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SECTION ONE
AN INTRODUCTION TO EVALUATION

The specific purposes of this study are related to the general
importance being placed on evaluation, and the specific emphasis
being placed on evaluation of training, by federal and state govern-
ment officials, social scientists, and training and development pro-
fessionals. At the national Tevel, in an extensive analysis of fed-
eral evaluation programs conducted by the Urban Institute in 1969,
Buchanan and Wholey (1972, p.17) concluded,

"...the most impressive finding about the
evaluation of social programs in the Fed-
eral government is that substantial work
in the field has been almost non-existent."

A survey of members of the National Council of Community Mental
Health Centers, conducted in 1971 (Davis, 1972) by the National Insti-
tute of Mental Health (NIMH), revealed that program evaluation was
fifth among their perceived problems. 1In 1972, program evaluation was
number one and far beyond any other concerns indicated. As the pres-
sure on government to solve social problems has mounted during the last
few years, the significance of knowing something about the effective-
ness of programs has been recognized by policy makers. Laurence E.
Lynn Jdr. (1972, p.24), the Assistant SeCretary for Planning and Evalua-
tion in Health, Education and Welfare (HEW) points out that, "...con-
siderable emphasis is being placed on relating evaluation activities
to the policy concerns of the agency."

In proposing the Full Opportunity and National Geals and Priori-
ties Act, Senator Walter F. Mondale, Chairman of the Special Subcom-
mittee on Evaluation and Planning of Social Programs (1972, pp.29-30)
has vrecegnized the importance of evaluation in stating that,

“To insure the effectiveness of the human
services industry, a research and develop-
ment program of unprecedented scale must

be Taunched. Here, it seems to me, is where
evaluation becomes so crucial. We must de-
sign methods for filling the gaps in our
information and methods to process such in-
formation systematically. We must develop
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a coherent set of problem definitions, goals,
and solutions. And this is a task to be ad-
dressed at all Tevels of national Tife. In
short planning and evaluation must proceed

at the national and Tocal Tevels more or less
simultaneously."

The Importance of Evaluating Training

The federal government, and to some extent state governments,
have played a major role in developing not only new social programs,
but also programs of a more "technical" nature. These social and
scientific advances have resulted in a new demand - a demand for the
training of employees to keep pace with these new advances. As Byers
(1970, p.2) points out,

“...in private industry and more recently in

public service, there has been a growing aware-

ness that organization and employee development

and training are inextricably interwoven with

the successful achievement of organizational

purpose and goals, and the maintenance of the

organization as a viable entity."
This recognition on the part of government and industry has resulted
in not only an increased emphasis on employee training, but also on
evaluation as a tool for gathering the kinds of information needed to

determine if the training is keeping pace with the burgeoning techno-
logy (Johnson, 1970).

One of the major examples of the national emphasis on the evalua-
tion of employee training comes from the Department of Labor, which is
responsible for Manpower Development and Training. 1In 1971, six mil-
Tion dollars was allocated for evaluation studies, and with the pas-
sage in the summer of 1971 of the Emergency Employment Act, an addi-
tional two million dollars was allocated for Manpower Development and
Training programs. In 1972, over eight million dollars was authorized
to evaluate the Public Employment program. According to Buchanan and
Wholey (1972), prior to the passage of the Emergency Employment Act in

1971, there had been very few planned evaluation studies of Manpower
Development and Training.

Federal and State Policy on Evaluation

The recognition by the federal and state governments of the need
for program evaluation can be seen in policy directives and legisla-
tion becoming more and more common-place. In 1965 the Elementary and
Secondary Education Act (ESEA) was one of the first steps toward re-
quiring program and project evaluation. As governmental policy makers
face the ever accelerating technological development of +he 60°s on
the one hand, and a society suffering from inflation, unemployment,
and a cultural Tag on the other, they have focused on evaluation as
a tool for gathering information to make decisions.

I]]ustratiyg/ﬁ?/;;;s fact is a report of the Committee on Urban
i
Technology (National Academy of Sciences, 1969) which recommended
that,

"Five to ten percent of the Urban Technology
program's funds be used for continuous eval-
wation. The evaluation would assure maximum
learning from each project; identify techno-
logy, plans and programs that deserve dissem-
ination; avoid repetition of less fruitful
paths; guide formulation of new projects;

and provide experience information to assist
in the selection of both solicited and un-
solicited project proposals.”

A continued shift in policy is reflected in the fact that more
money has been budgeted for evaluation in 1973 than ever before. There
also is a shift towards fewer but Targer evaluations. The overall im-
pact studies preferred by the Office of Education, the large concentra-
tion of effort on the Emergency Employment Act by the Department of
Labor and the large impact evaluation that dominates the Law Enforce-
ment Assistance Administration (LEAA) programs all illustrate this
shift. The plans being developed for evaluating HR-1 (the General
Welfare and Reform and Social Security Bill) constitute one of the

first attempts at a large scale interagency evaluation effort.

While the congress has not enacted all the proposed legislation,
e.g., Senator Mondale's Full Opportunity and National Goals and Prior-
ities Act, the individual departments in the Executive branch have
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developed policy guidelines for grant applications. The Justice De-
partment's Law Enforcement Assistance Administration (LEAA) (Depart-
ment of Criminal Justice, 1971), as well as HEW, have revised their
fiscal year '73 applications to include a section on project evalua-
tion. Under the evaluation section, LEAA requires the applicant to
"Indicate what arrangements will be made to evaluate project results
and performance. This is an important aspect of the project and

should be accorded the same advanced planning as the project design
itself."

Where the Federal government has not enacted legislation, some
States have led the way. For example, the recent amendment to Cali-
fornia's Lanterman-Petris-Short Act, calls for an evaluation of
Mental Health program effectiveness if budget appropriations are to
continue. A new Massachusetts law requires utilization reviews to
be carried out for all patients in the State Mental Health program.
Missouri has also passed Tegislation to meet their responsibility to
evaluate the Community Mental Health Centers. Buchanan and Wholey
(1972, p.21) conclude that,

"...this increasing support is due to a continu-
ing recognition by the government that evaluation
information is needed for the development and
management of social programs, rather than to the
recognition that evaluation as currently practiced
is the answer to their needs."

The Role of the Social Scientist in Evaluation

While the federal and state governments have only recently recog-
nized the importance of program evaluation, the interest among Social
Scientists, as Walker (1972, p.45) points out "...has been with us for
a long time, beginning with evaluation research, which may date back
to the Civil War era." In 1947, Herring (1947, p.5) identified the
need for a "social science technician," for individuals “profession-
ally trained to apply to practical situations the facts, generaliza-

tions, principles, rules, laws or formulas uncovered by social sci-
ence research."

Despite efforts to improve evaluation'strategies and the hundreds
of programs that have been carefully evaluated, program mediocrity has
stubbornly persisted. For government, and business and industry,
changes and innovations often have been accepted, rejected, forgotten

.or allowed to "peter-out" because of a whim, a new fad, a lack of in-

terest or other imprecise criteria. In discussing the role of evalua-
tion research, Suchman (1970) points out that,

"A prominant aspect of the need for evaluation

today is that innovation and change often pro-

ceed without appreciable relevant theoretical

basis, or without careful planning, and the

resultant trial and error operation can only

be rationalized through evaluation."
The pressure for change is often so great that change is introduced
for its own sake with no adequate basis for anticipating improvement
as a result, Empirical validation through evaluation becomes increas-

ingly important under these circumstances.

Policy makers are now demanding that evaluation be used as a tool
for assisting in the decision-making process. In response to the need
for evaluation, social scientists have been called upon frequently to

' .gither design or conduct evaluations. According to Johnson (1970) the

respohses of social scientists to this challenge has generated much
controversy, not only between program personnel and the evaluators,
but among the evaluators themselves. Many social scientists have
avoided involvement in evaluative work. Others have approached eval-
uation with a narrowness of vision il1-befitting responsible profes-
sionals, and have tried to impose unrealistic conditions on programs
under development, in vain attempts to make the programs more amenable
to evaluation with conventional measurement instruments and experi-
mental designs.

Buchanan and Wholey (1972, p.22) ask, "Why is it so difficult for

,eva1détors to produce information that can or will be used to develop,

improve, or operate social programs." They point out that the response
 _of some evaluators to this question has been that many decision-makers
_simply do not want to act on the results for political or bureaucratic
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reasons, or do not know how to use the results when they are available.
The view of decision-makers, on the other hand, has been that evalua-
tors do not produce information of a sort, in a form, or at a time that
is useful in making decisions about program.

This struggle between decision-makers and social scientist-eval-
uators points out one of the main problems with Federal and State eval-
uation procedures today. Evaluation has not been institutionalized
into the management procedures and administrative structures of Fed-
eral and State agencies. Commenting on the problems that exist be-

tween program personnel and evaluators, Senator Mondale (1972, pp.30-
32) states that,

“It is a rule of thumb in the behavioral sciences

that research must be integrated with action pro-

jects, created at the inception of the idea, if

the questions to be posed are to have a reason-

able chance of being answered."
He further points out three directions for evaluation that have been
charted by the behavioral sciences. The three areas include (a) base-
line data-gathering-research, (b) causation studies, and (c) impact
assessment. With respect to the latter tybe of evaluation, Senator
Mondale (1972, pp.33-34) contends that “since most programs are not
critically examined from this perspective, it is.no surprise that this
is the most neglected area of evaluation, the area with the least ex-
perience, and the area with the most difficult problems of proof."

Other commentators and critics of current evaluation practices
believe that evaluation methodology itself is the problem and that
methods must be improved if evaluation information is to be used in
policy-making. The result has been a beginning among social scien-
tists to question their criterion measures in a way which must inevi-

tably improve the accuracy of the resuits and their interpretation of
them. As Rains (1970, p.vi) has stated,

“Perhaps most importantly, many of us share an
uneasy but firm conviction that our evaluation
problems cannot be solved with the traditiona]
scientific methods and paradigms and the statis-
tical refinements we have developed for their
analysis."

-6 -

This fact is borne out by the work of some (Stufflebeam, 1967; Provos,
1969a, 1969b; Suchman, 1967; Scriven, 1967; Stake and Denny, 1969;
Weiss and Rein, 1969) who have realized that new strategies and methods
are needed and are attempting to develop and test new approaches to
evaluation.

