community resources and opportunity. Goddard
and Jacobson found that juvenile-court use of
volunteers in Eugene, Oregon, enabled the court
to reduce the probation period.

A protracted ¢alinquent status threugh official .court

supervision re-enirjrces the concept of self as “delin-
quent.” The use of volunteers, who are not identified as
court officials; allows the court to withdraw officially at
an earlier point, lessen the danger of re-enforcing the
Ziﬁzigq‘uent self-concept, and still meet the needs of the
Lee described the use of citizen volunteers from
all walks of life in the circuit court juvenile de-
partment of Eugene, Oregon.” They befriended
youngsters with the implicit goa! of enhancing
performance in school, employment, family, and
peer relationships. At present, the State of Oregon
Division of Corrections is conducting an operation
entitled “Project Most.” Professional probation
and parole officers have been inivolved in training
nonprofessionals to work in teams with profes-
sionals. A few former offenders have bheen em-
ployed, and the staff reports a high degree of
optimism. about the impact the nonprofessionals
will have upon the Oregon correctional system.0

The Nonprofessional in Other Professions

Othar professions have heen well-sexved by
the nonprofessional. Presently, career lines. are
emetging for them in all the major service fields.

In public school education, the teacher’s aide

performs many of the routine organizational
and administrative functions, leaving the highly
trained teacher with more time to concentrate on

7 J. Goddard and: G.D. Jacobson, “Volunteer Services in a Juve-
nile Court,” Crime and Delinguency, 13 (2), April 1967, pp. 337-843.

4 See footnote 7. )

® R,J. Lee, ‘“Volunteer Case Aide Program,” Crime and Delin-
quency, 14 (4), October 1968, pp. 331-336.

310 Other noteworthy programs using volunteers are being  con-
ducted in Royal Oak, Michigan; Denver, Colorndo Springs, and
Boulder, Colorada.

1 M. Farrar and M., Hemmy, '‘Use of Non-professional Staff
in Work with the Aged,” Social Work 8 (3), July 1963, pp. 44-50.

12 D, Cudaback; ‘'Case Sharing in the AFDC Program: The Use
3{] 9\‘;&’ell'tu-e Service Aides,” Social Work, 14 (3), July 1969, »p.

14 F, Perlmutter and D. Durham, *“Using Teen-agers to Supple-
ment_Casework Service,” Social Work, 10 (2), April 1965, pp. 41-46.

38 T.P. Cain _and D,W. Epstein, “The Utilization of Housewives
as Yg}u;:ﬁcer Case Aides,” Social Casework, 48 (b)), May 1967,
pp. 282-285.

subject matter. The laboratory assistant, the
nurse’s aide, the medical and dental assistant
huve all demonstrated their value to the profes-
sions they serve. In recent years, social work has
made much greater use of the nonprofessional.
Farrar and Hemmy conducted a study using non-

professionals feamed with professionals to pro- .

vide many tangible services to a group of aged
people.’ Cudaback studied case sharing between
welfare service aides, formerly AFDC clients, and
caseworkers in a large urban welfare depart-
ment.'® Perlmutter and Durham used teenagers
to serve as “pals” to youngsters referred for social
work service within the public school system of
Champaign, Illinois.’® Cain and Epstein recruited
a group of housewives who served as volunteer
case aides in a state mental hospiial to provide a
one-to-one relationship for patients, helping them
to reestablish interpersonal relationships and to
make realistic release plans.'*

The Indigenous Nonprofessional

In the last 10 years, a movement to recruit
auxiliary perso:nel from within the ranks or at
least from the same social class as the population
served has gained increasing strength. Such
persons, often designated as indigenous parapro-
fessionals, are being used in a variety of social
services including corrections. While related to
volunteer programs and similarly addressed to
manpower shortages, the rationale for the indige-
nous paraprofessional in corrections differs some-
what from that of the volunteer.

Most professional corrections workers agree
that a large segment of their clientele are, by
virtue of Ltheir norms, values, and life styles, alien-
ated from the main stream of society. Frequently,
these clients are referred to as hard-to-reach,
unmotivated, mistrustful, and resentful of author-
ity. There exists, in other words, a marked social
distance between many middle-class professional
corrections workers and a large segment of their
lower-class clientele.

Such social distance and concomitant lack of
rapport, while not categorically impossible to
overcome in time, characteristically inhibit the
development of a working relationship between
client and professional to the point of client non-
engagement in the rehabilitative process. More-
over, social distance by definition discourages
client identification with the professional and
often makes it difficult for the professional to
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serve as an effective role model. The indigenous
worker, conversely, has often experienced situa-
tions and problems similar to those that beset
certain clients. The result may be greater facility
in developing productive relationships with these
clients. ,

Current interracial tensions in certain areas of
major cities point out the need for experimenting
with nonprofessionals recruited from groups hav-
ing cthnic or racial afinity with certain offender
populations. A communication gap resulting from
social and cultural distance between iniddle-class
profegsionals of any race and the lower-class
minority group clients is a growing problem in
rehabilitation services. Also differences in racial
composition between staff members of corractional
agencies and their clientele pose many problems.

G rosser noted that indigenous persons bring to
their staff positions unique qualities: an affinity
with lower class life, the folk wisdom of the urban
slum, the ability to communicate wi:h and be ac-
cepted by the ethnic pocr. He saw the local resi-
dent worker as “a bridge between the lower-class
client and thie middle-clnss professional worker.”’1s
Rieff and Riessman described the indigencus
worker as follows:

Jie is a peer of the client and shares & common back-
eround, language, ethnic origin, style and group of
intercats . .. he “belongs,” he is a “significant other,”
he is “one of us,” The strle of the nonprofessional is
significantly related to his effectiveness, because it
matches the client’s, 16
Grosser found that indigenous workers assess

the community’s attitudes and predict lower-class
views more accurately than middle-class profes-
sionals, but ke also found the beliefs of his indig-
moud group eleger to thase of professionals than
to those of the community which they served.!'

The vast majority of corrections professionals
are whites living in comfortable circumstances
and quite well educated. However, in metropolitan
arens a large propertion of the offender population
uelongs to lower socioeconomic groups, and a
majority are nonwhite, Cultural and value system
dilerences between the professional and offender
groups impede understanding.

P —

6 C.F, Grosser, “Locil Residents as Medidtors Between Middle
Cluss Professional Workers and Lower-Class Clients,”  Social Ser-
vice Review, 40 (1), March 1966, pp. 56-63, 3

" R. Reiff and F. Riewsman, Tle Indigenous Non-professionil.
New York: National Ingtitute of Labor Education, 1964, pp. 44-48.

7 See footnote 15.

'8 J.E. Gordon, “Project Cause, the FPederal Anti-Poverty Pro-
#ram, and Some Implications of Sub-Professional Training," Ameri-
can Paychologist, May 1965, p. 334.

1% P, Riessman, ‘“The ‘Helper’ Therapy Principle,” Social Work,
10 (2), April 1365, pp, 27-32. i

2 R, Volkman and D.R, Cressey, “Differential Association and the

" Rehabilitation of Drug Addicts,” The American Journal of Soci-

ology, LXIX (2), September 1963, pp. 129-142,

Gordon suggested the manner in which nonpro-
Tessionals from the same milieu as the disadvan-
taged client might bte more successful than
professionals:

, The indigenous leader can communicate instuntly to
tue sunpicious and distrustful client, avoiding noblesse
oblige, in o way that many middle-class professionals
cannot do when dealing with disaffected, hostile, anomic
youths who see the middle-class agency worker as =
part of the system against which he is fighting . . . .
Indigenous personnel who “speak the client's language”
can form an cxtremely effective bridge between the
milieu of the client and the milieu of the agency: they
can make important contributions to the counseling team
in contacting the c¢lients to be served, in maintaining
them throtugh their agency contacts, and may be par-
ticularly effective in followup work with the clients in
their home, community, and on the job. A client is more
likely to be able to report continuing diffieulties, after
h:slcounselmg contacts, to an indigenous worker, than
he js to the professional interviewer toward whom the
cthic of mutual cooperation and courtesy requires that
he affirm the success of the counseling and deny con-
tinued problemisg, 1%

The Ex-Offender as a Correctional Worker

A logical extension of using the indigenous
paraprofessional in corrections is use of the
former offender. Drawing upon the experience of
Alcoholics Anonymous, Synanon, and other self-
help groups, it appears that those who have ex-
perienced and overcome & problem have a unique
capacity to help others with similar problems. In
addition, cvidence exists which indicates that
“role reversal” is a key method in rechabilitation
of certain offenders, Riessman characterized this
phenomenon as the helper therapy principle and
concluded _

.« . perhaps, then, social work’s strategy ought to be to

devise ways of creating more helpers! Or, to be mwore

exact, to find ways to transform recipients of help iito
digpensers of help, thus, reversing their roles, und to

structure the situation so that recipients of help wil b

placed in. roles requiring the giving of assistance,!

Cressey advocated using criminals to reform
criminals, He attributed the success of self-help
programs,

... %o the fuct that such programs require the refornee
to puwform the vole of reformer thus, enabling him to
gain experience in the role which the group has iden-
tified as desivable, The most effective mechanism fx
exertine group pressure on members will be found in
groups so organized that criminals are induced to join
with non-eviminals for the purpose of changing other
crimingis. A group in which eriminal A joins with some
non-criminals to change eriminal B is_probably most
offective in changing criminal A, not B; in order to
change criminal B, eriminal A must necessarily share
the walues of the anti-eriminal meraboers,??

Cressey’s principle has been implemented in a

number of action research programs. Among the
most notable is J. D. Grant’s “New Careers De-

velopment Organization.”
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Probation Officer—Case Aide Project at Chicago

Recently the Chicago-based Probation Officer-
Case Aide (POCA) action research project has
experimented with the use of indigenous nonpro-
fossidinals in federal probation and parole.?! A re-
foeused, 1-year continuation study is scheduled to
terminate October 1, 1972. A major goal of the
project was an examination of the effects of using
part-time indigenous paraprofessionals—a  por-
tion of whom were ex-offenders themselves-—as
ussistunts to probation officers. While primary in-
terest centered on the effects of the experimental
service on client outcomes, attempts were also to
be made to assess changes in the probation officer
asgistants (POA’s). Areas of specific interest
concerning the POA’s were degree of job satis-
faction, quality of performance, and changes in
career aspirations, beliefs and attitudes. Another
project goil was exploration of the kinds of tasks
indigenous nonprofessionals are best equipped to
manage, and those areas best left to professional
gtaff officers.

The Subject Sample—~Subject selection criteria
were structured so thai offenders served by the
project would be representative of a hard-core
conventional criminal group from the lower-sacio-
economic class,*? the kind of client who has a high
rate of recidivism, and whe could benefit most
from intensive casework services. Many more
minority group members fall into this criminal
group than into white collar criminal and rack-
eteer groups. Accordingly, eligibility was restrie-
ted to certain offense categories: postal theft,
interstate auto theft, interstate shipment theft,
narcotics violations, forgery, counterfeiting, and
bank robbery. Subjects included only male proba-
tioners, parolees, and persons on mandatory
release who were at least 21 years old and resi-
dents of Chicago. Selection was limited to black
Americans and white Americans. ‘

Dligible subjects were picked up by the project
as they entered probation, parole, or mandatory
release supervision. By a process of random as-
signment, a total of 161 offenders served as ex-
perimental subjects, and 141 offenders formed a
control group receiving normal supervision ser-
vice from probation staff officers.

The Probation Officer Assistant.—Each subject

3t A fina] research report will be available sometime early in 1972,

32 Determination of social class was based on Hollingshead's Two
Factor Index of Social' Position, 1966, Yale Station. Ne,y Haven,
Conn,, 1867 (mimcographed, copyright by author). This instrument
provides & means of arriving at a rough but useful classifieation
of soclal position through categorization of an individual's educa-
tional and oceupational level.

in the experimental unit was assigned to a POA,
Altogether, 3 POA’s were employed hy the POCA
Project. Two professionally trained probation
staff officers each supervised 20 PQOA’s. While
POA's provided direct correctional services, the
supervisors retained legal responsihility for all
subjects ussigned to POA’s. o
Applicants for the position of PDA were

recruited primarily from neighborhoods having:

high proportions of project-offender clients. ’l‘hg
majority of applicants came to the project via
recommendations of probation staft officers, refer-
rals from local social serviee agencies, and self-
referrals prompted by word of mouth. Because
recruitment never presented any serious prob-
lems, the projoct staff was always able to maintain
a rather sizeable waiting list of applicants.
Occasional difficulty in recruiting white applicants
was alleviated by preparation of a recruiting
leaflet ‘which described the project and POA
position, and gave a telephone number, The leaflet
was distributed widely among service agencies
and offices of the State employment service.