Training and Development Professionals and Evaluation of Training

While government policy makers and social scientists have been
struggling over the evaluatior question, business and industry has
been struggling with the same issue. Program evaluation in modern
business has been conducted primarily in terms of profit and loss.
During the 60's, "human relations" training and its purported 1ink to
better management, and thus higher profits, provided the impetus for
increased interest in training evaluation. Serious questions were
asked, not only about "human relations" training, but also about the
whole training picture in general.

The result can be seen in the training and development Tliterature,
which has what Campbell (1971) calls the “cyclical article." That is,
there are several prototype papers that appear in the literature at
regular intervals. Among these cyclical articles is the one admonish-
ing people tg evaluate their training efforts. In a series of articles
written for the Journal of the American Society of Training and Devel-
opment (Nov..and Dec. 1959, and Jan. and Feb. 1960) entitled "Techni-
ques for Evaluating Training Programs," Kirkpatrick uses the following
admonition from Goodacre (1957) as an introduction,

Managers, needless to say expect their manufactur-
ing and sales departments to yield a good return
and will go to great Tlengths to find out whe@hgr or
not they have done so. When it comes to training,
however, they may expect the return but rarely do
they make a 1like effort to measure the actual re-
sults. Fortunately for those in charge of training
programs, this philanthropic attitude has come to
be taken for granted. There is certainly no guaran-
tee, however, that it will continue, and Training
Directors might be well advised to take the initia-
tive and evaluate their programs before the day of
reckoning arrives."
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A few year later, Moore (1964, p.46) writes,

"We need to do more to make training eva]uqtion

a part of the management system to be carr1gd

out by Tine managers and program staff.‘ This

prong of training evaluation must be built into

the management system so that it can be under-

stood and used by busy 1ine managers."
The same theme, with variation, was pursued subsequently by Lott (1967,
p.38) who recommended that evaluation efforts should be directed to-
ward the goal of shortening courses, thereby reducing costs. This may
in his words, "...locate the lever needed to raise the “interest levels
of business managers, public administrators and Teaders in education

and training, with regard to the whole subject of course evaluation."

In 1968, Catalanello and Kirkpatrick conducted a research study
to identify and analyze techniques used by business, industry and gov-
ernment in the evaluation of their training programs. A high percent-
age of the 110 firms surveyed assessed trainee reactions, but few tried
to measure behavior or resuits. They concluded that training evalua-
tion and research was still in its "infancy." The training and devel-
opment Titerature illustrates this fact by pointing out that the suc-
cess of many training programs has too often been measured in terms of
the number of participants involved and the degree of subject matter
expertise demonstrated by the trainer. However, as Lawrie and
Borringer (1971, p.6) point out, "...there is a consistent call for
some type of measurement...measurement of training needs and measure-

ment of training outcomes. In practice these steps are usually not
carried out."

In an articlie entitled "Training Surveys Surveyed" Raphael and
Wagner (1972) point out that the key trend emanating from these sur-
veys involves training evaluation, or the lack of it. From the stud-
ies reviewed, they conclude that the area receiving the Teast amount
of attention is evaluation of training programs. If training effec-
tiveness remains unknown, training efforts may lead to Tosses in terms
of trainee performance and satisfaction and organizational, financial,

and administrative effectiveness. More than a decade ago, McGehee and
Thayer (1961, p.23) stated,

-8 -

"We cannot rely on opinions of experts, the
enthusiasm of our trainees, the acceptance

of top management, and Togic alone to answer
the questions concerning training effective-

ness. Empirical research - decades of re-
search {s necessary."

Others (Piffin and McCormick, 1965; and Campbell, Bunnette, Lawler
and Weick, 1970) have subsequently expressed similar viewpoints. The
admonition to evaluate training still remains and the above comments
serve to contirm the previously expressed need for further research.



SECTION TWO
THE PROGRAM BEING EVALUATED

A Brief History of the Colorado Youth Workers Training Center

In 1961, the training staff of the Colorado Division of Youth Ser-
vices consisted of an employee training specialist and a secretary.
There were about 300 employees to be trained, and requests for train-
ing from other state, county, city, and private youth agencies had to
be turned down. A systematic program for providing youth workers with
training appeared to be one of the major needs of youth agencies fin
the state. As training requirements increased and funds became avail-
able, the training staff was increased to two trainers and several
consultants. Changes in personnel and programs in youth agencies in
the '60's provided the. impetus for the development of a much more
sophisticated system of training.

Recognizing the need for more training, the Colorado Stéte Legis-
lature provided funds for refurbishing buildings at Fort Logan, Colo-
rado, which had been given to the Division of Youth Services by the
United States Department of Health, Education, and Welfare through the
Fort Logan Mental Health Center. Refurbishing and staffing was com-
pleted in May, 1971. The Center officially opened July 1, 1971. The
Center now has a staff of training specialists, secretaries, and a
librarian. Salary for permanent staff is provided by the State Legis-
lature, while some costs are also provided for by a grant from the
United States Department of Justice, Law Enforcement Assistance Admin-
istration. Budgets for the Center currently provide for research and
evaluation of the effectiveness of training in terms of employee job
performance. ‘

Goals of Colorado Youth Workers Training Center Programs

The Colorado Youth Workers Training Center is designed to function
within the context of the Division of Youth Services, and to support
through staff training the achievement of the Division's goals. There-
fore, the specific and temporal programs of the Center depend upon cur-
rent needs as defined by the Division. Within this context there are
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four essential goals of the Training Center.
Goal 1.

The first goal of the Center is to serve as a learning center,
with emphasis on facilities and resources, for youth workers in Colo-
rado. That is, the Center is designed to provide a primary location
or central meeting place to bring various workers together. In addi-
tion, the Center attempts to provide a number of resources for the
youth worker. These resources include a library and studywcenter,
inctuding up-to-date publications and periodicals, and a large inven-
tory of training equipment with emphasis on audio-video capabilities.

Goal 2.

A second goal of the Center is to provide in-service training
for individual workers in order to increase their professional skills
and facilitate their personal growth. This goal attempts to meet the
needs of Colorado youth workers for more education and training. This
goal follows the recommendaticns for program planning of the Master
Plan Committee, Department of Institutions, State of Colorado, who
state that the Department should: "Provide extensive programs of in-
service staff training and development."

Goal 3.

The third goal involves the creation of training programs, mate-
rials, and approaches which relate to agency or organizational objec-
tives. This focus is directed toward total program function and
structure rather than to particular individuals within the organiza-
tion. The Training Center attempts to provide for the maximum inte-
gration of the Division's concern for subject matter and for its
people, by encouraging and developing systematic learning relevant to
actual individual and Division problems.

Goal 4.

The final goal of the Center is to offer and encourage new models,

alternative concepts, innovations, and fresh approaches to problems
within the Juvenile System. The Center recognizes the need for struc-
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tured opportunities designed to encourage innovation and fresh ap-
proaches. Therefore, one of the central goals of the Center is to
relate, as a specific structural unit, to this need.

The Trainee Population

The primary goal of the Center is to proyide training for Colo-
rado youth workers employed within the Division of Youth Services.
Therefore, many of the trainees are drawn from personnel working at
Lookout Mountain School for Boys, Mountview Girl's School, Golden
Gate Youth Camp, Lathrop Park Youth Camp, Division of Juvenile Parole,
and Division of Youth Services staff.

In addition, employees of other state and federal agencies often
take specialized training. Employees of various juvenile probation
departments, city and county youth center workers, and state and fed-
eral agencies also comprise the trainee population.

Finally, courses are open, on a Timited basis, to youth workers
employed by private agencies. This category includes teachers and
students as well as workers from private helping agencies.

Training Emphasis

There are seven major areas of training offered by the Center.
In the following paragraphs a brief description of each of these gen-
eral areas is provided. The seven major areas include: Communica-
tion, Drugs, Groups, I-Level, Law, Management Training, and Treatment.

Communication

This area is designed for youth workers desiring knowledge of
human communication. It addresses itself to the following kinds of
concerns: How to improve relationships with other staff members and
youth; how to correct communication blocks; and how to accomplish
tasks through improved communication methods. To this end, the Train-
ing Center offers courses dealing with interpersonal communication and
1ntervieW1ng/counse]1ng techniques. The courses are designed to im-
prove the trainee's abilities in such things as: listening, one and
two-way communication, giving and receiving feedback, paraphrasing,
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summarizing, attending behavior, and reflective techniques.

Drugs

The Training Center drug courses are designed tu answer questions
about: What drugs are; short and long term effects oV drug abuse; why
people use and abuse drugs; what to do for bad trips, withdrawal, and
overdoses; and treatment programs for drug abuse rehabilitation. Drug
courses cover marijuana, hallucinogens, amphetamines, barbiturates,
opiates, alcohol, tranquilizers, and toxic miscellaneous agents. Course
~ formats vary from didactic to experiential, depending upon course con-
tent and the needs of the trainees.

Groups

Courses in a variety of areas relating to groups are an integral
part of the program, since this type of expertise is vital in the Ju-
venile Correctional System. Training classes proyide a full range of
didactic and experiential activities in group process, group dynamics,
and group counseling. Group programs are designed both for the be-
ginner, who has had no educational experience with group work, and for
the group worker who is involved in actual group facilitation.

I-Level

Since its inception in 1970, the I-Level project has been instru-
mental in the training of key personnel representing diversified juve-
nile disciplines in Colorado. The training has been specifically in
areas of theory, diagnosis, and treatment. The goals of I-Level train-
ing are: to facilitate the consolidation of previous training of Divi-
sion of Youth Services personnel in diagnosis, to provide in-depth
seminars and consultations for the Division of Youth Services person-
nel who are using I-Level Treatment modes, and to make available basic
I-Level training for new employees.

Law

Classes in this categoery are specifically related to the law and
the juvenile. A primary intention of training is to provide familiar-
jzation with the Children's Code.

- 14 -

Management Training

Management training has become a regular part-of the Division of
Youth Services Staff Conferences held every two weeks. Subjects in-
clude team building, communication, job enrichment, goal-setting,
working out objectives, evaluating results of management, and other
subjects. Management training films are also reviewed on a regular
basis at the Center, and at least one workshop is sponsored by the
Center each year. Training which includes some management and super-
visory subject matter is also offered as a part of seminars, confer-
ences, and other special programs during the year.

Treatment

Basically, training in various treatment modalities takes two
forms. The first consists of the presentations of brief overviews of
several different treatment approaches. This introduction to treat-
ment serves to familiarize youth workers with the theory, language,
and application of various treatment modalities. It includes the fol-
Towing approaches to treatment with juvenile offenders: group dynamics,
guided group interaction, transactional analysis, behavior modifica-
tion, reality therapy, role planing, psychodrama; and gestalt therapy.
The content of these courses is primarily didactic in nature; however,
participation by class members in experiential Tearning is also -in=-
cluded. These courses are offered for youth workers who are new em-
ployees or for other employees who want to learn or refresh their
memories about these various treatment modalities.

The second form of treatment training involves consultation by
experts with agencies in one specific treatment modality. Pre-test
and post-test evaluation, as well as on-going evaluation, are often

performed to assess the effectiveness of treatment training for staff
members,
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SECTION THREE
EVALUATION PROCEDURES

Introduction

Two things should be kept in mind when considering the resuits of
any evaluation research. 1. The criterion employed in evaluating the
training. 2. The methods or procedures through which information con-
cerning the criterion was gathered.

The Criterion

A review of the training and development literature reveals that
there is a wide variety of criteria against which any training program
might be evaluated. Whether trainees "feel good" about the training
they have received, whether training affects the attitudes of trainees
toward the organization, whether certain indices of productivity are
affected, whether trainees comprehend and retain the content of train-
ing programs, and other such criteria exist as potential standards
against which training efforts might be compared. Whatever conclu-
¢ions, interpretations, and implications are drawn from the results of
tﬁe evaluation research are necessarily constrained by the selection
of the criterion. Thus, if evaluation research is to be useful, and
if changes are to be made on the basis of the evaluation research,
then the criterion selected for evaluating the training must be con-
sidered "fair" by those individuals who will employ the results in
making policy decisions or revisions.

The criterion selected for this evaluation project was a simple
and straignt forward one: the impacts of training on on-the-job deci~
sions. Most involved parties should have Tittle difficulty agreeing
that in-service training should be expected to affect trainee job per-
formance. However, if the trainee population performs a variety of
jobs, then finding a performance criterion against which all trainees
may be compared would be an extremely difficult task. Similarly, if
the training program includes a considerable variety of courses, then
finding a performance criterion against which all courses may be com-
pared would be a difficult task. Resolving these problems requires
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the identification of a criterion which could be fairly and equally
applied to all jobs, as well as to all elements of a training program.
Such a criterion may be identified if we proceed on the basis of two
assumptions: 1. With the exception of highly routinized jobs (e.g.,
assembly line worker), most workers are periodically confronted with
the necessity of making decisions concerning the conduct of their jobs.
2. With the exception of training courses or programs whose objectives
are primarily orientational and informational (e.g., providing informa-
tion concerning fringe benefits, the internal operations of an organi-
zation, institutional policy), most training courses may reasonably be
characterized as having a general objective of helping trainees make
those on-the-job decisions which are essential to the performance of
their jobs. Therefore, the impacts of training on on-the-job decisions
is a criterion which seems "fair", and which allows for comparisons a-
mong types of jobs and among different elements in a training program.

Methods and Procedures

Having identified the evaluation criterion, an evaluation project
must then be viewed in terms of the extent to which it generates reli-
able and valid information about the criterion. The remainder of this
section outlines the procedures through which information was generated
concerning the impact of training on on-the-job decisions.

The Trainee Population

The trainee population consisted of individuals who had partici-
pated in training programs conducted or sponsored by the Colorado Youth
Workers Training Center between October, 1970, and October, 1972. This
set of individuals included all Division of Youth Services employees
who had attended training during this time period, and a sample of
youth workers who are employed in community related agencies and insti-
tutions (i.e., probation, police, teachers, counselors, etc.)

The designated population consisted of 172 individuals. Of those
172 individuals, 12 were eventually elimated because they had left
their jobs, moved out of state, or were impossible to locate. Two
individuals were unwilling to cooperate with the research team. Con-
sequently, of the 172 individuals in the designated population, 158
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were finally involved in the evaluation project. Of these 158 indivi-
duals, 115 were employed by the Division of Youth Services, Department
of Institutions, State of Colorado. Forty-three individuals were train-
ees from outside the Division of Youth Services, and represented a vari-
ety of youth-related jobs in a number of community agencies and institu-
tions. The breakdown of the total population with respect to depart-
mental and institutional affiliation follows:

Department Number

1. Lookout Mountain Boys School 18
2. Mountview Girls School 23
3. Golden Gate Youth Camp
4. Lathrop Park Youth Camp
5. Education 13
6. Closed Adolescent Treatment ,

Center 22
7. Parole A 13
8. Reception and Diagnostic

Center 5

9. Other DYS Trainees

10. Community Youth-Related
Agencies and Institutions ° = 43

158

Having enumerated the population to be involved in the evaluation
research, a series of steps were followed leading to the actual con--
ducting of: interviews with the trainees: 1. A meeting was held involv-
ing all heads of departments from which interviewees would be.drawn.

‘The'present investigation was explained and the cooperation of depart-
" ment heads was solicited. 2. Letters of orientation and exp1anatioh ‘
. were written and mailed from the Director of the Division of Youth Ser-

vices to: a. Department heads, reinforcing agreements arrived at during
the meeting alluded to above. b. Division of Youth Services employees,
explaining the present study, guaranteeing anonymity to the respondents,
indicating that their superiors were aware of and cooperating with the
research project, and indicating that the respondents would be contacted
by a member of the research team for purposes of scheduling an interview..
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c. Trainees outside of the Division of Youth Services, explaining the
present study, asking for their cooperation, guaranteeing anonymity,
and indicating that the respondents would be contacted by a member of
the research team for purposes of scheduling an interview. Copies of
these three letters may be found in Appendix C. 3. Six interviewers
were trained, according tc the procedures which are outiined later in

this section. 4. Interviewers telephored each respondent, arranged for
a time and place for the conduct of the inteeréW;«agg completed the
interview.

The Construction of the Interview Schedule

The objectives of the present evaluation research required that
information be obtained with respect to the following phenomena: 1.
The kinds of decision situations encountered by the subjects in the
performance of their jobs. 2. The factors which influenced the sub-
jects to resolve decision situations in particular ways. 3. The types
of job-related training the subjects had received. 4. The specific
training which had been conducted by, or had been sponsored by the
Colorado Youth Workers Training Center. 5. The kinds of decision sit-
uations, encountered by the subjects, which were influenced by the
Colorado Youth Workers Training Center training. 6. In instances
wherein the subjects could recall no incidents in which on-the-job de-
cisions were affected by training, the reasons for such absence of
training impact.

The general method selected for generating these classes of in-
formation was the critical incident technique. Our present concern is
with the application of this technique to the specific objectives of
this evaluation project.

An interview schedule was constructed which had thé following
specific objectives: 1. Put the interviewee at ease and explain the
study in general terms so that the interviewee will be able to respond
with appropriate and helpful information. 2. Get the interviewee to
think about his job in terms of the types of decisions he is usually
required to make in the performance of his job. 3. Get the interview-
ee to recall, and to report in detail, three specific incidents in
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which he was required to make on-the-job decisions. 4. Get the inter-
viewee to recall, for each of the three incidents, any factors which
may have influenced the way in which the interviewee resolved the de-
cision incident. 5. Get the interviewee to recall the specific train-
ing he had received from the Colorado Youth Workers Training Center.

6. Get the interviewee to recall and report in detail specific instances
in which on-the-job decisions, made by the interviewee, were influenced
by the training he had received from the Colorado Youth Workers Train-
ing Center. 7. In instances wherein the interviewee could not recall
specific decisions which were influenced by training, get the inter-
viewee to identify those reasons why the training he had received had
not influenced his on-the-job decisions.

An interview schedule was constructed to attain these seven gen-
eral objectives. Additionally, the interview schedule was developed
so as to gather supplementary information which would be helpful in
the analysis and interpretation of interviewee responses. The com-
plete interview schedule is contained in Appendix B. If the reader
will inspect the interview schedule at this time, he will be better
able to understand the overall strategy and the results of this eval-
uation project.

Pre-testing the Interview Schedule

After the interview schedule had been constructed, a pre-test was
run, involving eight interviews. Five members of the staff at Swedish-
Porter Hospital, Denver, and three members of the staff at the Colorado
Youth Workers Training Center were interviewed. The eight interviewees
represented jobs at three levels (from first level worker to third level
supervisor) in the two organizations. The pre-test interviews resulted
in the conclusions that: 1. The questions were easily comprehended.

2. The responses provided the kinds of information for which the inter-
view schedule was developed. 3. One section of the interview schedule
had to be revised so as to provide a smoother transition between speci-
fic questions. 4. Some minor changes in wording of questions and in-
structions to interviewers had to be made. Following the revisions
jdentified above, the interview schedule was considered adequate for
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use in the formal interviewing of the population. The estimate of the
time taken to complete an interview was approximately one hour.

The Validity of the Method.

Validity, as it is traditionally defined, refers to the accuracy
with which a measure taps a theoretical concept or construct. Valid-
ity, as it must be used in referring to a method such as an interview
schedule, relates to the adequacy with which the method generates
accurate" and "appropriate" information. The validity guestion with
which we are presently concerned, therefore, are of two kinds: 1. Are
subjects 1ikely to report accurately the critical incidents called for
by the interview schedule? 2. Can the critical incident reports be
interpreted appropriately by researchers who subsequently characterize
incidents in terms of more general categories?

We shall contend that the basic method associated with the criti-
cal incident technique has been established as adequate for our present
research objectives. We will ngt review all of the validation avail-
able on the critical incident technique, but will refer to several il-
lustrative validation studies. ‘

With respect to the accuracy of the critical incident reports,
several investigations have compared the reports generated by critical
incident techniques with descriptions of the same events contained in
formal records of an organization. For example, Flanagan (1954) com-
pared the number of critical incidents of different types obtained
from interviews collected in the Delco-Remy Division of General Motors
with those recorded daily by foreman on performance records. The com-
parisons produced very similar results. Subsequently, Safren and
Chapanis (1960) compared critical reports of medication errors by nurses
in a 1100 bed hospital with formal records of such incidents which were
kept for Tegal purposes and which were part of required procedure for
all nursing personnel. The two types of reports, critical incident
and formal records, corresponded closely. Indeed, the investigators
argued that the critical incident reports contained more information
and were more descriptive of the incidents then were the formal reports
contained in hospital records.
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Not only does the critical incident technique seem to yield ac-
curate descriptions of on-the-job events, the types of incidents re-
ported are not greatly affected by variations in the wording of inter-
view questions. Thus, the general format of the critical incident
technique seems to generate stable and consistent descriptions of in-
cidents, even when the specific questions associated with ine tech-
nique are allowed to vary. (Flanagan, 1954, p.332).