The actual selection of POA’s was perhaps the
most critical point. In a program aimed at re-
orienting offenacers to an acceptable and construc-
tive role in society, the staff sought persons with
basic integrity whom both clients and offenders
could trust. The project staff tried to select those
applicants who, according to professional judg-
ment, possessed personal characteristics con-
sidered essential for successful participation in
the helping process. Few POA’s below the age of
25 were selected ; younger applicants did not seem
to possess a suflicient degree of maturity. POA’s
were recruited Jrom the same socioeconomic level
as experimental subjects. Because facilitating
communication is often the key to the problem
of establishing a mutually satisfactory relation-
ship between worker and client, it seemed likely
that communication between subject and PCA
could be enhanced if they shared a common socio-
economic base,

POA selection was limited to white Americans
and black Americans, with POA matched. to
subject by race. The assumption was made that,
at least in the Tower socioeconomic class from
which both subjects and POA’s were drawn,
there is less social and cultural distance among
members within each racial group, than between
the two groups. Since a primary object of the
POCA Project was to reduce social distance
between correctional worker and recipient of

~280-

o s

i

R R R ey s ey




FEDERAL: PROBATION

correctional services, matching along the dimen-
sion of race was essential. One potential problem
with this policy was that it might appear dis-
criminatory to the casual observer. However,
matched assignments were made on the basis of
diagnostic . considerations, not discrimination.
Matches were also made along other dimensions
considered relevant. For example, rehabilitated
aleoholics and drug users were paired with sub-
jects afflicted with these problems.

Both POA and subject groups were also re-
stricted to men only. Because women constitute
less .than 10 percent of the client population
served by the probation office in Chicago, with the
small numbers. of subjects potentially eligible,
matching would have proved difficult.

Applicants for the position of POA were
interviewed by a. selection committee composed
of the action director and training consultant:

Each wrote a brief interview summary and made"

an independent rating on a 5-point overall evalu-
ation scale ranging from very high to very low.2s
Among the characteristics considered were level
of motivation, degree of empathy, capacity for
relationship, emotional stability, maturity, per-
ceptiveness, and sensitivity. It is interesting to
note that of 12 applicants receiving the highest
rating and accepted for assignment of cases, all
were black. Completion of high school was the
median level of POA education, with nearly half
the group having some college credits. While there
were no minimum educational requirements for
POA’s, it was apparent that those applicants with
more education tended to fair better in the overall
selection process. .

Orientation.—After being interviewed, appli-
cants -attended an- orientation program which
consisted of four evening mieetings spread over
a 2-week period. Each session lasted approxi-
mately 214 hours. The men were introduced to
the purposes, policies, and procedures of the pro-
bation office, and the envisioned role of the POA
was discussed extensively.

Care was taken throughout orientation to aveid
emphasizing status distinctions between probation
officer and POA. In order that the POA not per-
ceive himself as a second-class provider of ser-
vices, orientation stressed the fact that quality
services required a high level of team work. The
utilization of POA’s was presented to the trainees
from a positive perspective. Staff shared with

23 ‘While it ‘was recognized that such Jjudgments were highly
subjective, there was a high degree of agreemént . between judges
on the independent ratings.

them the conviction that utilization of POA's was
bascd on a belief they have much to contribute to
the rchabilitation of offenders, rather than simply
because there is a ‘manpower shortage. POA’s
were made aware of the staff’s hope that their
contributions in correctional services would result
in signifieant new career lines, as has been the
case in other fields such as medicine and education.
In short, the project staff was careful to minimize
the possibility of dealing with POA’s in a conde-
scending fashion, emphasizing rather the cooper-
ative aspects of the POA-probation officer rela-

-tionship.

The expectations of orientation were not great.
The project staff planned for the essential learn-
ing to take place during inservice individual and
group supervision meetings, Project staff mem-
bers had been advised in earlier exploratory
contacts with other agencies using indigenous
nonprofessionals to avoid the dangers of extended,
formal tiraining programs. Too much formal
programming at the outset presents the possibility
of intimidating or boring the trainees, and fur-
thermore, may ‘“bleed out” the very qualities
which make indigenous workers valuable.

The POA Role~—All POA’s worked on a part-
time basis and were paid according to the number
of cases supervised, three being the maximum
POA caseload. POA’s varied in their general
approach to the role of change agent. Some ap-
peared quite proficient at counseling, A larger
group were more skilled in providing concrete
services either directly or through referrals to
appropriate resources. Examples of tasks handled
include: assistance with securing adequate hous-
ing and welfare benefits, referral for medical and
mental health services, and help with locating em-
ployment and training. A few POA’s functioned
primarily as surveillants.

The project staff members found that a sizeable
number of POA’s were able to establish a positive
working relationship with their clients. 7Their
ability to empathize and simply listen proved an
obvious benefit to the clients. With few exceptions,
clients were receptive to POA supervision even
though it meant more contacts with the probation
office than is ordinarily the case under regular
supervision, In particular, the staff members were
impressed with the response of black clients
(representing approximately 72 percent of the
experimental caseload) to black POA’s, The level
of mutual rapport and client ,idehtiﬁcatio‘n ap-

“peared to be unusually high. One veteran recipient
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of correctional services commented after meeting
his lavishly dressed and heavily bearded POA for
the first time: “Well, I see the Federal Probation
System. is finally hiring some good men!” ~

Faor the most part, the project staff was pleaged
with the performance of the POA's. Motivation
was generzlly high, and they demonstrated the
ability to form relationships with clients, helping
them with a variety of problems. Undoubtedly,
POA’s {hemselves benefitted from their roles. A
numbet of the men found solutions to some of
their-own problems while working with problems
of others. One man, a black nonoffender with a
history of aleoholism, was appointed chief coun-
selor and director of a program for alcoholic
recovery of employees sponsered by the U.S. Post
Office i Chicago. Another man, a white former
offendg¢r and barber by trade, joined the POCA
Project and began attending classes at a local
junior college. He was later admitted to a major
university in the criminal justice program and
wag hired by the State of Illinois Department of
Corrections as an adult parole officer,” Another
man, % black former offender, | fter serving as a
POA, obtained emiployment svita the Illinois De-
partment of Corrections as a youth supervisor.

POA’s were also active participants at profes-
sional meetings. At the 1970 National Instituto
on Crime and Delinquency held in Chicago, two
POA’s participated on panels and workshops.
Other POA’s have discussed their work with pro-
bation officers. at training sessions at the Federal
Probation Service Training Center in Chicago. A
number of trips were arranged for POA’s at the
expenise of the PCCA Project to wvisit federal
penal and correctional institutions: In all situa-
tions where POA’s had succeeded in advancing
in correctional career lines, they have maintained
that their achievements were directly related to
their participation in the POCA Project.

Some Tentative Conclusions

While final conclusions about many aspects of
the POCA project must await the final report,
a few tentative conclusions may be drawn at this
time. First, the experience gained confirms the
operational feasibility of employing indigenous
nonprofessionals as case aides in the Federal Pro-
bation Service. Nonprofessionals, including minor-
ity group members and selected ex-offenders from

38 0. Terwilliger, *“The “Non-professional . in . Correction,” = Crime

and Delinquency, 12 (3), July 1966, pp. 277-285.
3% See footnote 15,

the local community, were found to be interested,
available, and able to work well under profes-
sional supervision. Second, there is mounting
evidence that indigenous nonprofessionals can
provide a productive and effective service to pro-
fessional probation officers. The POA’s were fre-
quently able to intervene in cases where probation
staff officers might have encountered problems.

The use of nonprofessionals is not intended in

any way to denigrate the role of professionals or
the professionalization of corrections, which is
essential if there is to be any hope of success in
meeting the complexities of rehabilitating offend-
ers. Rather, the intent ig to point out a possible
solution to one of the serious problems often con-
fronting correctional workers. With clients differ-
ing markedly from professional workers in cul-
tural and social values, a wider use of indigenous
workers seems -indicated. Terwilliger recom-
mended. that professionals ‘“‘devise and welcome
experimentation in working with nonprofessionals
and be guided simply by what works.””** Grosser
saw “the learned objectivity of the professional
worker plus the heightened perception of the non-
professional worker” as the “ideal combination of
qualitieg U'#s ‘

The development of a paraprofessional position
also presents a means of increasing the number
of Blacks urgently needed in probation work. Al
though approximately 86 percent of the offend-
ers supervised by the Chicago Office are black,
the percentage of BRlacks was twice as large in
the POCA Project sample due to the nature of
the selection criteria. The higher proportion of
Blacks resulted primarily from limiting the pro-
ject sample to Chicago residents whereas the office
services clients for the entire 18 counties of the
Northern District of Illinois. :

The  paraprofessional position in corrections
could serve as an enfry point to a career line for
Blacks and members of other minority groups
with potential advancement to professional status
contingent upon good performance, additional
training, and achievement of an academic degree.
Further exploration in the usz of indigenous non-
prcfessionals in probation and parole work is
necessary; however, the Project has clearly dem-
onstrated that benefit can accrue to society
through effective utilization and inclusion of the
poor, the alienated, and others cut off from nor-
.mal participation in the “mainstream’” of Ameri-
can life. .
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APPENDIX C

ASSIGNMENT AND PERFORMANCEH SCHEDULES

Schedule T ..
Schedule II..
Schedule III,
Schedule 1IV,.
Schedule V...
Schedule VI.,

Schedule VII,

Supervisory Task Schedule

Investigative Task Schedule

Part-time POA Evaluation and Performance Schedule
Officer Evaluation Schedule for Part-time POA
Full~time POA Evaluation and Performance Schedule
Qfficer Evaluation Schedule for Full-time POA's

Demographic Data Schedule
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SCHEDULE 1

Superviéory'Task Schedule

Date of Contact_

1',

P.0, - P.O.A,

Name of Client

Place of. Contact:
Home

Office

Community
Area of Discussion
Employment Verification

___Loss of Contact

Lack of monthly report

- _Failure to keep appointment

Assistance
Date of last contact

Date of last report

Specify Charge

Arresi Report

. Court Record

Miscellaneous Information (Specify)

___Assistance in securing Public Aide (Specify)

Specify Charge

~ Educational or Vocational Assistance

—__ Securing Counseling (Specify source)

Family
. Individual
Financial

Information on Activities

Othér (Specify)
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Principle of Person Interviewed:
- Client

Wife

. Offspring

Parent
Employer
Attorney

Ass't U,S, Attorney

Police

_____Other (Specifty)
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SCHEDULE IIX

Investigative Task Schedule

Date of Contact

P,0, - P,0.A:

Name of Client‘

Place on Interview:
——_. Home
Office

Community

Type of Investigation
— Presentence
—Own
—__Other District
— Pfe—Release

Deferred Pros.

... Post Sentence
_____ Col. Inv. (Specify)
_____ Special Report
_____Status
Violation
. Early Termination
— Prelimihary Interview

Other (Specify)

-286-~

Source of Information
(List source of infor-

~mation 1,2,3....... c o)

Defendant
Offspring

Parent

Employer

Defense Council
Ass't U.S.Attorney
Police

-Other (Specify)

Court Appearance

—Disposition

. Early Termination
____Revocation
_____Status (Report)

Other (Specify)

Area of Discussion

- Oiffense

— . Family History
Prior Record

- Marital History

—_ Employment

—__ Financial Condition

—_ Health

——_ Military Service

___ Education

Neighborhood
Other (Specify)

Development of Community Resources

Community Treatment Center

Treatment Agencies (narcotic, alcohol; etc;)

Employment-Vocational Training Agencies

— Office~Meeting Facilities (Specify)

Other (Specify)

Arrangement

Source. of Referral

Reason

i
A
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Result:

Comments:
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SCHEDULE 1III
Part-time POA Evaluation and Performance Schedule

P.0.A, ' ' | No,
Assignment made by: Date of first Assignment
PO,

____ Self No. of contacts

Name of Client:

Peison Interviewed:

Manner of contact:

Purpose of contact:

1. ‘Describe the ftask you were to complete ~ what were
you to do?

2, a. Amount of time discussing the assignment/case
with PO

b. Amount of time preparing to fulfill the assign-
ment. or work with client

¢. VWhat did you do to prepare for this assighment
and/or work with the client ?

d. What did the PO suggest about the handling of
this assignment/case?

(other)

”

;
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3. a. .Were you able to fulfill this assignment?
Yes No
b. What was the result (outcome) of this contact?

b. Is another contact necessary? Why?

c. Describe your action and methods in attempting

to complete this assignment., What did you do
to work with this client?

P 9. 1In your opinion, what would you need, such as formal
training, experience or knowledge, in order to work

better with the client or provide a’ greater amount

A T

4. a. How were you accepted by the client?
of services?

b. How do you think the client saw you? Do you
think he saw you as a:

Check up worker

Law Enforcer . ,
10, VWhat is the probability that the client will success-

Helper with Problems I
18 fully complete the period of supervision?

]

Friend

Other

K

5, How satisfied were you with the results of your efforts?
Very Satisfactory
Satisfactory
Mixed
Unsatisfactory
Very Unsatisfactory

6. How would you rate your performance (methods used,
behavior, etc.)? How well did you perform?

Very Satisfactory
Satisfactory

Mixed
Unsatisfactory

Very Unsatisfactory

7. a. If the task was not accomplished, what do you see
as the problem? ;

T

e T
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SCHEDULE 1Vv

Qfficer Evaluation Schedule for Part-time POA
PO,

Assignment made to POA:

Client's name:

Person interviewed (i.e., wife, employer, neighbor)

Purpose of contact:
Supervision

Investigation

Development of resource

la. Nature of assignment. (Please be specific)

1b. The reason it was chosen for the P,0.A,

2a. Please provide any procedural suggestions that were
made to the P,0.,A, for fulfillment of the task.