Ways in which job or job aspects are characterized, based upon
critical incidents, must be appropriate. Appropriateness rests upon
poth a validity issue and a reliability issue. To the extent that a
total set of incidents are characterized as having similar dimensions
by different independent observers, we may claim that the job aspects
to which the incidents relate have been validly identified. In other
words, observers might agree on the categories which may be employed
in characterizing a total set of incidents. This form of agreement
deals with the appropriateness of the categories. Once the cate-
gories are established, however, independent observers may or may not
agree with respect to assigning given incidents to specific categories.
This form of agreement deals with the reliability with which events are
assigned to categories.

Wagner (1951) demonstrated that two different teams of interview-
ers, without extensive training, were able to arrive at very similar
results in terms of the frequencies with which types of incidents
characterized different jobs. The interviewers gathered incidents
from pilots, flight engineers, and radar observers. Each team of in-
terviewers operated at different Air Force Bases. Yet, the correla-
tions between frequencies of job elements obtained by the two teams
of interviewers were .93 for pilots, .91 for flight engineers, and .97
for radar observers. Thus, percentage distributions of the extent to
which certain job dimensions characterize certain jobs were arrived
at with great similarity by independently operating interviewer teams.

The preceding studies are illustrative of investigations into the
general adequacy of the critical incident technique. The method should
be considered adequate for our purpose. We proceeded to focus our at-
tention on the reliability of the coders in this investigation. Our
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discussion of inter-coder reliability appears toward the end of this
section.

Interviewer Training

The interviewing staff for this project consisted of six inter-
viewers, five of whom were doctoral students in speech communication
at the Unjversity of Denver. Each of the interviewers had had gradu-
ate level course work in research meﬁhods and were comparatively
knowledgeable about survey research methods prior to their being
hired for this project. Nevertheless, a 2 day training program for
interviewers was conducted. This pkogram consisted of the following
units.

1). Orientation. A description of the organizational structure
of the Division of Youth Services, indicating departments within the
Division, their relationships with each other and their basic func-
tions.

2). Research Objectives. A description of the general and

specific purposes of the present research project. The basic empiri-
cal strategies involved in evaluation research. The empirical strat-
egy selected for use in this project. The classes of information this
project must generate in order to adequately evaluate training center
programs. ‘

3). Population. The population of respondents to be interviewed.
The assignment of interviewers to subjects. The initial contact which
had already been made with individuals in the population.

4). Contacting Subjects. The procedures to be followed in es-
tablishing contact with subjects and in soliciting cooperation of the
subjects with the research team.

5). The Interview.Schedule. The specific object{ves of the in-
terview schedule. The specific purpose of each of the items within
the interview schedule. Interpreting interview items to the subjects.
Following the interview schedule in-the condict of the interview.

6). Interviewer Behavior. Establishing initial rapport with
the interviewee. The use of lead-ins and transitions. Appropriate
and inanpropriate behavior during the interview. The use of probes.
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Techniques for facilitating interviewee responses.

'Z). Practice~1nterv1ews. Each of the interviewers conducted
pracfice interviews with members of the Colorado Youth Workers Train-
ing Cehter staff. After the practice interviews a meeting was held
in which the interviewers discussed the conduct of the practice inter-

views, and useful techniques for resolving special problems and for
facilitating interviewee responses.

v At the conclusion of the two days of interviewer training, the
project staff was satisfied that the interviewers were competent to
conduct interviews with individuals in the population. The inter-
viewers then began the process of contacting individuals and arrang- )
ing for the interviews.

Categorizing Interviewee Resporses.

The interview schedule called for relatively “open-ended" re--
sponses from interviewees. There was no basis, in terms of prior re-
search or in terms of theory, for the arbitrary development of cate-
gories prior to the gathering of data. Hence, the procedures for in-
terpreting and categorizing interviewee responses were developed after
the interviews were completed. Four category systems were developed
for coding interviewes responses: 1. A set of categoiigs for coding
and interpreting the kinds of decision situations interviewees re-
ported having been confronted by. This set of categories is here-
after referred to as "decision categories." 2. A set of categories

- for interpreting and coding those factors which influenced the inter-

viewee to resolve the decision situations in particular ways. This
set of categories is hereafter referred to as "influence categories."”
3. A set of categories for interpreting and coding those reasons
(where applicable) that interviewees reported why, in their judgment,
the training may not have been influential in helping them to resolve
on-the-job decisions. This set of categories is hereafter referred
to as "training evaluation categories." 4. A set of categories for
distinguishing among the types of jobs interviewees performed. This
set of categories is hereafter referred to as “job categories."

Since much of the results of this evaluation project are expressed
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in terms of these four sets of categories, a careful consideration of
the categories is necessary for an adequate understanding of this re-
port. Hence, each of the four category systems will be considered

next.

DECISION CATEGORIES

Introductory Comments

A content analysis was performed on the decision incidents de-
scribed by respondents. Categories were identified which referred to
the types of situations respondents were in when a decision was re-
quired of them or types of conditions which resulted in the necessity
to make a decision. This category system has three levels of speci-
ficity: 1. There are five very general categories. 2. There are .
twelve categories of intermediate specificity. 3. At the most speci-
fic level, there are twenty-two categories. Thus, the results of
this evaluation project may be expressed in terms of three different
degrees of specificity.

The character of the decision incidents reported by respondents
did not allow for the development of mutually exclusive categories.
However, two rules governed the development of the categories and the
subsequent coding of incidents: 1. Movement toward specific decision.
2. Movement toward specific category.

"Movement toward specific decision" implies the following:
1. When a decision involves a variety of conditions, emphasis is given
to those conditions which require immediate attention. 2. When a
number of different decisions are implied by the decision incident,
emphasis is given to that decision which is implied as a first step.
The following example may illustrate the two aspects of the rule:
“movement towards specific decision." If a runaway is discovered in
progress, there may be a variety of conditions surrounding that inci-
dent. However, the condition of the runaway itself requires more
specific and immediate attention than other, perhaps related condi-
tions. Similarly, there may be a number of decisions associated with
the occurrence of a runaway. There may be decisions concerning pun-
ishment, the handling of youth complaints, the kind of counseling to
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engage in with the runaway, etc. However, the logically prior deci-
sion, in a time sense, concerns how to intervene or abhort the runa-
way attempt. The second rule, "movement toward specific category",
implies: 1. If a decision incident is potentially related to a num-
ber of different categories, the most specific category available is
chosen to characterize the decision incident. 2. If the report of
the decision incident refers to a variety of conditions potentially
related to a number of categories, the respondent's report of what

he actually decided is used as the basis for inferring which of the
decision conditions the respondent himself was attending to. The fol-
Towing example may serve to illustrate "movement toward specific cate-
gory." If a runaway has occurred, and the youth has beéen returned to
the institution, and if the youth threatens another runaway at the
earliest opportunity, and if his behavior is generally disruptive and
unmanageable, then a variety of decision categories might be implied.
These implied decision categories might be "rewarding or punishing a
youth" or "counseling/treatment decisions" or "disposition of a youth."
However, if the respondent indicates that the youth was sent to the
Closed Adolescent Treatment Center, then the decision incident is
treated as one involving the category "disposition of a youth" and

the further subcategory "referral to other units."

The following categories represent types of decision conditions
described by the respondents.

I. Decision Situations Requiring Immediate Action.

A. Crisis Intervention. This category refers to situations
in which respondents were required to intervene in order
to avoid relatively seriotis consequences of youth behav-
ior., Within this category, there are two subcategories:
1. Drugs or Accidents. This subcategory refers to deci-
sion situations in which the respondents were required to
intervene in situations which threatened the health or
well-being of a youth. Bad trips, overdoses, or non-drug
accidents which posed clear and present danger to the phys-
ical or mental well-being of a youth are representative
of this subcategory. 2. Serious Crime or Runaway in Pro-
gress. This subcategory refers to situations in which
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the respondent was required to cope with conditions where-
in the respondent, himself, had discovered a crime or run-
away in progress. This subcategory does not refer to de-
cisions associated with the treatment of youth after the
crime or runaway had been stopped or after it had been
completed and the youth was apprehended. This subcategory
refers only to the decision the respondents were required
to make when they discovered a crime oOr runaway in pro-
gress. "In progress" refers also to the discovery of a
crime or runaway that is being planned, or is apparently

about to occur.

. Aggressive Behavior/Violence. This category refers to
decision conditions in which respondents were required to
cope with aggressive or violent behavior by a youth or
youths. "“Aggressive behavior" jmplies verbal threats, dis-
ruptive behavior, and behavior in which the youth deliber-
ately refuses to comply with“orders or assignments from a
youth worker. “Violence" implies physical aggression.

This category is further subdivided into four subcategories:
1. Youth toward worker, in which aggression or violence is
directed by a youth toward a youth worker. 2. Youth to-
ward youth, in which violence or aggression is directed by
a youth toward other youths. 3. Worker toward youth, in
which violence or aggression is directed by a youth worker
toward a yoﬁth or youths. 4. Non-directed, in which vio-
lence or aggression is exhibited by a youth or youths, or

youth behavior is unmanageable, but the behavior is dir-
ected toward no specific target.

Decisions Involving the Treatment of Youths.

C. Rewarding or Punishing a Youth. This general category re-

fers to decision situations in which respondents were re-
quired to decide whether or not the youth should be re-
warded or punished, or the nature of such rewards or pun-
ishment. This category also includes situations in which
the respondents were required to conduct investigations
directed toward determining the guilt or innocence (in the
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non-legal sense) of particular youths,

. Handling Youth Complaints or Requests. This general cate-

gory refers to situations in which a respondent was re-
quired to decide how to interpret or whether to respond
to youth complaints, or whether to grant specific requests.

. Counseling/Treatment. This category refers to situations

in which the respondent was required to decide, or to
advise professional associates concerning, the kind of
treatment to provide for youths, the kind of counseling
to engage in with youths, or the kind of interpersonal
relationship to establish or maintain with youths.

. Disposition of a Youth. This category refers to situa-

tions in which the respondent was required to make a for-
mal decision, as to the youth's status or location with-
in the system. This category allowed for the establish-
ment of three subcategories: 1. Release 6r Parole, in-
vii.ing decisions concerning whether the youth would be
released from the institution, whether the youth would be
paroled or whether parole would be revoked, the conditions
of a parole, the assignment of a youth to a specific pa-
role agent, etc. 2. Referral to other units, involving
decisions concerning whether the youth would be trans-
ferred from one unit to another within a system, the
placement of a youth within the system, or the sending of
a youth to another unit or a specific professional for

“assjistance. 3. Recommendations to courts, involving deci-

sions concerning what formal recommendations or evaluations
concerning a specific youth should be forwarded to a court
in which the disposition of a youth was to be decided.

III. Management Decisions.

G.

General Administration. This category refers to decision

situations in which the respondent was required to make
managerial or administrative décisions, not involving
personnel decisions. This category is further subdivided
into: 1. Financial: budget and supplies, involving
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decisions concerning the allocation of money or the pro-
curement of supplies and equipment. 2. Institutional
Eolicy; involving decisions concerning the establishment
or the revision of general policies covering an entire

institutional unit. This subcategory refers also to deci-
sions concerning program planning and development. 3.
Inter-Unit Coordination, involving decisions concerning
formal contacts or relationships among different units
within a given institution, or between an institutional
unit and a unit outside the institution.

Personnel. This category refers to situations in which

the respondent was required to make decisjons concerning
workers under his direct supervision. This category is
further subdivided into: 1. Hiring, involving decisions
concerning the acquisition or selection of individuals for
specific jobs. 2. Dismissal and reprimand, involving de-

cisions concerning whether an individual should be removed
from a job or whether an individual should be reprimanded
or "counseled" in terms of his performance of the job.

3. Staff assignment and scheduling, involving decisions
concerning the delegation of job responsibilities, the
assignment of individuals to specific tasks, the schedul-
ing of work time or responsibilities of members of a given
staff.

1V. Decisions Involving Job-reltevant Interpersonal Relationships.

I.

Relationships with professional peers and associates. This
category refers to situations in which the respondent was
required to make a decision concerning the type of rela-
tionship to establish or maintain with a co-worker, a
superior, or a subordinate. This category also refers to
decisions concerning whether or not to confront a co-
worker or associate with suggestions, complaints, griev-
ances, etc,

Advising and coping with parents. This category refers to
sjtuations in which the respondent was required to decide
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whether or not to establish communication with parents,
what kind of relationship to establish with a given par-
ent, or how to advise or counsel a parent.

K. Presentations. This category refers to situations in
which the respondent was required to make decisions

concerning the planning, organization, or conduct of for-
mal meetings. This category includes public speeches,
reports or briefings, the structure or conduct of
training programs, etc.

V. Personal Decisions.

L. Personal. This category refers to situations in which
the respondent was confronted with the necessity of |
making decisions in which the consequences were seen by
the respondent as primarily personal. The category
includes decisions concerning job changes, relationships
within the respondent's family, decisjons concerning the
respondent's future goals, etc.

To provide a recapitulation and a clarification of the arrange-
ment of these categories, the following generai outline is offered.
You may note from the outline the three degrees of specificity in-
volved in defining the categories. The categories move from general
levels of specificity (I through V) to intermediate degrees of speci-
ficity (A through L) to the subcategory degree of specificity (small

numbers ).
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I. Immediate
Action

IT. Treatment

I1I. Management

IV, Interpersonal
Relations

Y. Personal

OUTLINE OF DECISION CATEGORIES

| |

|| =

CRISIS INTERVENTION
1. Drugs or Accidents

2. Serijous Crime or Runaway in Progress

AGGRESSIVE BEHAVIOR OR VIOLENCE

1. Youth toward Worker
2. Youth toward Youth
3. Worker toward Youth
4, Non-Directed

REWARDING OR PUNISHING A YOUTH
HANDLING YOUTH COMPLAINTS OR REQUESTS
COUNSELING/TREATMENT

DISPOSITION OF A YOUTH

1. Release or Parole
2. Referral to Other Units
3. Recommendations to Courts

GENERAL ADMIMNISTRATION

1. Financial: Budget and Supplies
2. Institutional Policy
3. Inter-Unit Coordination

PERSONNEL
1. Hiring

2. Dismissal and Reprimand
3. Staff Assignment and Scheduling

RELATIONSHIPS WITH PROFESSIONAL PEERS
AND ASSOCIATES

ADVISING AND COPING WITH PARENTS
PRESENTATIONS

PERSONAL
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INFLUENCE CATEGORIES

Not only were respondents asked to report, in detail, decisions
they were required to make in the routine performance of their jobs,
but they were also asked to identify and report factors which influ-
enced them to resolve each decision condition in the manner which
they chose. That is, the respondents attempted to identify and report
any sources of influence which were operating in the resolution of a
specific decision situation.

A content analysis performed on the sources of influence described
by the respondents resulted in the identification of four categories at
the most general level, eleven categories of intermediate specificity,
and a total of sixteen categories at the most specific level. In the
development of categories and the subsequent coding of influences the
unit of analysis was each numbered source of influence recorded on the
interview schedule. Two rules governed the assignment of recorded in-
fluences in the infrequent case when an influence did not clearly fit
into a single category: 1. Multiple assignment and 2. Referral to
context.

“Multiple assignment" implies that when a numbered influence
clearly fit into two established categories, it was assigned to both
categories. The rationale for this rule is as follows: since the num-
bering of sources of influence was arbitrarily done in the recording
process by the interviewer and not systematically by the interviewee.
The following example may help illustrate the rule of "multiple assign-
ment". The influence recorded as “the institution had a good behav-
joral modification program, which is what the psychiatrist said she
needed" would be assigned to two categories: 1. “program/f&ci]itiés“
and 2. "professionai recommendation", since the single source of ir-
fluence might as easily have been recorded as two separate influences.

"Referral to context" implies that when a numbered influence does
not clearly fit into any established category, a referral to the con-
text of the influence was made by‘considering both the decision con-
ditions and the resolution associated with the influence. The follow-
ing example may help illustrate the rule of "referral to context".
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The assignment of the source of influence recorded as "Bill's ability
to make friends around the institution" would be made after referring
to the decision conditions in order to determine whether Bill was a
fellow staff member of the interviewee or a boy at the institution.
That determination from context would result in the assignment of the
influence either to the category of "client" or "staff involvement".

The following categories represent types of influences described
by the respondents.

I.

Educational. This general category refers to sources of in-

fluence derived from the respondents' experiences in educational
contexts. This general category was further divided into three
categories of intermediate specificity.

IT.

A. Formal Education. This category refers to knowledge
and insights acquired by the interviewee through formal
schooling, books, journals, research reports, and any

formal educational experience excluding in-service or
job-related training.

B. Training Center. This category refers to all courses

offered or spensored by the Colorado Youth Workers Train-
ing Center.

C. Non-Center Training. This category refers to all in-
service or job-related training other than that which

was offered by or sponsored by the Colorado Youth Workers
Training Center.

Personal. This general category refers to influences which

involved prior personal experiences of the respondent or the
accumulated results of such personal experiences. The category
is divided into three categories of intermediate specificity.

D. Experience. This category refers to influences which

involved the interviewee's experiences with similar or

related situations either first or secondhand. These

prior experiences, however, did not concern the indivi-

dual or parties involved in the present decision situa-

tions. That is, this category refers to a respondent's
- 34 -
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report that the decision made in the present situation
was influenced by experiences with prior similar situa-
tions.

E. Personal philosophy. This category refers to the per-
sonal philosophy, preferences, or attitudes about the uay
things are, or should be done. The category includes
personal goals, beliefs, or values of the interviewee.

F. Common Sense. This category refers to an influence
that may seem either obvious or obscurs but which is
assumed to be innate or shared by all. References to
common values applicable to any decision, such as
"fairness" or "practicality" are also included in this
category.

Involved Parties. This general category refers to influences

wherein the respondent'sdecision was affected by some feature or
characteristic of the other individuals involved in the decision
situation. This category is divided into two categories of
intermediate specificity.

G. Client. This category refers to an influence that is
related to an individual that s involved in the deci-
sion condition, when this involved individual is in a
client role. The influence may vary from past experi-
ence with the client or knowledge of his record or fam-
ily condition; his physical condition, behavior or per-
sonality; his needs, desires, or personal relationships;
to the interviewee's evaluation of or attitude toward
the client. But the influence must make at Teast an
indirect reference to a client involved in the decision
condition. The client is considered any person for
whom an attempt is being made to render a service by the
interviewee or the organization for which he works.
Typically, "client" refers to a youth, a student, or a
counselee. |

H. Staff Involvement. This category refers to an influence ‘
that is related to an individual that is involved in the
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decision condition who is in a staff role. The in-
fluence may vary from staff competencies, attitudes,
personalities, or reputations, to the needs, job
satisfaction or morale of the staff members. But

the influence which is recorded must make at least

an indirect reference to a staff member invoived in
the decision situation. A staff member is considered
any person working (or being considered for work)
with the interviewee or the organization for which the
interviewee works, in either a salaried or volunteer
position for the purpose of rendering services to
clients. Examples of staff would include employees
of other organizations working with the interviewee's
organization, volunteer counselors, and foster par-
ents, as well as the interviewee's superiors and
fellow workers.

Non-Involved Parties. This general category refers to sources

of influence whose origins are individuals outside of the immedi-
ate decision situation. This category is divided into three
categories of intermediate specificity.

I. Consultation. This category refers to influences re-

sulting from consultation with an individual who is not
directly involved in the decision situation. While the
influence need not result from personal conversation

with another (incoming data such as reports are included),
the source of the influence must be another individual

or individuals not directly involved in the decision
condition. This category of influence is further sub-
divided into four subcategories with respect to the na-
ture of the consultation. 1. Professional recommendation.
This subcategory refers to an influence which originates
from a professional indjvidual performing a job or func-
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both supervisory recommendations and directives. 3. Staff
consultation. This subcategory refers to an influence which

originates with an individual performing a job or function
similar to the interviewees. For example, recommendations
from co-workers. 4. Non-professional consultation. This

subcategory refers to an influence which originates with a

non-professional individual, or individuals. Examples of
such individuals include friends, parents, and community
members.

J. Programs/facilities. This category refers to an influence
relating to the character, availability, or needs of a pro-

gram, facility, or treatment method.

K. Constraints. This category refers to ah influence which
the interviewee views in some way as limiting or constrain-
ing the decision process, and over which the interviewee
has Timited control. This category is further divided TntO‘.f,
three subcategories with respect to the type of conétraintj‘
operating. 1. Law/rules/procedures. This subcategory

refers to a constraint due to laws, rules or regQ1ations

of an institution, including security considerations, formal
policies, or standard procedures regulating behavior of
workers. 2. Time/work/money. This subcategory refers to

a constraint due to time pressures, competing job demands

which require the respondent to resolve particular decision

 situations quickly, or financial considerations which can

1imit the decision alternatives available to a respondent.
3., Situational alternatives. This subcategory refers to.

features or characteristics of the decision situation itself
which severely restrict the range of alternatives the respon-

. dent can reasonably consider in resolving the decision sit-

uation. For example, severe weather, telephones out of
order, etc.