2b., The amount of time allocated for case-assignment
discussions.

3. 1f the assignment was completed, what procedure was
used?

4a, What positive comments do you have in regard to the
P.0.A,'s performance? ;
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4b, What criticisms could you make?

5. How do you rate the P,0,A,'s performance on this
assignment?
____Very satisfactory
Satisfactory
Mixed (Certain aspects of the performance were
satisfactory whereas others unsatisfactory)
Unsatisfactory.
Very unsatiéfactory

6. How would you rate the results of the contact?
Very satiisfactory
Satisfactory
Mixed (Certain aspects of the results were
satisfactory whereas others unsatisfactory)
Unsatisfactory
Very unsatisfactory
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SCHEDULE V¥ v
Full-time POA Evaluation and Performance Schedule

POA:

Client's name:

la. Amount of time discussing the client with PO..

b. Amount of time to prepare a case prior to contact.

¢. What did you do to prepare for this contact?

d. What suggestions did the PO make in regard to working

with the client?

2. Describe your action and methods in attempting to

<

assist the client?

3a, How were you accepted by the client?

b. How do you think the client saw you? Do you think he
saw you as:

Check up worker

Law enforcer -

Helper with problems

- Friend

Other, (specify)

4., How satisfied were you with the client’'s adjustment?
Very satisfactory
Satisfactory

Mixed (certain aspects of the results were

satisfactory, others were not)
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Unsatisfactory

Very unsatisfactory
5. How would you rate your performance (methods used,
bebhavior, etc.) with thié client?
e Very satisfactory
Satisfactory
Mixed (certain aspects of my performance
were satisfactory, others were not)

Unsatisfactory

Very unsatisfactory

6a. If progress was not made, what do you see as the

" problem?

b. What further actions could you perform to assist

the client?

¢. Client's adjustment as of this date:
Very satisfactory

Satisfactory
Mixed
Unsatisfactory

Very unsatisfactory
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7.

Client's manner of relating to you
Dependent

Resistive
Open~communicative
Manipulative

Other

SCHEDULE VI
Officer Evaluation Schedule for Full-time POA's

P.O.

Assignment made to:

Client's name;

Check one:
Supervision, date of last contact:
Investigation

Development of resource

1. The reason the client was chosen for the POA

2a, Please provide any procedural suggestions that were

made to the POA

2b. The amount of time allocated for case-assignment

discussions,

3a. What progress, if any, has been made with the client?

~7

3b. In regard to this case, has the POA discussed his
activities-problems? Yes No

———————

3c., What have they been?

4a, What positive comments do you have in regard to the

POA

4b. What criticisms could you make:
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How do you rate the POA's performance on this case:

Very satisfactory
Satisfactory

_ Mixed (certain aspects of the performance were
satisfactory whereas others unsatisfactory)
Unsatisfactory

Very unsatisfactory
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SCHEDULE VIYI

Demographic Data Schedule

Client code number

.Race 1, Caucasian
2, Negrq |
3. Indian
4, Other

Age 1 under 20
2 20-29

. over 60

Type of Supervision

. Probation

Parole

Mandatory Release

. Deferred Prosecution

Tt o W N

. Military

Started Supervision

Expiration of Supervision

(date)
(date)

. ﬁ’i"
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Length of Supervision Offense which resulted in present conviction

1. ’1 year 1. Class I
2. 2 years 2. Class II (fraud)
3. 3 years . 3. Class III
4, 4 yearé % 4. Class IV
5. 5 years 5. Class Vv
6. over 5 years 6. Class VI a (burglary)
Amount of time on current supervision (Start to current 7. Class VI b (sex offenses - Mann Act)
1. lesz than 1 month date) 8. Class VI ¢ (all others)
2, 1-3 months 9. Class VII (auto theft)
3, 4-6 months 10. Class VIII a (narcotics)
4, 7-9 months 11. Class VIII b (robbery)
5. 10-12 months 12. Special Offenses
6, 13-24 months i Number of arrests-since start of supervision
7. 25-36 months i 1. 1
8. over 36 months i 2, 2
Number of convictions (prior to current supervision) 3. 3
1. only 1 known conviction, (which resulted in 4. 4
current supervision 5 s
2 known convictions
6. 6-10

2

3. '3 known convictions
7. over 10

4

, 4 known convictions

none

WS-
o
.

5. 5 known convictions

6. ovey 5 convictions
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APPENDIX D

PERMINAL INTERVIEW SCHEDULES

Probatien Officer Questionnaire

Probation Officer Assistant Questign?aire
Supervisor Questionnaire

Administrative Questicnnaire

Client Questionnaire
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I,‘PROBATION OFFICER QUESTIONNAIRE

1) What is your view

/philosophy about the best way to
train new POA's? -

2) VWhat criticism would you make of the current POA's --
manner of working

g, background, training—-program, in
general; what positive comments?

3) Imagine that you were to choose a new POA out of

several candidates--what would you lock for--what
criteria would you use?

4) You ncw have
his training:
a) What in general should the office provide in the

way of training?

b) What would you provide initially in the way of
training?

your new candidate and are in charge of

.
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9) What differentiates the way a PO works versus a POA,
his attitude towards clients? What things can each

of you do better than the other?
5) What would you assign as the trainee's initial tasks?

Why would you choose these?

6) Has hebbieg iucgizszticigsh%i,aiiiﬁngin:izcegg§; has 10) 1In your opinion, what tasks should be exclusively
contribute o O2

* performed by the PO, and not.be agsigned to the
FGA? Why?

7) 1In what way have you specifically used the POA? gow
much have you used him? What has prohibited you from ; 11) Many PO's have indicated that the major difference
using him more? between PO's and POA's is the ability of the PO to

: do therapeutic (casework) intervention, Do you

i agree? What constitutes therapeutic intervention

3;,y o ' ' : in the Probation Office?

8) 1In what ways could the POA be used more effectively? ;
What specific suggestions can you make”?

* ?‘: e ';:—,1‘:,’:‘; = ‘; : ‘ : e

: : 12) Many PO's have indicated that the major contribution
“ﬂé o ! ‘ the POA can make is "an increase of services to the
g i client.” Do you agree? In what form would this

: increase take? What would he do?
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17) Do you think POA's can reach a “level of competence"

equal to that of a regular PO? Reason for your
opinion,

13) Specifically, what contributions can the POA make?
What services can he perform very well? On h}s
own? Adequately? With supervision?

18) What criteria do you apply to the POA's performance
to determine whether he is capable of assuming addi-
tional responsibilities. Consider each area in the
following manner--if the POA is able to perform
Task A at a specific level, what measure (based on
your criteria) determines (1) the satisfactory per-
formance and (2) that he is ready for advancement
to the next level?

;ﬂ. 14) Would you like to see the POA positiqn‘retained as
' a permanent position? Reascn for opinion,

=
'J“ P
4

I. Supervision Assignments:

A, 1Increase size of caseload,

B. Dealing with more difficult clients

e id you originally support the POCA Project? Did . .
e 15 ?;u zhink tgat ityWOuld work? Reason for your EmoFlopal ~ - mental disorders.
.%ﬁ opinion., Have you changed your opinion? Reason Addictive disorders.

Manipulative personalities,
Recidivists  (m2ximal supervision).

for your opinion.

00N

Ii. Performing Investigative Assignments:

A. Verification of socio-personal data (i.e.,
place of residence,prior records, employment,
marital status, formal education, medical
record, etc.)..

16) Do you believe that the amount (ipvestmen?) of timg
spent with the POA (in providing instructions, advice,
supervision, reinforcement) is worth the return
(performance)?

B. Interviewing to obtain accurate information
regarding socio-personal history,

C. Review of written records to obtain infor-
mation and arrange in narrative form, (i.e.,
offense, financial statement, psychiatric
report, ete.).

D, Interviewing client to obtain information
to facilitate evaluation of individual's
emotional stabiTily, maturity, cooperative-
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11. POA QUESTIONNAIRE

1) Tell me a little about your connection with the
project. How did you first hear about it? Become
involved in it, etec,?

E. Criteria used to determine if POA is
capable of writing simple declarative
letter to a complex evaluative'report.

2 (If with original project--)
a) What were you originally told about the project,
what you would be doing, etc.?

b) Were you involved in any of the planning at the
start? Was the project ever discussed with you
during the first year?

¢) Would you describe the training you received
during the original phase? ‘

d) Tell me about your work in the first two years
of the project. What kinds of tasks were you
assigned, etc.?

e)  Who was your supervisor in the original project?
- What kiuds of supervision did you actually receive?
What things did he especially work on with you?

308 -309-
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3)

4)

5)

a)

b)

:d the project, and your work, etc. match:
o 2; whatpyoi we;e told it would be 1ige,
2) what your impressions were about it before
you started. (Think this over.carefully an
be honest, since it will help in the planning
of future projects).

How were you chosen to work in the Continuation
phase, i.e., this last year?

Why were you chosen and not others?

Would you compare this 1ast year to the original
project in terms of:

2) o
b) Type and amount of supervision.

c)

Type of work.

Clients.

. ‘ - L3 2
Again. did this year live up to your egpect@t;on.
W%at &ere your impressions about what it would be!
like?

=310~

6)

7)

8)

Do you think you were adequately supervised?

a) In the original phase.
b) In this past year,

What would you like to change?

Do you think you have what it takés to function in
the same way as a regular PO?

From your poeint of view, which is very important

in terms of planning, what changes would you like to

see made in:

a) Type of work.

b) Supervision.

¢) The manner in which the project is run,
d) Office policy towards you.

e) Training and orientation.

£) Type of clients,

g) Other areas,.

=311~
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9) Do you think the PO's were pleased to have you join

the office? Do you think there was any resentment on ' 13) a) During each quarter, what new task were you
the éart of the PO's about your introduction into the : assigned?
office?

b) Were you adequately prepared to fulfill the
asgignments? '

c) What could have been done to better prepare
you to complete the assignment?

i jority of your
0 During the past year, have thg majori :
10) assigﬁments been of an investigative or supervisory

e - task. (i.e., investiga- d) What in your performance acted as an indicatecr
nature? eipiiaflgoiggeaigiords, interviéwing)- to the PO that you were able to assume additional
tions—-secu g responsibility?

e) How has the training program prepared you to
function as a POA? What additional training
areas are neaded and what could be eliminated?

f) What in your experience, training, acquired skills
‘ ' has helped you in working with clients?
11) In your opinion, what reason did the PO have for _ ‘
assigning the task (s) to you?

14) Were you satisfied with the nature of the task (s)
assigned or do you believe you could have performed
task of a more meaningful nature? If so, reason
for belief.

‘ ini i i id the PO use in
2 In your opinion, what crlterlg Q1d
12) =ord2r to determine your capability to handle the
task and (2) to rate your performance?

15) What did you enjoy about the original phase of the
project...the continuation phase...What did you best
enjoy about the original phase,...experimental phase?

|
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16)

17)

18)

19)

20)

a) What tasks can the POA handle better than the PO?

b) What tasks should be handled exclusively by the
professional staff?

Tn your opinion, what kind of clients can a POA
handle better than the PO? Why?

How frequently have you seen your PO? -What was the
manner of contact? (Phone, in person, written).

In your opinion, can the POA operate more effectively
if assigned a small caseload or assigned particular
(one contact) tasks?

Do you believe that you are treated és any other
member of the staff? Are you treated differently
than other employees?

i
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21) How have you been treated by other agencies (police
y

courts, DVR) in your attem
. pt to secure servi
a client? services for

22) I@pgession of PO role--are they effective in pro-~
V1d1ng assistance to clients?

23) In view of the_current trends in corrections, what
programs, services, innovations, do you antiéipate
to be implemented within the next five years? Why?
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III. SUPERVISOR QUESTIONNAIRE

1) Opinion of part-time and full-~time POA'sj—gffective-
ness of each on investigative and supervision tasks?

2) What provisions were made for the POA to discuss
possible problems with his PO?

3) How much time per month do you spend in direct
contact with:
a) the POA's?
b) their supervising PO's?

4) What services can he perform well on his own, with
supervision?

-316-

5)

6)

7)

a) . Do you see the POA progressing on the job, i.e.,
are they better able to handle tasks than they
were: 1) 3 mos. ago Yes No, 2) 6 mos,

—_—

ago Yes No, 3) A year ago Yes No

b) 1If so, what progress have they made?

c) 1If so, what has contributed to their progress?

What factors were considered in selecting POA's
(background, prior record, employment history, area
of residence, etc.)?

Was any information withheld in order to avoid staff
resistance to para-professionals,; particularly ex-
offenders? If so, what?

-317-~
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8) Were there any limitations imposed as to the nature
of the tasks that could be assigned to POA's? If
so, wnat and why?

9) Why was the project extended for a period of one year?

10) What was the function of the Continuation year?

11) Why were some POA's chosen over others? What
criteria were used?

-318-
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13) When did you actually start working with a POA?

14) Were you involved in an initi
; : y of the initial planning/o
de51gn1ng of the project before the grant was asérged?
If yes, in wpat way? If no, should you have been?
What suggestions would you have made?
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15) After the grant was awarded, werg you involved:
a) in any of the program planning

.18) Were you given any orientation about the use of POA's
) b) actual training =22

before you actually started working with them? What
were you told about their training, capabilities,

etc.? Did your original impression match with what
they were actually like?

- ~ in what way? Specific contributigns.
ii ﬂis— - shkould you have been? What suggestions
would you have made?

ki with POA's, what 19) In re?POSPeCt, what.changes, %f any, would you méke-
18 B e imeronsiy stagtei wﬁgtlzgey would be’like9 in regard to preparing the PO's for POA implementation?
were your impressions about w 7
Has that chahged?

20) How did this past
in terms of contac
: you prefer?
' ' ini £f: 1) PO's
A What did you infer to be the opinion o ,
A 10 2) Judgeg, 3) Staff Members toward the usage
| of POA's at the start of project; (a) how gnd why
did it change? (During first 2 years) During last
o | year?

year differ from the original phase
t, supervision, training? Which did

21) What might have been done to better the relationship

between the PO's and POA's, POA's and other staff?

-320- -397.
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there been any difficulties working with your

22) Have
POA, pavticularly on a personal level?

23) Have you ever considered the POA's to be a threat
to your position or your profession? Then--Now
(Change over time)?

24) When did you learn that the POA's were being consi~
dered as a permanent line position? What were your
opinions and attitudes?

25) How frequently do you discuss the POCA Project or
usage of POA with PO/supervisors?

-322-
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25 N N . .
) I? X{ew ot the:cur1e§t trends in corrections, what
Eloolams, serV1ces,‘1nnovations, do you anticipate

o be implemented within the next five years? Why?
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IV. ADMINISTRATIVE QUESTIONNAIRE : 5) After the grant was awarded, how much were (your office)
. you actually involved in the planning of the program?
- o What contributions did you suggest? ' z '
1) During the time the grant was being written, how ’ '
extensively was (a) your office, (b) were you in-
volved in the designing of the project, (c¢) what
is your relationship to the project?

6) What factors were considered in selecting POA's

(background, prior record, employment history,
area of residence, etc,)?

2) What was your original impression of the function of
a POA? Changes in this impression?

?) a) What did you infer to be the opinion of: 1) PO's
2) Judges, 3) Staff Members toward the usage ’

‘ (a) how and why

of POA's at the start of project;

: did it P i § .
3) Was it originally planned that the POA would function , year; change? (During first 2 years) During last
at all levels, do all the tasks of a regular PO? What ) o
changes were made?

4) Was it your impression from the beginning that the
POA's might become a regular line position?
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8) At the start of the original project, what were the
PO's told about the project, the POA's, their use,
functioning, capabilities, etc.?

9) Was there any resentment on the part of the PO's
about the introduction of para-professionals? Why?

10) Was any information withheld in order to avoid staff
resistance to para-professionals, particularly ex-
offenders? If so, what?

11) Were there objections raised by anyone regarding:
a) the use of para-professionals. )
b) the use of ex-offenders
c) the release of confidential material
d) the use of individuals with limited education
How were these problems resolved? ‘

-326-

12) Were there any limitations
of the tasks that could h
so, what and why?

impgsed as to the nature
€ assigned to POA's? If

13) What describes the P

2 need for additiona
area,

OA training program?

1 trainings Was there

If so, specify the

14) After the proj
Ject start 4 <
had to be made? (why?)ed’ what immediate changes

15) Were there any :
: personal problem ~
resolved between the PO'g and PSAFE;t had to be

have been encountered during the past 32::?problems

e -
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i ne
16) Why was the project extended for a period of o

year?

o . o
17) Wh&t was the function of the Continuation yeart

18) Why were some POA's chosen over other? What

criteria were used?

: . ke about the
itive comments could you make 4 :
19) ggz?spgzigzrmance, his relationships with other staff

and clients? , ; | .

~328-
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20) Many PQO's have indicated that the major contribution
the POA can make is '"an increase of services to the
client.” Do you agree?

21) What differentiates the way a PO works versus a
POA; his attitude towards clients? What things
can each of you do better than the other?

22) 1In your opinion, what tasks should be exclusively
performed by the PO, and not be assigned to the
POA? Why? ‘

23) Do you think POA's can reach a "level of competence"
equal to that of a regular PO? Reasox for your
opinion. ‘
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In general, how have POA's been treated by the

24)
administrative personnel?

25) What changes would you make: a) selection,
c¢) supervision, d) structure in

b) training,
the original project--in the Continuation Project?

What have been some of the problems getting the POA

26)
established as a line position?

27) 1In view of the current trends in corrections, what
programs, services, innovations, do you anticipate
to be implemented within the next five years? Why?

-330~

1)

2)

3)

4)

V. CLIENT QUESTIONNAIRE

If you had to appear in
2 POA or PO with your Whyp ' 'O L0 YOU rather have

In your opinion what was j i
between the PO énd POA? S the majer difference

Describe
(How he w

your relationship with the PO and/or POA?
as senn and degree of satisfaction), .

In discussing problems with the PO or P3A, does he:

Yes
Yes
Yes

Yes

No Tell you what fo do.
—__No Listen but not Say much.,
No Make suggestions but leave the
decision to you.
No Other. Specify

—

vt
N —_—
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5) Who (PO or POA) was more accessible? Because of?

Location, hours?

: 2
6) 1In what manner has the PO or POA been of assistance =

How could he have been more helpful?

7) Would you rather be supervised by a PO or POA? Why?

ound between you and the

. 3 i ker
8) 1Is there a similarity in backg Was it a hinderance or

POA? What is the similarity?
help?

-332-
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9)

10)

INERRRRIREN

When you are visited by the PO--POA, how is the time
spent? What kind of things were discussed?

With what kinds of problems did the Probation Office
help you? (Mark as many as apply).

Mostly Mostly Probation
Probation Officer
Officers Assistants

Helped me get a job.
Helped me with family
problems,

Helped me with drinking
problems.

Helped me with money
problems other than job,
Helped me stay on a job.
Helped me with medical
problems.

Helped me with wife
problems.,

Helped me with drug
problems,

Helped me with police
problems,

Helped me with legal
problens,

Helped me keep condi-
tions of supervision,
Nothing.

Other. (Specify)

e i
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Mostly
Probation
Officers

Helped me get a jop.
Helped me with family
roblems, o
ﬁelped me with drinking
: problems,
e Helped me with money
5 problems.
Helped me stay on a
job, .
ﬂelped me with medical
problems. )
U Helped me with wife
e problems.
Helped me with drug
problems. ‘
Helped me with police
problens.
Helped me with legal
problems. )
Helped me keep gopdl—
tions of supervision.
Nothing. . .
Other. (Specify)

. PUSEEPRP RS
i i

spend with you?
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‘ .‘ L] . he
N " ist you in securing t
1d you prefer to assis
1 ¥2§1g32ng gervices? (Mark as many as apply).

Mostly Probation
Officer
Assigtants’

ORI
PRSI
— e

i POA

APPENDIX E

DATA

Coding Sheet for Supervisory Functions

Place of Contact,
of Discussion for
by Full-Time POA'

Persons Interviewed and Topics
Supervisory Purposes Completed
s (#102, 1104, 1605 and 1907)

Total of Part-Time POA's,

Place of Contact,
Persons Interviewed and To

pics of Discussion
Coding Sheet for Investigative Functions

Place of Contact,
of Discussion and
tigative Purposes
1605 and 1907)

Nature of Investigation, Topics
Persons Interviewed for Inves-
by Full-Time POA's (#102, 1104,

Utilization of Time b

y Probation Officer for
Task Completion

Utilization of Time by Probation Officer
Assistants for Task Completion
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E-1 CODING SHEET FOR SUPERVISORY ¥iUH{TIONS o
Mggg:l Manual
Code '
No. No -
PLACE OF CONTACT 1
| TOPIC OF DISCUSSION (Continued)
1 Home
2 Community %g ?r?vel frocedure
3 Office hiormation regarding general police guestioni
4 Telephone 18 Complaint by relative against Elient auestioning
5 POA Home 19 Signature of Conditions on Supervision
20 Restitution payments - fine
g; Verification of residence
PERSON INTERVIEWED - giﬁéf;;at10n of death
1 Client 24 Physical health
5 Spouse 25 Emotional-mental condition
3 Parent
4 Other Relative
5 Neighbor
6 Enployer
7 Police Officer
8 Service Agency - Employment Counsellor, ARC
9 No contact made :
10 Girlfriend
11 Court—-Police Record Clerk
12 Hotel Clerk—-Manager
13 State's Attorney - Judge - PO
14 State's Representative
15 Physician
16 Client's Attorney
TOPIC OF DISCUSSION
1 Employment verification and/or employment information :
2 Employment assistance ‘
3 Loss of contact , | -
4 Secure monthly report &
5 Arrest-disposition information :
6 failure to keep appointment 3
7 Vocational assistance i
8 Financial problem i
2 Routine contact %
10 Information on activities E
11 Get a-:juainted; establish rapport £
12 Family problem i 1
13 Final interview, termination % §
14 Discussion of alternate service i >
15 Service agency - secure public housing, counseling, legal aid, ﬁ ,§
drug agency-AA ) ~ r S
~336- s _337
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Manual j}'obation foic:‘e’r—,.Assistan’c__~ Mapual ( Probation Officer Assistant 3 .
Code #| 1090 1104 |1605 | 1907 Total _ Code #} 102 | 1104] 1605 | 1907|Total] QL
Places of Topics of w9
Contact 1 105 | 67 | 170 82 424} Discussion| 1 12 8 70 | 43 133 =B
2 45 31 87 29 1.92 2 31 24| 128 | 31 214 EQ
3 55 58 52 | 160 | 325 3 22 15 23 54 114 ;’ij Q
4 14 10 | 103 | 110 237 4 24 15 63 77 179 3%
5 SRR (RN IR [ - 5 | 62 29| 41| 45 | 177 : 8
- S -
| Total| 519 | 166 | 412 | 381 |1,178 6 b I N B R B
Persons 7 11 S 67 17 100 8 E’g
Inter- 1 108 | 104 | 238 | 194 | 644 o 6 8 o | 20 i BB
viewed 2 12| 11{ 64| 19 | 106 .-
9 16 12] 28 46 102 QU
3 ii ;i i; ig ?/i 10 52 30| 69 | 98 | 258 § 2
4 “ X - 11 6 16| 10| 17 4d BE
5 12 11 6| 12| 8| 37 BS
N 6 2 1) 35 5 43 13 3 1 2 6 12 B3
() - —_— jw)
3 7 2 4 10 16 14 2 ___ 3 5 d g
8 3 441 27 ) 20 54 15 14 12 15 | 11 53 =g
. wm
9 31 6 41 | 34 112 16 3 , 5 19 g O ;
10 1] -- 2 4 7 17 1 L - _ i 88
: -
11 32 2 4 11 49 18 1 - . 4 .8
12 2 5 5 9 21 19 1 1 5 1 g %9
13 2 1 4 8 18 20 8 1 2 14 25 4
14 - S R B 2 21 4 2 8 | -- 14 28
15 — - 1 2 3 . - - _ . ] =8
16 - - 4 2 6 23 L . _ _ I
O O
Total| 234 | 173 | 481 | 350 |1,238 24 1 -- 12 13 260 S %
25 1 - 1] 5|
Total| 293 | 217 | 580 | 558 {1,648
. N 3 17" N . .
Manual .
Quarter \\
Code # [T1s e ;
Places of [ 2t | 2nd | Brd | 4R [Total Cods" T T luarter .
Contact 1 24 21 48 Topic of |25t | 2nd [ 3vd | 4tR Jrorad] ae
12 105 { Discussion: o 5
2 12 11 oy 1 1 8 Q
11 11 45 i 12 wi
3 8 2 11 9 cwn
15 | 23 55 4 7 31 So-
7 14 S 220 =
5 - — 4 17 2 9 %8
“Total — - 5 14 ° 2 22
46 ‘ 14 19 =
Persons M““““"‘**—é&—— 78 23 219 6 - - ' 82 g S
Inter~ 1 18 . T 1 1 G-
viewed 19 39 32 108 - 7 2 11l RBw
2 2 3 8 : gm
| | 6 1 12 1 1 1 3 28
3 2 o 5 9 - YG %O
16 - 1 10 5 =
4 5 1 10 10 16 aun
] 14 8 18 13 | 13 S
éo S 4 —— 4 11 —-— 52 ”%;
) 6 , T 3 3 6 gg
[{+] 1 —— 12 3 “ 3 [=+]
) - 2 L 5 2 =
7 —— 13 11 w
B 2 2 o == 1 )
8 __ 2 3 w =
1 _— o 14 — 2 i tg
° 8 . e 2l g
8 | 13 5 15 2 3
T - 1 = 1 1 1 a s
11 10 9 . 17 2 =
7 6 32 — 1 — _ N3
12 -— . 1 =
: 1 1 — 18 — )
2 1 —-— —_ -
13 ‘1 — . 19 1 Q
14 - - - — e 20 —_— - 6 ]
15 - - 2 8 o
— —— —— 21 - 1 3 =
16 _— _— T 4 A
_— T — — 22 - — . . - g
Total| 48 45 IR Bana 23 - = n
~——--——~\J 24 —— —_— 1 L L g
25 —_— .
" Totall il M -
2l 64
[ 64 | 63| 95 | 71 | o3