. the ca ith the decision categories, these influence
tion other than that of the interviewees'. For example, As was se with the decis or

a social worker. 2. Supervisory influence. This sub-
category refers to an influence which originates with one
of the interviewee's superiors. -This subcategory includes
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categories are organized according to three degrees of specificity.

The following outline summarizes the influence categories for the

. i [

three Tevels of specificity.
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OUTLINE OF INFLUENCE CATEGORIES

A. Formal Education

1. Education

B. Training Center

C. Non-Center Training

. Experience

D
I1. Person E. Personal Philosophy
F

Common Sense

. G. Client
. Involved
H Parties H. Staff Involvement
1. Consultation
1. Professional Recommendation
V. Non-Involved 2. Supervisory Influence
Parties

3. Staff Consultation
4. Non-Professional Consultation

'J. Program/Facilities

K. Constraints
1. Laws/Rules/Procedures
2. Time/Work/Money
3. Situational Alternatives
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TRAINING EVALUATION CATEGORIES

When respondents were unable to recall specific decision situa-
tions in which their decisions were influenced by the training they
had received from the Colorado Youth Workers Training Center, then the
interview branched to another set of questions. These questions cen-
tered on the respondents' descriptions of reasons why the training
they had received had not been influential with respect to their job-
related decisions. A content analysis was performed on the reasons
respondents provided for the relative non-influence of training on
their job-related decisions. Keep in mind the fact that the respon-
dents' evaluations of training, as these evaluations are interpreted
in terms of the categories here presented, are all negative evalua-
tions. That is, this particular part of the interview recorded only
reasons why training might be considered ineffective, rather than
reasons why the training might be considered effective.

- The content analysis resulted in the identification of five gen-
eral categories, and the further division of three general categories
into sub-categories. A description of the categories follows.

A. Conduct of the program. This category refers to responses
wherein the non-influence of the training program or programs was
associated with the manner in which the program was conducted. This
general category is further sub-divided into two sub-categories: 1.
Instructor. This sub-category refers to the instances in which the
respondent described the specific instructor of tha program in terms
of the instructor's performance, behavior, or attitudes. 2. Course
Format. This sub-category refers to instances in which the respondent
described characteristics of-the course in terms of its organization,
the arrangement of units within the course, exercises and supplement-

ary learning experiences, instructional methods and devices employed,
etc.

B. Content of the program. This general category refers to in-
stances in which the respondent described the specific information,
theoretical material, ideas, or suggestions which made up the substance
of the training program. This general category is further sub-divided
into two sub-categories: 1. No new information or ideas. This sub-

- 39 .




category refers to instances in which the respondent described the
course content as being a repeat of ideas or information the respon-
dent had already been exposed to, as dealing with simple common-sense
notjons, or as providing no new insight into job-related problems.

2. Abstract-Theoretical. This category refers to instances in which
the respondent described the content of the program as being presented
at too abstract a Tevel, as dealing with content which was too theo-
retical in nature, or as not providing sufficient illustration of the
concrete, or practical utility of the content.

C. Discrepancies between training and job. This general cate-
gory refers to instances in which the respondent described job char-
acteristics, or job-related factors, which made it difficult or im-
possible to apply the results of his training experiences to his speci-
fic job. This general category encompasses instances in which the
respondent alluded to the relevance, or non-relevance of the material
for his job, the Tack of opportunity to try out suggestions, other job
factors which were of greater or more immediate priority than the ideas
or suggestions he had experienced in the training program, and any
other comment which implied that the training program or programs were
inapplicable to his specific job demands.

D. Trainee-related. This general category refers to instances in
which the respondent described personal, or more individual reasons why
the training was not influential with respect to his job-related deci-
sions. This general category is further sub-divided into two sub-cate-
gories: 1. Rejection of'program information or jdeas. This sub-cate-
gory refers to instances in which the respondent rejected, disagreed
with, or dismissed the information, ideas, or suggestions contained
within a training program. 2. Personal reasons for attending training
program. This sub-category refers to instances in which the respon-
dent indicated that the training was not influential primarily because
his reasons for attending the program were not related to any motiva-

tion or interest on his part with respect to improving or changing his
job performance.

E. Interview-related. This general category refers to instances
in which the respondent implied that the question was inappropriate or
that the task of reporting specific decision situations influenced by
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training was too difficult. In other words, this general category is
one which implies that the reasons for the respondent's inability to
recall training-influenced decisions were not a function of the train-
ing program, his job, or his personal motivations, but were a function
of the difficulty the respondent experienced in adequately understand-
ing or replying to the question.

Relatively few categories were required in order to describe
reasons trainees provided for why training may not have influenced
thejr on-the-job decisions. Since few categories were required, thare
was no need to collapse categories into very broad or global categor-
jes. The following outline, therefore, presents the categories at the
two Tevels of greater specificity.

OUTLINE OF TRAINING EVALUATION CATEGORIES

A. CONDUCT OF THE PROGRAM

1. Instructor
2. Course Format

B. CONTENT OF THE PROGRAM

1. No new informatjon or ideas
2. Abstract-Theoretical

C. DISCREPANCIES BETWEEN TRAINING AND JOB

D. TRAINEE-RELATED

1. Rejection of program information or ideas
2. Personal reasons for attending training

E. QUESTIONNAIRE-RELATED
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JOB CATEGORIES

The identification of categories which describe types of jobs be-
ing performed by the interviewees was approached somewhat different]yﬂ
than the preceding category systems. The Colorado State Department oT
Personnel job specification manual provided already existing job cate-
gories. Consequently, this set of categories is the only one which
did not have to be developed from responses of the interviewees.

The existing categories were based upon the designation "youth
service worker", which was a generic title that had resulted from a
classification study performed for the Department of Personnel. There
are ten levels of youth service worker, each of which includes a num-
ber of specific job titles. For example, "Youth Service Worker V"
includes such job titles as Correctional Counselor, Parole Agent I,
etc. We have employed, for this study, the ten levels of Youth Ser-
yice Worker insteed of all of the specific job titles associated with
Youth Service Workers, primarily for reasons of coding ease. Follow-

ing are the 10 levels of Youth Service Worker.

Youth Service Worker I: Under immediate supervision, partici-
pates in a formal and on-the-job training program to acquire pro-
ficiency and competence in the supervision and care of institutional
residents; or is assigned to security, safety and well-being of insti-
tutional residents during a night period and does related viork as
required. This category includes jobs such as those performed by

Junior Resident Supervisors and Volunteers.

Youth Service Worker II: Under supervision, supervises a group

of institutional residents in a group living setting; provides routine
guidance and non-professional counseling; performs safety and security
functions; and does related work as required. This category includes
jobs such as those performed by Resident Supervisors and Youth Camp
Counselor I.

Youth Service Worker III: Under general supervision, supervises

subordinates within a cottage or dormitory; or directly supervises a
group of security institutional residents in a group-living setting
and does related work as required. This category includes such jobs
as those performed by Senior Resident Supervisor, and Youth Camp

Counselor II.
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Youth Service Worker IV: Under general supervision, b]ans, dir-
ects and coordinates the work of subordinates in an agency responsible
for the custody, guidance and training of residents assigned; and does
related work as required. This category includes such jobs as those
performed by Principle Resident Supervisors, Youth Camp Counselor III,
Youth Counselors, Mental Health Nursel, and Occupational Therapists.

Youth Service Worker V: Under general supervision, performs pro-
fessional counseling work with individuals and groups; and does related
work as required., This category includes such jobs as those performed
by Parole Agent I, Group Home Parents-Counselors, Child Welfare Case-

worker I, Private Agency Counselor, Senjor Recreation Specialists, and
Mental Health Nurse II.

Youth Service Worker VI: Under direction, as a fully qualified -
counselor, conducts rehabilitative counseling work for 1nd1v1duajs'andi
groups; serves as a lead worker over other counselors or assistants;
and does related work as required. This category includes such jobs
as those performed by Senior Correctional Counselor,’Parole Agent II,
Psychologist I, Juvenile Probation Counselor, Child Welfare Caseworker
IT and III, Social Worker III.

‘Youth Service Worker VII: Under direction, plans, organizes and
directs the work of a group of Youth Service Workers or Institutional
Counselors; reviews case work load and instructs on policies and tech-
niques in case-handling, recording, counseling, preparation of rehabi-
Titation plans and training assignments; reads and corrects reports
completed by Youth Service Workers. This category includes such jobs
as those performed by Juvenile Parole Supervisors, Psychologist II,
C]jnjca1 Services Supervisor, Child Welfare Supervisor, Youth Service

vBuﬁeau Director, High School Principal, Social Worker IV.

_ Youth Service Worker VIII: Under directibn, assists the Youth
Institution Director in the planning and direction of a Training School,

. 'program for the custodial care and rehabilition of juveniles committed

by the courts; and does related work as required. This category in-
cludes such jobs as those performed by Assistant Yough Institution
Director, \ssistant Youth Camp Director, Psychologist III.
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Youth Service Worker IX: Under direction, is responsible for
planning and directing the program of a Training School for the custo-
dial care and rehabilitation of juveniles committed by the courts; and
does related work as required. This category includes such jobs as
those performed by Youth Institution Director, Youth Camp Director,
Juvenile Parole Director.

Youth Service Worker X: Under direction, teaches academic and
special courses in a State Institution; does related work as required.
This category inciudes such jobs as those performed by Special Educa-
tion Teacher, Institutional Vocational Teacher, Public School Teacher.

The classification of individuals with respect to these ten job
categories was based upon their self-reported job title, their job de-
scription, and institutional records. In subsequent analyses of data,
it was discovered that some of the job categories contained relatively
few interviewees. That is, the number of trainees fitting certain job
categories was so small as to severely restrict empirical comparisons
across all ten job categories. Consequently, these ten job categories
were reconstituted into four more general job types.

Youth Service Worker I, II, III, and IV consist predominantly of
individuals who are in direct contact with youth in a resident setting.
For purposes of data analysis, these four job categories were combined
and were given what seemed to be a reasonably descriptive label, "cot-
tage personnel”.