L ey

; Manual __Quarter - -
Manual Quarter TaT Code #| Ist [ 2nd | 3rd [ 4th [fotal
Code #| Ist | 2nd | 3rd | 4th |Tota ‘ |
1 1 ' 67| nobie of 1 2 1 2 3 ®
Places of } ; , 25 2 Discussion|
Contact 1 26 | 14 L 31 13 8 2 1 24 i
9 10 9 A1 . i 2 1 15 ¥
6 58 3 11 e 2
3 20 14 18 3 8 - 15 <
_— 3 3 1o 4 4 20| 5
4 4 _ L 5 17 9 1 2 2
5 e 6 - 5 9 - o 2
Total | go 37 57 12 166 7 1 e 3 : =
Intere 1 33 | 26 | 34 | 11 | 104] 8 B . 12 S
ol 1 11 9 - -1 6 6 5
viewed 5 6 1 3 : 9
‘ — 12 ‘ 13 21 o . 39 o
3 6 2 4 10 &
— | 20 1| =) 1} -- | 16 @
5 6 9 11 . a
* 1 _— - 3 3 6l &
1 1 — | - L ol
. ) o . 6 16 4 o 2 1 7 <
9 4 - _ L -l
10 - - o o - 17 - o ] 1 2
—_ 2 - 1 - “‘ =
11 1 L) - 18 i IS R =
12 Y 9 1 —— 5 19 - L >
14 1] - 1] - 21 b _—
15 -~ - - o 22 j I R B -—
16 -- - - - _ 23 -— -- -
, 24 - = .
58 12 173 — — —
Total| 64 | 39 . 95 - -—
Total 73 56 68 20 217
Manual , Quar ter Manual| - Quarter ‘
: Code #/{ 1st [ 2nd ! 3rd 4th [Total ~{Code #}| Ist | ond | 3rd 4th |Total
Places of Topic of A
Contact 1 26 40 64 40 170 | piscussion| 1 8 24 23 15 70
‘ 2 29 26 13 19 871 2 44 38} 21 25 128
3 11 13 10 18 52 3 3 8 10 2 23
4 7 43 | 26 27 { 103 4 7 19 |, 23 14 63
5 -- - - - - 5, 2 6 12 21 41
Totall 73 122 | 113 104 | 412 6 - 3 3 1 7
Persons , ' - 7 3 27 17 _20 67
$?:$§; | 1 44 78 55 61 238 8 5 9 3 9 o
2 1 16 30 17 64 9 _ o 10 18 o8
.3 6 6 | 15 81 10 9 36 18 6 69
4 - 3 7 9 19 11 - 2 4 4 10
5 - —.
, L 2 8 12 - -— 2 | 10 12
) 5
’,ﬁ 13 16 2 4 . 35 13 —— 1 1 —_— o
! 7 I = = = 14 - —-— 3 - 3
z 10 11 3 3 27 15 5 ” 2 _ 15
12 2 —— ‘\3 — 5 19 1 3 1 L 5
14 R i B = 21 - 1 6 1 8
15 - - 1 -— 1 oo _ . . S L
16 —_ - - .
, 4 4 23 . L - . L
Totall 76 | 142 | 134 | 129 481 24 - - 1 11 12
- 25 - - - 1 1
Totall 85 | 178 | 163 154 | 580
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) Manuall| - Quarter - T
MNanual Quar ter - xcode z 1St ond 3yd 4th Total ’U
4 ond | 3rd | 4th |Total : : =
Code #! 1st n Topic of 14 20 43 5
Places of 31 9 g2 | Discussion| 1 1 8 ‘ 9
Contact 1 20 22 oo 9 9 17 3 2 31 21
2 6 | 6 ( 7 |10 g| 30 | 2 | 54 .9
49 160 3 14 3™
3 16 39 56 4 9 20 27 21 77 =Q
18 56 110 , w2
5 - S 1 6 8 15 30 gg
rsons : ' _— 8 6 6 20 oH
1;zter— 1 22 67 68 37 194 8 ‘ 5 -
; 7 19 - 3] 24 | 19 46 o
viewed 2 —— 5 9 ; o =
31 29 22 98 cu
3 — 4 5 10 10 16 ~ % .
: 3 9 .3 17 o=
7 —r 3 . 8 18 11 -2 j -3
4 | - 8 .8 EHE
- N A TR I I M i 4 o| oi
r 6 S 3 - - 5 13 - ) : ]
¥ - 5 5 10 14 - 1 1 g
7 - 11} B~
8 4 5 3 8 20 15 - 9 - 2 3 .
2 19 .
9 1w |12 | 9 | 2z | 34 16 1 31 3 (1 o3
‘ 1 3 3 11 18 - == - ‘ o
11 4 9 1 - — 1 >0
12 LN R 2 S 2 1 14| 8%
8 \ 5
13 . 1 3 4 20 6 N S
- — — e - —— —— —— ——— il
14 -] = | 21 _ _ %
15 . _— 1 2 ; 22 — - o fé
— — —— 2 2 ' 23 —— - == - —
*° : ' 50 24 - - - 13 13 %
Total| 53 98 | 114 85 3 - 5 5
25 - - “
Totall 7o | 131 | 176 | 181 | 568
8y . T »'{'i?" e "‘f@ BRI e -
TOTAL OF PART~TIME PO4's' PLACES OF CONTACT PERSONS INTERVIEWED, AND AREAS OF DISCUSSION
) (Gctober of 1971 ¢ September 1972)
. Probation Officer Assistants i
Tual; - 1208- | 1508~ | 710-] 310~ 2500~ P i :
e #{1303 603 501 11701 1806 {2005 | 1214 |1514 | 713 [2113 {1009 208 212 | 412 | 1411 911 Total
: Places of Contact P
1 41 20 2 2 23 14 69 44 64 50 92 29 43 43 52 41 834
2 15 — 1 1 9 —_— 14 4 5 7 23 4 32 18 25 7 165
3 B8 — - - 1 .6 —~— - - - 1 — 1 - - -4 17
4 22 - — — 4 5 17 7 4 3 44 10 43 28 16 4 201
5 - - ~- —— - - — “— — -— - — 1 a— — _— 1
tal | 85 20 3 3 37 25 100 55 73 80 160" 43 120 94 93 52 1,024
Persons Interviewed ’
1 38 8 1 1 26 10 52 32 36 28 96 18 76 56 43 18 539
2 8 1 — 1 6 8 12 13 18 1 23 4 4 4 1 1 115
3 4 1 ~ —_— 6 2 4 6 11 7 14 14 9 7 4 9 98
4 2 1 —_— —— 8 4 11 10 ‘10 11 12 1 32 8 4 2 116
5 1 1 — 1 3 1 4 4 2 6 1 - 1 5 6 - 38
6 5 - - —— 1 — — - - 2 -— - 2 1 1 —— 12
7 - - — - - - —— - - - 6 —— 1 — - 4 & 11
8 7 - - - - — 11 - 2 3 4 2 7 5 3 1 T 45
9 18 7 1 — 3 3 17 9 9 6 14 6 4 18 31 21 167
10 1 - 1 — 2 —— 3 - 2 1 1 2 1 3 6 —— 23
11 1 - 1 — p - 1 o 2 - 3 1 5 -— — 1 17
12 3 3 —-— - — 1 4 - 2 6 4 2 - 7 - 2 34
13 7 - — _— 1 - _— - _— 1 3 — 1 - — - i3
14 ~— - — - - — - - - -— -— - -~ - _— - -
13 1 —r —— — —— —— — —— ——— — - - —_— - — ——
16 — - - ——— [ —— - S —— i — - —~— 3 — —— -
A
11 95 22 4 3 58 29 119 74 94 72 181 50 146 114 99 59 1,230
]
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stants

Probation Officer ASSY 5555=" - - .
% ' 1208~ | 1508~ 7700 | 013" | 1000 | “Bo9 | 212 | a1 | 1a1 | sm Total
Yfanual ' o1 1701 1806 2006 1214 1514 713 s - o
Codc £ 1303 603 5 Areas of Discussil - = — . ” o3
- 8 26 >
7 1 1 16 14 37 20 6 ) . . i ) s
1y 16 3 L 13 10 3
~ -- 4 1 o 7 | a2 24 165
2 ¢ 9® . - 5 1 28 10 6 12
l 1 5 2 | 21 , ) 15 Lol 117
3 20 5 1 . 5 5 31 7 1
- 8 5 6 S 11 1 5 140
4 8 == - 10 o 10 2 45 9 15 06
5 | 18 2 1 -- 7 1 B - - . | 6 9 -
—— e 2 - 2 - 10 1 — 34
6 - T - - 2 ) 8 1 5
‘ - - L 1 1 3 . 3 3 10 2 3 58
7 1 —— 7 7 11 2 3 2 4 — 3 1 35
. : T — : - 1 - ® H . i, 14 454
9 1 1 - - 4 45 46 15 73 17 41 42 37
10 27 ® § > H ® > 2 4 - - 1 2" 7 2 20
- - - —_— 2
11 2 - - - - — 9 —— 2 2 2 3
- —— - 2 2 1 3 — 1 —— 1 6
12 4 -- N - L 1 - 1 — - b °
|- : - - - = - s : Y —- 23 8 23 5 107
| 14 -- - - - > 3 o 8 4 9 3 23 : 18
I 15 16 1 - . i o - 1 3 1 3 1 - .
H . o — 1 - 2 _ 1 i . __ P
16 3 = N - _ L __ . - — 2
i17 - - - - I _ __ o — - - i
H -—— - Lol — - — 1 ———— —— ———
i - 18 - - _ . — 5 . — 1 — — . -
| - - - o N 2 - : - 2 _ 1 - - 19
2 Bt B R I 1 3 5 | - 1 L - g
21 1 6 — - . . — —_— — -
- - - o — —_— 1
22 | - - - - - _ . — -— - - 1 - 14
e3 | == | — | | 7 |7 L A R 3 | - 6 2 |- |
- T 5 554
ol ‘ 98 117 88 226 68 175 155 109 [ 83 1,
otal |133 25 i 5 5 67 49 | 167
vt | “
1
(V]
N
T

TOTALS OF POA' S* PLACES OF CONTACT, PERSONS INTERVIEWEDR, AND TOPIC OF DISCUSSION: BY POA- éODu
; (October 1971 thru September 1972)

-Gy g~

‘ PO-POA: 1303 PO-POA: 603
Manual] Quarter Quarter
Code #| 1st 2nd 3rd 4th Total ist 2nd 3rd 4th Total
Places of Contact 1 1 5 12 18 6 41 4 6 7 3 20
2 -- 3 12 - 15 - - - - -
3 - - 6 2 8 - - - - -
4 -~ 5 12 5 22 == - - - -
5 _— — —_ —_— —_ - _— —_— - -
Totaly 5 20 48 13 86 4 6 7 3 20
Persons Interviewed 1 4 10 16 8 38 3 3 o 8
2 1 1 6 - 8 - 1 —-— - 1
3 - - 3 1 4 — - - 1
4 - - 2 - 2 - - 1 — 1
S - - 1 —— 1 - - 1 - 1
6 - 1 4 - 5 - - - - -
7 — — — - — — - - - —_—
8 - 4 3 —— 7 - - - - -
9 1 2 13 2 18 - 2 2 3 7
10 - 1 - - 1 - - - - -
11 - - 1 - 1 - - - - -
12 - 2 —— 1 3 1 1 1 - 3
13 - - 5 2 7 - - - - -
14 - - - - - - - - == -
15 - - 1 - 1 - - - - -
16 - - - - - == - - - -
“Total 6 21 55 14 96 4 7 8 3 22
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Topic of

Discussion

TOTALS OF POA's' PLACES OF CONTACT, PERSONS .INTERVIEWED, AND TOPIC OF DISCUSSION: BY POA CODE
(October 1971 thru September 1972)

PO~POA:

1303

PO-PQA:

603

Manual

w

Quarter

Quarter

Code #

2nd

3rd

Total

1st

3rd

4th

0 0 N O Gk W

)—IHHHHHH
b h a6 oswdro

20
21
22
23
24

W o W N

7
5
11
5

14 -

16

17

18

Total

1 ——
1 -
73 18

Places of Contact

Persons Interviewed

=L¥Eg-

g

PO~-POA:

501

PO~POA:

1701

Manual

Quarter

Quarter

Code # Ist 2nd 3rd 4th Total, 1st 2nd 3rd 4th Total
1 - 1 1 - 2 1 1 -] - 2
2 - -- 1 - 1 1 - - - 1
3 - — _— _— _— _— _ - - -
4 - - - —_— — -+ - — — -
5 — - - - —— - [ - -—— o
Total]  -- 1 2 - 3 2 1 — -- 3
1 - - I -- 1 -- - - 1
2 - - - - - - - - 1
3 - - — - — - - —_— - -
4 — - — — —_— — _— — . -
5 - - -- - -~ - 1 - -= 1
6 - - - - - - - - - -
7 — —_— ~ - —_— - — - - -
8 - - - - - - - - - -
9 - 1 - - -- -- - - -
10 - - 1 - 1 -- -- - - -
11 N - 1 - 1 - -- - ~- -
12 -- -- - - -- -- - - - -
13 - - - - - - - - -- -
14 - - - -~ - - -- - - -
15 - - - - - -~ -- -~ - -
16 - -— - - -~ - ~ -- —-— --
Totall 1 3 - 4 2 1 | —- ] -- 3
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‘_vv‘

(97




Topic of
Discussion

-8% g~

PO-POA:

501

PO-POA: 1701

Manual

Quarter

Quarter

3rd 4th Total

TOTALS OF POA's' PLACES OF

Code # 1st 2nd 3rd | 4th Total ist 2nd

1 - N 1 - 1 1 - - - 1
2 —-— —_ —-— —-— — — - - _— —
3 -~ 1 - - 1 - 1 ——e - 1
4 —— e —— ——— i - ——— ——

S - - 1 - 1 - - - -

6 —— - - - - - - - - =
7 —_ —_—— —_ - - —_ —

8 - _ - - _ _ — -

9 — —_— —_ —_— _ _ —_— —_— __

10 ~— 1 - 2 2 - - - 2
11 - - - -= - -= —-= - ” ”
12 - - - - -= -

13 - - - —-— - - - - ~
14 - - - - - - — -

15 - - —— - - 1 - - - 1
16 - - - - - - e - ”
17 - - — - — - - ”
18 - — - e — - - ” N
19 - - -- - - -=

20 —_— - - — —— - - - -

21 - - - - - - - - ”
22 —— - - - - - - =
23 - — - - - ~— - ”
24 - - — - — - -

- - 5

Total - 2 3 —— 5 4 1

CONTACT, PERSONS INTERV

(October 1971 thr

u September 1972)

IEWED, AND ‘TOPIC OF DISCUSSION: BY PGA CODE

PO-~POA:

1806

PO~POA: 2006

Manual]

Quarter

Quarter

Code #|

- 1st

2nd

3rd

4th

Total

1st 2nd

3rd 4th Total

Places of Contact

1
2
3
4
5

10

23

1 —_
3 —_—

—— — — -

Total

11 2 26

Persons Interviewed

-6pg-

Hoo et i pa
OB WD HOLOND g o

pod
(e}

1 -

H o= W
i
i
[04]

-— | - 1

- | - 1

Total

A




=0s¢g-

—Igg-

Topic of
Discussion

.TOTALS OF POA's'

PO-POA: 1806 PO-POA:t 2006
. Quarter .
: uarter
ggg:a; 1st 2nd 3 3rd 4th Total Ist 2nd 3rd 4th To%:l
’ 1 3 3 9 1 16 5 1 6 2 11
2 1 1 2 —— 4 1 - - - :
3 2 - -— 5 2 - - —
4 2 1 3 - 2 - 5
- - 1
S 5 - L 1 7 1 -
6 S - — —— —— —— ——— -—— -
7 - — 1 - 1 - - 1 —— 1
8 - 1 1 7 1 - 4 2 7
———— 4 —— - - —— -
9 1 - 3 ‘
10 3 5 2 14 5 1 8 1 15
11 _— ] == —— = —— —_ - —
12 e - - —-— 1 - - 1 2
13 - -= - - - B B ”
14 —_ — - - - . B = ” .
15 - - - - _-
16 ' - 1 - - 1 - - ” ” ~
17 - - - — - - ” ” ~
18 - - - - - - - N -
19 —_ - - - - - } -
20 —— _— —_— —_— —-— - - . -
21 - —_— —_ —_ - - . .
22 - — —— —-— - - - -
23 - — — - - - N N
24 - — - -_ - -
. 49
Total 18 15 28 6 67 20 2 21 6
. S Rl R B O TS RN

PLACES or CONTACT, PERSONS IN
(October 1971 t

TERVIEWED, AND TOPIC OF DISCuUss
hru September 1972)

ION: BY POA CODE

Places of Contact'

Persons Interviewed

PO-POA: 1208-1214 PO-PCA: 1508-1514
Manual] Quarter Quarter
Code #{ 1st 2nd 3rd 4th Total 1st 2nd 3rd 4th Total
1 s | 23 | 12 | 15 69 11 | 19 7 7 44
2 "9 2 3 - 14 - - 3 1 4
3 - —_— —_ —_— - - - — o == ——
4 4 6 1 6 17 L 3 2 1 7
5 - ——— -~ ———— —— ——— —— fe— - -
Totall 32 31 16 21 100 12 22 12 9 55
1 17 22 4 9 52 11 12 4 5 32
2 3 6 1 2 12 2 2 2 13
3 — 1 1 2 4 2 3 - 1 6
4 - 4 4 3 11 1 3 6 - 10
5 1 1 1 1 4 1 -- 3 - 4
6 _— — — — — —_— - — —_— -
7 — - —-— — — - —_— - - -
8 10 - 1 - 11 - - - - -
9 2 3 7 17 1 4 2 2 9
10 - _— — 3 — —_ — — —
11 - - 1 - 1 - - - - -
12 b 1 3 - 4 - - - - -
13 —— - - - — _— - - - -
14 - - — _— —_— - - - - -
15 - - - — - —— - - - -
16 - - - - - - _— - - -
Total 33 43 19 24 119 18 29 17 10 74
‘T::al‘ 30 \ 45 \ 47 ‘ 3l ‘ o9

S




PO-POA: 1208-1214 PO-POA: 1508-1514 _
. 5 Quarter .
yarter
gigga; 1st 2nd 2 3rd 4th Total 1st 2nd 3rd 4th Total
4 4 20
Topic of 1 13| 11 5 8 37 5 7
Discnssion . A . N N o § - N - L
3 7 6 8 - 21 - 1 2 3 6
4 3| == -- 3 6 1 3 - 1 5
5 2 3 3 2 10 - - i 1 2
— 2 —_— - — — —_—
6 2 - —
7 — ~-— 1 - 1 1 1 1 - 3
8 2 5 2 2 11 - 1 1 - 2
9 - 1 i - 2 - - - - -
10 15 20 4 17 56 11 2} 9 4 45
11 - - - - - ~— - - -
- — 1
! 12 - 1 2 1 4 - 1 !
w = = — ” . —
0 13 — -1 - - 1
l —— -y — - — - — ——
14 - - - ,
—_ - 2
15 - 2 1 - 3 - 2 .
16 2 - - - 2 - 1 — _f 2
17 - - - - - — ” ” -
18 - - —_ —— - -
12 — - - - —- 1 1 —- - 2
- —— 2
20 2 - —— 2 1 1
21 1 - - 1 - 1 1 1 3
22 - - —— - - - | ~ ~
23 - — — — — -— -
24 - — - 1 1 — - i - 1
- " - 5
Total 50. 57 27 36 170 “ 21 40 22 15 8
EER T B e o T T R S e

)

TOTALS OF POA's' PLACES OF CONTACT, PERSONS INTE?VIEWED AND 'TOPIC. 'OF DISCUSSION: BY POA CODE
(October 1971 thru September 1972)

Places of Contact’ i

Persons Interviewed

-g6E-

| PO-POA: 710-713 PO-POA: 310-2113
Manual| Quarter Quarter
Code #| 'lst 2nd 3rd 4th Total ist 2nd 3rd 4th Total
1 | 13| 26 12 | 13 64 8 | 25 | 11 6 50
2 - 2 1 2 5 3 3 1 - 7
3 —— — — - —_— - —_— _ I -
4 2 1 -~ 1 4 1 2 - - 3
5 —_— —— — ——— —— — —— — - -
Totalr 15 | 29 13 16 73 12 | 30 12 6 60 -
1 6 19 6 5 36 3 12 7 6 28
2 2 10 5 1 18 1 - - —_— 1
3 3 3 1 4 11 1 3 2 1 7
4 3 - 3 10 1 6 4 - 11
5 1 1 - - 2 1 5 - - 6
6 - - - - - 1 1 - - 2
7 _ - —_— - —_— _— — - —_ -
8" -— ] -- 1 1 2 2 - | - 3
9 2 3 1 9 4 1 1 - 6
10 - 2 - - 2 - - 1 - 1
11 - 1 - 1 2 — ~— - - -
12 - - 2 - 2 - 5 1 — 6
13 - - . - - - 1 - - 1
14 - —_— —_— - - - - —_ - -
15 —_— —_— —_— - _— —_— —_— -— - -
16 - - - — — - - - _ -
fotal 17 43 16 18 94 14 35 16 7 72



PO-POA: 710:713 PO-POA:t 310-2113
; Quartexr
' uarter
giggai * 1st 2nd 3 3rd 4th Total 1st 2nd 3rd 4th Total
: ) | 1 2 2 8
Topic of 1 2 2 2 | -- 6 N
Discussion . N 1 = B 13 . o - -
1 —— —_ 1 5 12 5 - 22
3 - 3
4 1 3 1 - 5 -- 3 - i 2
- 3 4 10 1 - -
5 3 . N —— ” b N
; . - —_ - - - 2 — 2
7 —em — ——
8 —— 2 1 — 3 —— 1 - 1 2
9 2 2 3 8 —— 4 4 3 11
15
10 10 18 8 10 46 4 7 3 1 ;
11 - 2 - - 2 - 3 1 -
12 — 2 1 - 3 - - -~ -
1 N ) . _ _ - N
& 13 _— - 1 o B -
T 14 1 2 —-— - 3 - ) :
| 15 1 2 2 3 8 2 1] - :
16 —_ —_ - — - — ” ” h
17 —— 1 e —- 1 — -~ ” -
18 —_— - —— — —— ” __ ~
18 — - —— -~ ” ~ ” N .
20 —— —— —— - ' t
21 1 1 3 - 5 - - ~ -
22 -— — - - - - N ”
23 —— —~— —_— ~ ~ ~ ~ . )
24 - - - —_—
Total 21 51 24 21 117 17 42 17 13 89
ST e R T T e T DRI Sy oy s

TOTALS OF POA's' PLACES QOF

CONTACT, PERSONS INTEL.IiEWED, AND TOPIC OF DISCUSSION: BY POA CuJE

(October 1971 thru September 1972)

Places of Contact

~

Persons Interviewed

—-ggg~

| PO~POA: 1009 P PO-POA: 2209-809
Manualj Quarter Quarter ;
{Code #|  1lst 2nd 3rd { 4th Total 1st 2nd 3rd 4th Total

1 ; 22 34 24 12 92 6 7 11 5 29
2 | 4 4 6 23 3 - - 1 4
3 -— - - 1 - —— _— - -
4 16 13 10 5 44 7 1 1 1 10
5 — e —— —— [—— ....._} — - R, -
Totall — 42 57 38 23 160 16 8 12 7 43
1 23 | 35 | 27 | 11 96 7 5 P) 18
2 4 8 8 3 23 1 1 2 — 4
3 9 1 2 2 14 5 2 2 5 14
4 2 2 - 12 1 _— - - 1
5 R I RN [ 1 U (NN ISR —
. B ” ” __ E ” ~ ” ” ”
7 1 1 — 4 6 - - - - -
8 1 1| - 2 4 1| -~ | - 1 2
9 5 8 1 — 14 2 2 2 — 6
10 - - 1 — 1 - - 2 —-— 2
11 1 1 1 —— — - - 1
12 - - 3 1 —-— 1 —— 2
13 1 2 - - 3 _— - —_ - -
14 - -- - - - -= - - - -
15 - -- - — - -~ - -- - --
16 e s E—— —— o —— —— ——— —— —— P
Total 54 59 45 | 23 181 19 9 14 8 50




S

PO-POA: 1009 po—pOA:t 2209-809
| ' : ' Quarter
uarter —
%23:a; 1st 2nd 2 3rd 4th Total 1st 2nd 3rd 4th Total
' - 2 1 9
Topic of 1 9 6 8 3 26 6 °
Discussion o L 1 L _ 3 N ) L .
3 "5 3 2 -— 10 4 - 2 —-— 6
| 7
4 5 13 10 3 31 2 2 1
4 1 2 2 9
5 - 19 15 11 45 , 2 2 °
6 —— o e —— O - - P
7 - 4 4 — 8 — - 1 - 1
8 1 1 — — 2 - 2 - 1 .3
— 2 - - [ - ——
9 - 1 1
10 19 19 26 9 73 5 5 4 3 | 17
11 - - - - - - - - -
& 12 B 7 2 9 - . -
o 13 —-— 1 - - 1 - -
I . _ _ _ _ _
‘ 14 —-— - -
- 3
15 2 3 3 1 9 _— 1 ? X
16 1 1 1 — 3 1 - - :
'17 gt U E E R N R
18 - - - - -; - .
— - 1 —_ —— — -
;z _— - - —-— - 1 -6 2 9
21 - — - 1 1 - 1 - —~— 1
22 _— - -— . - —_ - - - -
23 — — - - - — - -
24 - - - 3 3 - - —
Totall 43 72 79 33 227 22 14 20 12 68

=LGg-

e T Ty ey

TOTALS OF POA's' PLACES OF CONTACT, PERSONS INTERVIEWED, AND TOPIC OF DISCUSSION: BY POA CCDE

fb Snctumsuniny 150

A

AT T T R

(October 1971 thru September 1972)