Youth Service Worker V and VI consist predominantly of individuals
who serve in professional counseling roles or who supervise those youth
service workers who are in frequent contact with youth in a resident
setting. For purpose of data analysis, these two categories were com-
bined and were given what seemed to be a reasonably descriptive label,
"supervisor/counselors®,

Youth Service Worker VII, VIII, and IX consisted predominantly of
individuals whose job responsibilities are primarily administrative.
That is, these individuals tend to be responsibie either for the manage-
ment of institutional units, combinations of institutional units, or
categories of other youth service workers. These three job categories
were combined, for purpose of data analysis, and were labeled,
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"administrators".

Youth Service Worker X is a distinct category which consists es-
sentially of teaching and academic personnel. This category was re-
tained intact and labeled simply, "teachers".

For purposes of data analysis, the, job categories were reconsti-
tuted into four general types of jobs: 1. Cottage personnel, 2. Sup-
ervisor/counselors, 3. Administrators, 4. Teachers.

Reliabjlity of Category Systems. -

Assuming that a given set of categories does, in fact, describe
in general terms the content for which the categories were developed,
then the adequacy of a category system is essentially a function of
jts reliabjlity. The type of reliability associated with coding
events into categories is inter-judge or inter-observer reliability.
That is, do twc independent cbservers, when interpreting the same
unit or event (a decision, a source of influence, a reason why train-
ing was not effective) assign that event or unit to the same category?
Consider, for example, the interviewee's reports of types of decisions
made in the routine performance of their jobs. Each decision situa-
tion reported by an interviewee may be considered a "unit." The major
form which the data takes, in this report, is the distribution of
units across categories. That is, how many decisions of type A were
made by individuals who performed job type 1, how many decisions of
type B were made by these same individuals, etc. In order for us to
have any confidence in the data, we must be assured that a given unit
"belongs" in a certain category. This assurance is gained by deter-
mining whether or not independent observers or coders assign specific
units to identical categories.

Reliability was established for three of the four category sys-
tems described herein. The fourth category system, job categories,
consisted of relatively simple and straight forward classification of
interviewees in terms of the types of jobs performed by them. Reliabi-
Tity wés not considered to be at issue with this set of categories.

For the other three, decision categories, influence categories, and

training evaluation categories, reliability was assessed by determin-

ing the extent to which independent coders agreed in their assignment
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of the units to categories.

For each of the three reljability checks, the following procedures
were employed: 1. A sample of units was selected from the total num-
ber of unjts avajlable for coding. For example, from among all decision
situations reported by interviewees, a sample of decisions situations
was selected for purposes of establishing inter-coder reliability.

2. Three or four coders (the number of coders involved in the reliabi-
1ity check varied as a function of the anticipated time involved in
coding the total number of units for that particular set of categories)
assigned the sample units to the appropriate categories. 3. Taking
each and all possible pairs of coders, the number of instances in which
the coders agreed with respect to their assignment of units to a par-
ticular category was recorded. 4. The average pair-wise agreement,
expressed in terms of percentage, for each of the three category sys-
tems was computed.

The average jnter-coder agreement for the decision categories was
93.3%. The average inter-coder agreement for the influence categories
was 76.1%. The average inter-coder agreement for the training evalua-
tion categories was 84.5%. These reliability figures are based upon
the assignment of units to intermediate levels of specificity for the
decision and influence categorijes, and the most specific level for the
training evaluation categories. These levels of specificity were se-
lected for this reliability check because it was anticipated that the
reporting of data would occur primarily at these levels of specificity
for each respective category system.

Given the number of categories involved, and the relatively com-
plex nature of the units being assigned to categories, these levels
of reliability were considered adequate for the accomplishment of the
present research objectives. Consequently, the evaluation project
proceeded with the coding and tabulation of interviewee responses and

the subsequent analysis of data derived from such coding and tabula-
tion of interviewee responses.
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SECTION FOUR
RESULTS

Preliminary Analysis

Before results related to the specific evaluation objectives are
presented, let us consider several preliminary analyses. These pre-
liminary analyses bear on the question of how much confidence the
reader may have in the data generated by this evaluation project.
Three questions were posed which relate to the adequacy of the methods
employed in the evaluation of Training Center programs: 1. Did the in-
terview schedule effectively focus the respondents' attention on deci-
sion situations encountered in the routine performance of the job?

2. Is there evidence of systematic or concerted attempts by sub-units
within the Institution to favorably or unfavorably evaluate the Train-
ing Center? 3. Did the interviewers encounter any signs of systematic
bias in the responses of interviewees? Let us consider these questions
separately.

With respect to the adequacy of the interview schedule for facil-
jtating the respondents' recall of specific decision situations, a pre-
Timinary check was made. Recall that the first section of the inter-
view schedule required subjects to recall and report specific situa-
tions in which they made decisions on-the-job. Each respondent was
asked to recall and report three particular decision incidents. A
check on the adequacy of the interviewing procedure is obtainable by
determining whether or not respondents were able to recal] and report
specific decision incidents. The 158 respondents recalled and reported
a total of 454 decision incidents. (An average of 2.9 incidents per-
respondent). One hundred forty-seven out of one hundred fifty-eight
respondents were able to recall and report the maximum number of deci-
sion incidents requested by the interview schedule. The remaining
eleven respondents were able to recall and report at least one decision
incident, and usually two incidents. Since the respondents, as a group,
approached the maximum number of fincidents allowed by the interview

schedule, a reasonable conclusion is that the interview schedule was

effective facilitating attention to, and specific recall of, decision
situations that respondents encountered in the routine performance of
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their jobs.

With respect to the question of systematic bias operating in sub-
units of the institution, two analyses were planned. Recall that one
section of the interview schedule required respondents to recall and
report specific decision situations in which their resolution of a
decision was affected or influenced by training they had received from
the Colorado Youth Workers Training Center. That is, in addition to
recalling and reporting specific decision situations they encountered
in the routine performance of their jobs, respondents were asked to
identify and report specific decision situations in which the resolu-
tion of the decision was influenced by Training Center programs. Our
assumption was that if bias were t6 operate in the identification and
reporting of decision incidents, such bias would operate in those in-
cidents which were attributed to or influenced by Training Center
programs.

Figure I displays the number of subjects interviewed and the num-
ber of training influenced incidents reported for each of the sub-units
whose members had received training sponsored or conducted by the Train-
ing Center. A word of explanation may be needed to interpret this and
the remaining analyses. In figure 1, and in remaining analyses, two
sets of values are being compared. The first set of values are observ-
ed frequencies (0). Observed frequencies are the number of times given
instances of a' phenomena. are observed to fall into particular catego-
ries. For example, in figure 1 there were a total of 280 decision inci-
dents reported which were influenced by Training Center programs. The
bottom row of figure 1 represents the number of training influenced in-
cidents reported by members of the various sub-units of the institution.
A second set of frequencies are "expected" frequencies (E). The ex-
pected frequencies are those which theoretically should have occurred,
if no systematic relationships or differences are operating. The top
row of figure 1 shows the number of subjects who were interviewed in
each of the sub-units. If there are no differences among the sub-units
in terms of the likelihood that members of particular sub-units will
report that their decisions were influenced by Training Center programs,
then the number of training influenced incidents reported for particular
sub-units should be simply a function of the number of subjects inter-
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viewed in each sub-unit. The more individuals interviewed in a parti-
cular sub-unit, the more training influenced incidents shculd be re-
ported by members of that sub-unit. Thus, the total number of observed
training influenced incidents (280) theoretically should be distributed
proportionately with respect to the total number of subjects interviewed
in each sub-unit. It is on this basis that expected frequencies are
calculated. The analysis then consists of determining the extent to
which the observed frequencies deviate from the expected frequencies.

FIGURE 1

THE MDISTRIBUTION OF SUBJECTS
IN EACH DEPARTMENT AS COMPARED
WITH THE DISTRIBUTION OF TRAINING
INFLUENCED DECISIONS RECORDED IN EACH
DEPARTMENT .

DEPARTMENT
OUTSIDE LMSB MVGS GGYC LPYC ED. CATC PARCLE R+D OTHER TOTAL

NUMBER OF SUBJECTS
INTERVIEWED 43 | 18 | 23 7 6 13 | 22 | 13 5 8 4158

NUMBER OF TRAINING

INFLUENCED|76.2]31.9{40.8[12.4}10.6{23.0|39.0}23.0} 8.9 |14.2
DECISIONS EXPECTED
NUMBER OF TRAINING

INFLUENCED| 69 | 23 | 50 | 18 5 12 | 63 | 20 | 12 8 (280
DECISIONS OBSERVED

X2=35.0521 DEGREES OF FREEDOM=9
A X2 OF 35.052 WITH 9 DEGREES OF FREEDOM IS SIGNIFICANT AT THE .001 LEVEL.

If you examine figure 1, you will see that the Closed Adolescent
Treatment Center (CATC) had a considerably greater number of training
influenced incidents than should have been the case. Thus, if there
was any inclination among respondents to systematically report a great-
er number of training influenced incidents, possibly as an implied fa-
vorable evaluation of Training Center programs, such an inclination
would presumably have been greatest among members of the Closed Adoles-
cent Treatment Center. To determine whether CATC personnel were syste-
maticaily reporting greater number of training influenced incidents, a
secondary analysis was implied. This analysis compared observed and

expected frequencies of training influenced incidents for each of the
six interviewers.
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FIGURE 2

THE DISTRIBUTION OF SUBJECTS
INTERVIEWED BY EACH INTERVIEWER AS
COMPARED WITH THE DISTRIBUTION OF
TRAINING INFLUENCED DECISIONS
RECORDED BY EACH INTERVIEWER.

INTERVIEWER
1 2 3 4 5 6 TOTAL.
NUMBER OF SUBJECTS INTERVIEWED| 39 26 22 17 3 51 158

NUMBER OF TRAINING INFLUENCED

. . .99|30.13} 5.32 |90.38
DECISIONS ExPECTED|SS+11|%6-08{38.99130.13

NUMBER OF TRAINING INFLUENCED 1 o0
DECISIONS Opserven| 27 | 35 | 33 | 2@ | T | 12

X2=22.469y DEGREES OF FREEDOM=5
A X2 OF 22.469 WITH 5 DEGREES OF FREEDOM IS SIGNIFICANT AT THE .001 LEVEL.