Places of Contidct

Persons Interviewed

PO~POA: 212-216~1116 PO-POA: 412-416
Manuali. Quarter Quarter
Code #| 1lst 2nd 3rd 4th Total 1st 2nd 3rd 4th Total
1 11 18 11 3 43 18 20 6 4 48
2 14 9 7 2 | 32 12 1 4 1 18
3 -~ - - 1 - - - - -
4 14 22 7 - 43 13, 7 7 1 28
5 — 1] -- — 1 - - - - --
Totalp 39 50 | 26 5 120 43 28 17 6 94
1 29 30 12 5 - 76 23 18 11 4 56
2 2 1 - 1 4 1 2 1 - 4
3 - 4 4 1 9 3 2 2 - 7
4 10 13 6 3 32 3 3 2 - 8
5 - - 1 - 1 4 1 - - 5
6 - 2 - - 2 1 - - - 1
7 - 1 - - 1 - - - - -
8 1 6 - - 7 2 - 3 - 5
9 1| 3| = | -- 4 9 5 2 2 18
10 - - - 1 - 2 1 - 3
11 2 2 —-— 5 —— - - — -
12 - - —-— - - 7 - - —_— 7
13 - 1 - - 1 - - - -~ -
14 - — - - _— - - - _— -
15 - - — - —_— —_— o —_— _ -
16 —_— - 3 - .3 - - - - -
Totall ™ 45 | 63 | 288 | 10 | 146 53 | 33 | 22 s | 114




PO-~POA: 212-216-1116 Po—ggi;téi}2~416
‘ 3 uarter
gag:a% 1st 2nd 3 3rd 4th Total 1st 2nd 3rd 4th Total
50O T
7 3 18
Topic of 1 11 6 6 3 26 5 3 3 X
Discussion 0 _ 4 5 _ 5 3 5 L
| 3 2 3 7 — 12 i5 1 1 - 17
4 9 10 2 - 21 5 6 4 - 15
7 4 1 16 3 3 2 3 11
5 4 | .
© 1 - 2 - 3 3 1 2 -
T é - 2 1 5 3 3 3 1 10
8 — 1 1 1 3 5 - 5 - 10
| 9 - 1 3 —— 4 - - — - ]
15 14 14 9 4 41 11 18 9 4 42
11 - - 1 - 1 2 - - —~—
. -~ ” . -~
& 12 1 L == 1 - 2 N ) .
& 13 i —_— - - - : : b
l — — — —— —— —— ——
14 —_— —— -
15 12 3 - 23 4 1 2 1 z
i6 1 2 - - 3 1 - 1 -
‘17 - - - 1 1 - - - - -
18 - — - - - - -~ ” ” ”
19 - 1 - - 1 ” ~ B ~
20 o o —— — — — .1 —— 1
21 - - - =
22 - —— - —— - - ” ”
—~—— 1 - —— -
23 - 1 -
24 - v 5 1 6 - - 1 1 2
Total 52 63 48 12 175 60 42 40 14 156
g g

TOTALS OF POA's' PLACES OF CONTACT, PERSONS INTERVIEWED, AND TOPIC
(October 1971 thru September 1972)

OF DISCUSSION: BY POA CODE

—65E~

ey

:
PO-POA: 1411-1415 PO~POA: 911-915
Manuall Quarter Quarter ,
Code #}. 1st 2nd 3rd 4th Total 1st 2nd 3rd 4th Total"
Places of Contact 1 7 7 | 18 | .20 52 7 | 10 5 | 19 41
2 — 7 7 11 25 1 4 1 1 7
3 — — —_— —_— —_— — _— _— _ —
4 e 1 11 4 16 2 1 1 - 4
5 —_— _— - - — - - —_— - -
Totaly 7 15 36 35 93 10 15 7 20 52
Persons Interviewed 1 7 11 13 12 | 43 8 10 . . 18
2 - —_— - 1 - 1 - - 1
3 - - 3 4 4 3 2 — 9
4 — — 1 4 - 1 1 - 2
5 - - 6 - 6 - - - - -
6 - 1 - —_— 1 - — - - -
7 - - ~— - - 1 - 1 2 4
8 - — 2 1 3 - 1 - - 1
9 - 1 15 15 31 - 2 1 18 21
10 - — — 6 6 - - -~ - -
11 - — - - - - 1 - - I
12 - - —_— —_— —_— - - 2 - 2
13 - —_— - - - “— _— - - -
14 - —_— - - - — - - - -
15 - e - - — - - - - -
16 - - - - - - - -- -- -
Total 7 18 36 38 99 13 19 7 20 59

Sy e b

e tis
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911-915

Quarter

2

PO-POA

3rd | 4th | Total

2nd

24

17
2
1
1

21

B0 N

lst

Total

MmN N~ ~ O ~ &N M
~

47
26
122

4th

48

1411-1415

Quarter

3rd

bt ot et
wMHommqmmAwMH

PO-P0OA

2nd

I1st

1

Manual

Code #

Total

o
NN Yn o~ 00

11
12
13
14
15
16
17
18
19
20
21
22
23
24

Topic of

PJO(DGJQChUTQCnBJH

=

W N

Discussion

-360-

L e RNk e SR e Wk ot
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CODING SHEET FOR INVESTIGATIVE FUNCTIONS

Manual
Code
No.

PLACE OF CONTACT

Home
Community
Office
Telephone

NATURE OF INVESTIGATION

Presenténce (own district)

Presentence (other district)
Prerelease

Deferred prosecution
Post sentence

Collateral investigation
Pretransfer

Preliminary interview
Special Report - status or
Special Report - violation
Special Report - early termination
Development of employment resource
Development of community resource

information

AREA OF DISCUSSION

Employment history
Education

Military service
Financial condition
Prior record

Family history

Marital history

Health

Offense

Information on activities

Verification of residence and neighborhood

PERSON INTERVIEWED

Client
Spouse
Parent

-361-~
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. E~-5 :
PLACE OF CONTACT, NATURE OF INVESTIGATION, TOPIC OF DISCUSSION, AND PERSONS
INTERVIEWED FOR INVESTIGATIVE PURPOSES BY PCA'S 102, 1104, 1605, 1907
ST W N O . .
e S I D - e S
o
Manual &
y Code S i~
L T T B S TR ~
_No. 218 (L B B B RN "““1222““%“"“.&
s g G |~
PERSON INTERVIEWED (Continued) ‘.
’ DI o7t 0 1D D0 H WA 0 A M NN [ ]
. OO} ~ 0} ~ [ I [ O
4 Other relative 19
5 Neighbor 5]
5 Dolice officer sBlo e naggigroeaaa | v o g
olice O |~
m Mm&<wom Agency - employment counselor H.L
9 No contact made Blal o = 1 1 o
- N o~ G
10 Girlfriend S Mo melgY o vad s poapoan g
11 Court - police record clerk [
12 moﬁmpaowmww u%wwwmwa A ~ _
13 Defendant's a ) . 5 v . | a ,
14 Judge = other Probation Officer mm "Nl e o009 - m AR - o G A 3
=0 =
o
)
o v
oun g1
o3 on O
-~ O n oz
Q0 L O
[S}a] -]
=R/ s S
IS IR e
daas-lglevge~a~ ! "23v32]3
o = —
=
q o fe
] ~on ] o -
A I B B I B N L I B AL B P
m < |~
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o [
Sl
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>3 = HE =Rl I R Nl BN B A |
o}
;4.. -qul*l
3 N o I o
1 o|C H3.22163“““"“1“93%
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A
, ~ 3 — — !
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1 80 &~ B
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G4
'™ o1
o -
13) 0P
0 u.ao
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58 Shh
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Manual Quarter ' Manual . Quarter
Code #] lst 2nd 3rd 4th | Total Code #{ 1st Znd 3rd *] 4th |.Total . A
Place of 1 . Topicof ‘ ‘ 5 ‘
- Contact v . 1 2 3 4 o Discussion 1 1 g 1 - 9 gg i
2 3 8 6 - 17 2 — - 1 - 1 ’UM |
3 2 1 -—] - 3 3 —— — - — -1 59 ,‘
¥ ) o |
O el et e Mt 1 | - -] —| —| -lgg |
Total 7 12| 10| -- 29 5 ~-= 2 1 -- 3| 4%
= >
Nature of 1 L ____ ol & - - b - 2| 29
Investi- 7 . . 1 o 1| &
gation 2 —~ - 1 - 1 i’:z |
3 2 al -} - 8 e Sl 21E5 |
4 2 1] == - 3 9 2 i e 31 B8
5 _ N . 10 — 1l -] -- H oo
X - 39
6 11 i 1 1 3i =3
-y - v — - o — - — . E
Total — . -
é‘i " o ISR N B — o a2l 12 9 5] 532
| L __| Persons _— B3
™ 8 - Inter~ 1 2 1 1 4 ag
9 - - -1 - ~=| wviewed 2 - - 1 - 1{ 58
10 - ;1 [N G- 1 3 1 2! -- 4 Eg
11 - - _— == —— 4 — - 2| 52
12 -— 6 3] -- 9 5 SN [ — 1] -- 1 g§
13 3 —_] =] - 3 6 — - . 1| B
- o .
Tl 7 | 1| e —1 % L e Il el Mt IR B 1=
8 3 6| -] -- 9| o
o e i)
9 - 1 1) -- 2| <u |
190 — =1 =} -] --| 8% |
5>
11 - 2| - -- 2 o5
12 3] — | -] - 3] ®-
13 - [ N R R 1 |
14 VR (R U R |
Total | 10| 13 7] --] 30 |
Manual Quarter A ‘ Manual Quarter '
Code #| 1st Z2nd | 3rd 4th | Total Code #1! 1st 2nd ard 4th ‘| Total E’g
Place of 1 6 g 12 5 31 Topic of . ‘ c(:z;
Contact Discussion 1 2 2 3 2 9 N
2 6 2 1| - 9 2 S R 1{ -- 1| 29
3 1 1] -] 2 af 3 S N S— 1| 2g
4 o — S f— - 4 - J—— 1 — oy 2
=
Total 13 11 13 7 44 5 2 - 1 — '3 EO
3 =i
Nature of 1 & _— — 4 - 41 =
investi- - 8 - 11 ﬁz
gation 2 _— N R 1 7 - T 6 T 6 gg
3 6| | 4| 1 SR Bt It IS M S -
4 1 3 5] - 9 9 o o . 21 3o
s | | - - - _ 20 4l 7f 1| -1 12§ OF
6 . o —l - o 11 8 6 2 4 20 Ef“.
e b
é‘l 7 — 5 14 - 3 Total| 16! 15| 23 60| 44
a 8 o — — — __| Persons , el
! Inter- 1 3 2 2 == 71 £8
g 1 - -] - 1] viewed 2 2 5 - 9] 24
10 _ _ R <0
el - 3 2 1 3 2 g #=
11 - -~ -] - - 4 2 3| -- 8 g§
12 —— — - — — 5 %H
-~ - 1 1 2| 29 |
13 - — == - - 6 1] e 1] - 2| EO i
7 :
Totall 13 11| 14| 4 42 4 =1 =t = =] =] wo !
‘ 8 _ L . . | ~a i
38
9 2 2 - - 4! >3 w
. n |
11 1l -] =} -- 1| RS |
12 1 1 - - 2 " J
13 1] -] - 1 2 |
w | | | | ] - |
Total | 315{ 11| 12| ‘7| 45 |




- Manual Quarter .
gggga}; ist gﬁgrtegrd 4th | Total %Zode #1 1st | 2nd | 3rd | 4ih |'Total % 9
. . 7 -
Area of 2| 8 9 — 12 b
Pla‘é:cgf 1 3 2 6 - 11 Discussion 1 ‘ o L al a
Con 2 6 11 12 ) 31 2 1 1 : ; 5 g
2 1 1 2 1 5 3 : - Saq
— 4 1 1 2 — 4] wo
4 - - - -~ g -
. 5 3 _— 2 =i ol 23
Total 10 14 20 47 . N 1 — ) 1 4 g 3
. B
Nature of _— 8 13 _— _— - 1 <
Investi~ 1 3 - - 7 1 1= g
gation 2 - . " 8 1 - 2 1 41 53
3 —_— —_ 2 - 2. 9 3 1 o 5 =} gg
—_—t 4 .
4 - 4 X 10 3 5| --| -- gl & 9
| 5 -- == o e X 11 1 - 3| - 4 g 5
§ | 6 1 - 2y - - Total] g 16 18 2 54 g g
i 7 o - | __| persons 1 3 1 5 2! 1}l 3233
8 — - - Inter- - i 3 sl B8
9 e - -] - ~-- | viewed 2 1 | ==
i ' — 3 1 - 4 - 51 <o
10 s - B B=
11 1 -] -1 - 1 4 N R R e e - 3
12 - 7 41 1| 12 5 -] - - § 5
8 | s | s —| | s A Bt DL Bl Mt A - £
< 7 . _— l —— l o g
3 44 ’
Total{ 19 14 - 17 . 8 5 4 . — 9 » 5 E
9 | -- 20 1] - 3| 88
10 - -- -= -~ T3
— 2| am
11 1 1 o %
12 2y — | -1 - 2} 7%
13 - -] -1 == --
14 —— -- -~ - --
Total 13 14 15
B I T TR e ST St ek, Fonn ey <
Manual Quarter Manual RQuarter
Code #] 1st 2nd 3rd 4th | Total Code #| 1st 2nd 3rd 4th | Total
Place of _ L o Topicof _
Contact 1 1 1 Discussion 1 1 3 - - 4
' 2 8 6 2 9 25 2 - - -— -- -
3 - - - - - 3 - ~— - - —-—
4 - 1 — - 1 4 - — - - —
Nature of 6 — —_— - —- -
Investi- 1 2 - - 4 7 _
"~ gation - - —_—] - - - o o - o
3 - - - 1 1 8 L T o T 1
4 - —— - - - 9 o T o T o
5 . L . L . 10 —— —- - -— -—
6 . . . 8 3 11 1 - - 1 2
& 7 1 — e ] Total] 39 7 2 9| 28
H
3 o o o o — Persons ; . . —
' 8 Inter- 1 1 1
9 ~ - ST f— -~ | viewed 2 — —_— e —— -
10 5 4 —~— - 9 3 - _ _— _— —_—
11 - 3 - - 3 4 - —— —— -— -
12 - - — ] - - 5 - - - 1 1
13 - - -— ] - - 6 = 2 - - 2
Total 8 7 .2 9 26 7 - - 2 —— 2
8 1 1 - - 2
9 —— —— J— [y— -
10 _— ~ - —_— -
11 4 11 - 8 23
12 —— - - - -
13 — _— —-— - -
14 - - - - -
Total 6 14 2 9 31]
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SUPERVISION

Dictation
Running Records
Letters
Reports & Miscellaneous

Correspondence
Total

Interviews
General Anformation on
Activities
Fine or Restitution
Financial Condition
Employment
Family Problem
Arrest-disposition
Loss of Cont.ict
Casework

Miscellaneous
Total

Conferences
With U. S. Attorney
With Supervisor
With Service Agency
Tatal

Administrative functions

Review Delinquent List

Review correspondence
and mail

planning appointments

Reviewing files ,

Miscellaneous
- Total

Court Attendance

and/or Monthly Reports

Revocation Proceedings

E-6

UTILIZATION OF TIME BY PROBATION OFFICERS
' FOR TASK COMPLETION

Minutes

2,615
920

295

3,830 ~ 22.5% of Supervisory Functions

9.7% of Total Time

5,017
55

25
330
240
405
45
235

300 . '
6,602 - 39.1% of Supervisory Functions

16.9% of Total Time

375
350
255 _ )
1,180 - 6.9% of Supervisory Functions
‘ 3.0% of Total Time

260

675
- 145
545

Proofreading correspondence 80

285 o
1-990 - 11.7% of Supervisory Functions
’ 5.0% of Total Time

90 - 0.5% of Supervisory Functions
0.2% of Total Time

-368~
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UTILIZATION OF TIME BY PROBATION OFFICER ASSISTANTS
FOR TASK COMPLETION

Minutes
SUPERVISION
Dictatiopn
Running Records 810
Letters 60
Reports and Miscellane-
ous Correspondence 60
Total 930
Interviews
General Information on
Activities 1,105
Employment 15
Arrest-Disposition 10
Loss of Contact 15
Requests for Services 35
Total 1,180

Conferences
With Asst. U, S. Attorney
With Supervisor
With Service Agency

Total

Administrative Functions
Review Monthly Reports
Review Correspondence and

Mail
Planning Appointments
Reviewing Files
Discussions with Steno~
Clerk

Total

Telephone Contacts (Nature)
Responding to Messages
Scheduling Appointments
Requests for Services
Arrest-Dispositional

Information
General Information
- Total

45
630

735

80
10
175
475

10

750

400
25
45

5
190

- 19.0% of Supervisory Functions
16.2% of Total Time

- 24.1% of Supervisory Functions
20.6% of Total Time

- 15.0% of Supervisory Functions
12.8% of Total Time

- 15.3% of Supervisory Functions
13.1% of Total Time

665 ~ 13.6% of Supervisory Functions
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+. SUPERVISION (Continued) Minutés INVESTIGATIONS (Continued)
Telephone Contacts Minutes
(Nature of 2iscuss1on) i 645 Administrative Functions
Response %o Mgssgges ' Review Investigative File 800
Schedule App01ntm§nts 250 Arrange Mat'l for Report 1,5
Requests for Services 210 Disoussion with St por y930
Fines, or Restitution 75 Clepke w3 eno- 155
ﬁgéﬁt;g;iggiltmn ﬂ? Pr °°f,r'eadiné Report 265 A
Restoration of Rights 45 Total 2,750 = 20.0% of Investigative Functions
Travel Permission 135 6.9% of Total Time
quuesg for Monthly 180 Court Appearance
eports - = .
Employment 85 Dispositional Hearing 395 - 2.9% of Investigative Tunctions
Family Problems 110 1.0% of Total Time
Miscellzaneous 200
) Total 3,255 - 19.1% of Supervisory Functions Te%ﬁ?ggﬁztggﬁtigﬁsRégﬁﬁﬁre) 055
8.3% of Total Time Clarification of Infor-
mation 40
D , ;
Defendant s Questions 80
Dictation U. S. Attorney 45
Pre- and Post-Sentence Total 425 ~ 3.1% of Investigative Functions
Reports 3,010 1.1% of Total Time
Pre-release Reports 65
Coliateral Report 165
Forme and Letters for GENERAL
Clearance 570 _ j
Total 3,810 - 27.7% of Investigative Functions %’ gig{?i éé%;tggﬁgcses) 4?%88 :
9.7% of Total Time ’% Completion of Travel Forms 125 %
Interviews j i@ﬁraigffice’Communicatiop 685 ;
Socio-Personal Information 5,085 : tecellaneons roral. —Eold
Prior Record 330 I otal . 5,700 ~ 14.5% of Total Time :
Education 40 ' # :
“Total 5,455 - 39.7% of Investigative Functions b5 ;
13.8% of Total Time GRAND TOTAL -;
3 i
' i Investigation 34 ; o
Conferences 1 Supervision 43'§% of Time %
Asst. U. S. Attorney 525 : General ’ f
Defense Attorney 60 ° Other 14.5 5
Supervisor 240 : 7.6 o
Law Enforcement Agency 80 _ , ~ 100.0% ¥
¢ ' Total 505 - 6.6% of Investigative Functions !
- 2.3% of Total Time ;
L] !
|
i 1;
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INVESTIGATIONS

Dictation
Presentence Reports
Prerelease Reports
Total

Interviews

Minutes

45

65 - 7.8% of Investigative Functions
1.2% of Total Time

Socio-Personal Information 180

Prior Record

Employment

Monthly History

Developmental History

Residence Verification
Total

Conferences
Asst. U. S. Attorney

Administrative Functiouns

Proofreading Report

Court Appearance )
Dispositional Hearing

GENERAL
Travel (All Purposes)

GRAND TOTAL

Investigation
Supervision

30

25

45

120

60 .

470 - 55.9% of Investigative Functions
8.2% of Total Time

25 - 3.0% of Investigative Functions
0.4% of Total Time

30 - 3.6% of Investigative Functions
0.5% of Total Time

250 ~ 29.7% of Investigative Functions
4.4% of Total Time

I

625 10.9% of Total Time

14.7% of Total Time
85.3
100.0%
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APPENDIX F

JOB ANALYSIS FOR PROBATION OFFICER

Supervision

A,

Location of Contact

a)
b)
c)
d)

home
community
office
telephone

Frequency of Contact--review case to determine

a)
b)
c)
d)
e)

nature of offense
prior record
involvement in offense
stability

subjective opinion of clients potential adjustment

and cooperation

Purpose of Contact

1)
2)

3)

4)

5)

obtaining general information
monthly report
a) lack of M-R
b) obtain M-R
c) review for proper completion .
employment
a) assistance
b) general information
¢) verification of employment
d) referral
1) employment placement officer
2) private agency
3) other public agency
arrest
a) interview client
b) interview arresting officer
c¢) . interview attorney
d) obtain arrest narrative (police report)
dispositional information
a) contact clerk for court proceeding
b) testify in court (if necessary)
c) obtain copy of court order
d) information on court continuance

~373-
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A
b

6)

7)

8)

9)

10)

11)

f | 12)

%3 : 13)

aig?'

public aid

a) referral o
b) 1letter of recommendation
¢) feedback

vocational training

a) referral _
b) letter of recommendation
c¢) feedback

loss of contact

a) visit last known address

b) contact relative

c) visit last known employgr

d visit local police station

eg develop and write report for court or board

warrant issued for vioclator

a) identifying information form

b) cooperate with L.E. agent

¢c) appear in court _ _
d) preliminary interview or revocation hearing

financial assistance

a) discuss assets/obligations with client -
) discuss obligations with collection agencies
¢) bonding

d) budgeting

e) check-cashing

failure to keep appointment

a) attempt to contact client or relative
b) schedule another appointment

secure counseling

a) locate agency

1) dindividual

2) group

3) family
b) referral
¢) introductory letter
d) feedback

emotional support

-37 4.
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14) referral to special service agency

a)
b)
c)
d)

locate agency

referral

letter stating need and socio-personal data
establish rapport and means of feedback

D. Court Appearance

1. dispositional hearing
2. motion

a)
)

revocation

early termination

E. Travel Permission

1. information on travel plan
2, complete forms

F.  Bureaucratic Functions

.

TN W

running records

parole progress reports

travel forms

legal forms

appointment or delinquent report notices
client or other agency correspondence
miscellaneous

IT. Investigation

A. Pre-~Sentence (preliminary, post sentence and collaterals),

1. official version

a)
b)
c)

d)

review of prosecutor’'s file

secure indictment and penalty

discuss offense with prosecutor to determine
defendant's part in offense and mitigating
factors.

collate material into narrative form

2, defendant's version

a)
b)
c)

interview defendant for statement (motive
and mitigating circumstances)

clarify discrepancies between co-defendants
versions of offense

collate material into narrative form

~375-
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3)

4)

5)

6)

7)

8)

prior record

a)  interview client

b) complete and forward clearance sheet (local,
state and federal agencies for all juvenile
and adult arrest)

c) may require personal visit to police
departments or courts for clarifying
information.

d) arrange into chronological order providing
information on offense and disposition.

e) interpret information concerning arrest or
disposition as well as facts concerning any
period of supervision.

family history

a) interview client, parents or close relatives

b) secure information on defendants development--
family history

¢) obtaining verification of information

marital history

a) interview client and current wife

b) secure information on all marriage and divorces
¢) information concerning offsprings

d) assess stability of marital relationship

e) verification of information

education

a) interview client

b) complete clearance forms to verify educational
achievements

c) collate material into chronological narrative

jeisure time activities

a) interview client and determine if activities
or family or acquaintance orientated
b) express in narrative format

health
A) physical

1) interview defendant and/or parent

2) secure identifying information

3) developmental history

4) information on current health

5) determine if defendant consumes excessive
amounts of intoxicants or uses narcotics

~376-
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1) interview defendant and/or parent

2) development/history focusing on abnormalities

3) assess level of comprehension and emotional
stability N

4) arrange for expert opinion ‘if needed }

5) secure defendant's consent if information ;
from another agency is required, .

6) summarize and interpret data into ;
narrative form :

i

B) mental - %
‘ B

|

i

9) military service :

a) interview defendant

b) complete clearance forms

¢) interpret record regarding adjustment, decora-
tions and disciplinary action

d) collate material into narrative form

10) employment history i

. a) interview defendant ?
b) complete ¢leéarance form !
c) assess employment stability !

11) financial condition

a) interview defendant in order to determine assets
versus obligations

b) verify his financial status

¢) determine if defendant lives within income

: and supports legal dependents

i
i
i
i
]

3

12) evaluatinn Coe

a) summarize defendant's socio-personal--criminal
history
b) evaluate his cooperation during P.S. investiga-
~ tion
¢) determine suitability as candidate for probation

A S

oy

B. Pre-Parole

1) interview relative

a) verification of residence
b) suitability of living arrangements

2) interview employer
a) availability of employment SR

b) establish rapport and means for verification of
attendance and performance

At R b 28
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C. Furlough : %

1) contact relatives to verify reason fof furlough

2) provide feedback to institution | - Public Relations
D. Special Report - » ‘ : ;‘ A) Lecture to law énforcement.agencies
1) early termination . : , ‘ ? B) Lecture to civic or community organizations

a) inform prosecutor of intentions

b)  compile information for report--summary of
adjustment and activities - -

c) complete required legal form

d) attend court hearing

e) forward forms to client

E. + Revocation Report

j : 1) probationér

a) obtain information for report

17 i. arrest report

Yoy ii, dispositional information .
! b) summary of adjustment and cooperation
c) interview of defendant if available
d) appear in couri for hearing

e)  conference with prosecutor

2) parolee

a) secure all pertinent information

Sy
el i T

i, arrest report

A ii, dispositional information

e iii., employment history :

£ b) summary of adjustment and cooperation R

c) 1if available, def-statement

d) forward-in narrative form to Board

e) if warrant is issued, complete descriptive _ b
form for arresting agency ﬂ

£) after arrest, complete preliminary interview

i. client's statement
ii. 1legal forms , .
iii, compile into narrative and forward to Board

%2’ o I1I. Development of Resources

A) Sequre information on vocational--employment programs

i ' B) Secure information on service agencies

; ~ C) Establish referral procedures

D) TFeedback by means of periodic visits
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