The results of the analysis represented in figure 2 suggests that
interviewer #6 elicited more training influenced incidents than should
have been the case, given the number of interviews conducted by him.
Interviewer #6 also interviewed the majority of CATC personnel. An
analysis of the interviews conducted by interviewer #6 disclosed that
this interviewer elicited more training influenced incidents than did
other interviewers, for both CATC personnel and for members of other
sub-units who were interviewed by this individual. Consequently, a
reasonable conclusion is that the greater number of training influenced
jncidents reported by CATC personnel were a function of having been
interviewed by interviewer #6. Thus, there is no compelling reason to
believe that members of sub-units were systematically and consciously
attempting to paint a favorable or unfavorable picture of Training
Center programs.

As a final check on possible sources of bias in responses of in-
terviewees, a third step was included. Following the completion of
the interviews, debriefing sessions were held with each of the six in-
terviewers. During these sessions, the interviewers were questioned
with respect to any evidence, growing out of their experience in con-
ducting the interviews, which might Tead one to suspect that systema-
tic biases were operating within sub-units of the institution. The
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interviewers reported nothing, in their discussions with interviewees,
in their attempts to establish contact and secure cooperation of inter-
viewees, or in their dealings with institutional personnel, which would
suggest systematic bjases in the responses of members of sub-units.
Therefore, aside from the normal weaknesses of survey techniques, the
evaluation methods employed in this investigation may be considered
adequate. We may proceed with the specific evaluation results. These
results are presented so as to move from general to specific results.
That is, the results begin with an analysis of the types of decisions
made by individuals in the population interviewed and conclude with

specific comparisons among the course offerings of the Colorado Youth
Workers Training Center.

Types of decisions made.

A first, and somewhat genera1 objective of the evaluation project
was to characterize the types of on-the-job decisions made by the popu-
Tation of trainees. In the first section of the interview schedule,
the respondents recalled and reported specific decision situations they
encountered in the routine performance of their jobs. These decision
incidents were classified according to the decision categories pre-
sented in the preceding section of this report. Figure 3 presents, in
bar graph form, the results of the content analysis and classification
of these general decision incidents,

As you will recall, the decision categories were developed in
terms of three levels of specificity. Figure 3 presents a bar for each
category at the Towest level of specificity. In interpreting figure 3,
therefore, one should keep in mind the fact that some categories were
subdivided into more specific subcategories, while others were not.
Thus, for example, the category “aggression/violence" contains sixteen
percent of all decisions even though that category, when broken into
the four subcategories, seems to contain fewer decisions than the
"counseling/treatment" category. In fact, the respondents reported a
greater number of decision situations involving aggression or violence
than they did decision situations involving specific counseling problems
with youths, This is simply an illustration of the fact that figure 3
may be interpreted in terms of any of three levels of specificity.
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FIGURE 3

THE DISTRIBUTION OF GENERAL DECISION
INCIDENTS BY THE NUMBER OF DECISIONS
IN EACH DECISION CATEGORY (LIGHTFACE)
AND THE PERCENT OF DECISIONS IN EACH
DECISION CATEGORY. (BOLDFACE).
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You will undoubtedly attach your own interpretations to the data
represented in figure 3. Our intent, at present, is simply to provide
you with a general appreciation of the variety and types of decisions
made by the total population of respondents. More specific interpre-
tations are possible if we proceed with the analysis of how decision

“incidents are distributed according to job classifications.

Figure 4 presents the statistical analysis of the distribution of
decision incidents by job classification. The results of this statis-
tical analysis demonstrate that decision types are systematically asso-
ciated with job classifications. That is, the kinds of decisions which
are reported by respondents are dependent, at least in part, on the job

classification of the respondent. This is, of course, an expected
result. |

. FIGURE 4 .

THE DISTRIBUTION OF GENERAL DECISION
INCIDENTS FOR EACH JOB CATEGORY BY
THE NUMBER OF DECISIONS IN EACH
DECISION CATEGCRY.

DECISION CATEGORIES
MANAGEMENT PERSONAL
ACTION TREATMENT INTERPERSONAL TOTAL

JOB IMMEDIATE
CATEGORIES

COTTAGE EXPECTED| 44.30 82.73 29.80 18.43 2.74

PERSONNEL.

OBSERVED 74 81 12 9 2 178

I
SUPERVISORS EXPECTED| 38.58 72.04 25.95 16.05 2.39

COUNSEL.ORS

OBSERVED 11 91 29 24 0 155

ADMINISTRATORS
OBSERVED 4 22 23 8 0 57

EXPECTED] 15.93 29.74 10.71 6.63 0.99
TEACHERS

‘%EXPECTFD 14.19 26.49 9.54 5.90 0.88

OBSERVED 24 17 12 6 5 64

TOTAL 113 211 76 47 7 454

X2=121.698y DEGREES OF FREEDOM=12
X2 OF 121.698 WITH 12 DEGREES OF FREEDOM IS SIGNIFICANT AT THE .001 LEVEL.

>
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Having demonstrated that types of jobs are significantly different
in terms of types of decisions associated with the performance of these
jobs, let us examine each of the four general job categories in order
to determine the types of on-the-job decisions made by individuals

within those job categories.

First consider the cottage personnel.

Figure 5 presents a bar graph for the types of decisions made by cot-
tage personnel, at the two broadest levels of decision categories.

FIGURE 5

THE DISTRIBUTION OF GENERAL DECISION
INCIDENTS FOR COTTAGE PERSONNEL BY THE
NUMBER OF DECISIONS IN EACH DECISION
CATEGORY (LIGHTFACE) AND THE PERCENT
OF DECISIDNS IN EACH DECISION CATEGORY
(BOLDFACE).
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As is apparent from figure 5, cottage personnel are confronted by

decision situations which require two broad classes of decisions: Treat-
ment decisjons and immediate action decisions.

Within immediate action

decisions, cottage personnel seemed to be confronted disproportionately
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by decision situations involving aggressive or violent behavior on the
part of youths. Thus, there are three specific questions which may be
posed at this point, and the answers to these questions will be sought
in subsequent analyses: 1. To what extent, if any, do Training Center
programs assist cottage personnel in resolving immediate action inci-

dents? 2. To what extent, if any, do Training Center programs assist

cottage personnel in resolving treatment decisions? 3. To what extent,
if any, do Training Center programs assist cottage personnel in resolv-

ing specific decision situations involving aggressive or violent be-
havior by youths?

FIGURE 6

THE DISTRIBUTION OF GENERAL DECISION
INCIDENTS FOR SUPERVISORS/COUNSELORS
BY THE NUMBER OF DECISIONS IN EACH
DECISION CATEGORY (LIGHTFACE) AND THE
PERCENT OF DECISIONS IN EACH DECISION
CATEGORY (BOLDFACE).
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Figure 6 consists of a bar graph which presents the types of deci-
sion situations encountered by supervisors/counselors. As you may
recall from our discussion of the job categories, in the preceding sec-
tion of this report, supervisors/counselors are those individuals whose
responsibilities involved the supervision of cottage personnel, profes-
sional counseling responsibiiities, or the supervision of counselors.
Examining figure 6, we note that supervisor/counselors are confronted
disproportionately by decision situations involving the disposition of
youths. That is, individuals in this job classification are apparently
frequently called upon to make recommendations or decisions concerning
the assignment of youths to other units within the institution, the re-
lease or parole of youths, or recommendations to courts concerning the
disposition of youths. 1In addition, as might be anticipated, individuals
in this job classification also make a disproportionate number of deci-
sions concerning the counseling or treatment of specific youths, If you
refer back to figure 4, you will note that supervisors/counselors made
more decisions involving interpersonal relationships with their profes-
sional peers and with parents of youths than should have been theoreti-
cally expected. Figure 6 indicates that half of the interpersonal
decisions made by supervisors/counselors are the result of decision sit-
uations involving relationships with co-workers or professional peers.
There are, then, three questions which may be posed at this point, and
the answers to which we will Took for in subsequent analyses: 1. To what
extent, if any, do Training Center programs assist supervisors/counselors
in decision situations involving disposition of youths? 2. To what ex-
tent, if any, do Training Center programs assist supervisors/counselors
in decision situations involving the counseling or specific treatment of
youths? 3. To what extent, if any, do Training Center programs assist
supervisors/counselors in decision situations involving relationships
with professional peers or co-workers?

Figure 7 consists of a bar graph representing the types of decision
situations made by "administrators". This profile of decision types for
administrators is reasonably close to what might have been anticipated.
Administrators make decisions which are disproportionately management-
type decisions. Additionally, administrators make a considerable
number of decisions involving the disposition of youths. And, since
administration implies, by its very nature, decision situations
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FIGURE 7

THE DISTRIBUTION OF GENERAL DECISION
INCIDENTS FOR ADMINISTRATORS BY THE
NUMBER OF DECISIONS IN EACH DECISION
CATEGORY (LIGHTFACE) AND THE PERCENT
OF DECISIONS IN EACH DECISION CATEGORY
(BOLDFACE).
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involving relationshiips with professional peers or co-workers, it is
surprising to discover that administrators are required to make deci-
sions of this type also. Thus, there are three questions which may be
posed, the answers to which will be sought in subsequent analyses:

1. To what extent, if any, do Training Center programs assist admini-
strators in decision situations involving management? 2, To what extent,
if any, do Training Center programs assist administrators in decision
situations involving disposition of youths? 3. To what extent, if any,

do Training Center programs assist administrators in decision situations
involving relationships with professional peers or co-workers?
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FIGURE &

THE DISTRIBUTION OF GENERAL DECISION
INCIDENTS FOR TEACHERS BY THE
NUMBER OF DECISIONS IN EACH DECISION
CATEGORY (LIGHTFACE) AND THE PERCENT
OF DECISIONS IN EACH DECISION CATEGORY
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Figure 8 consists of a bar graph representing the types of deci-
sion situations encountered by “teachers". The first observation,
which is immediately apparent, is that teachers are confronted dispro-
portionately by decision situations involving aggressive or violent
behavior by youths. The second observation is that even though teachers
make fewer total decisions in the general category "treatment", they
nevertheless make a considerable number of decisions in the subcategory
"counseling/treatment”. This implies that teachers are required to
make decisions involving the specific type of relationship that will be
established and maintained with individual students. That is, teachers
report that they are confronted frequently with decision situations
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involving how to "handle" particular students or how to assist parti-
cular students in overcoming classroom or learning problems. It would
appear that teachers are also required to make decisions which are
classifiable as "general administration* decisions. However, our in-
spection of the specific decision situations reported by teachers in
this category suggest to us that the type of general administration
decisions made by teachers are predominately “classroom policies.
That is, teachers make decisions which involve establishing policies
for the classes over which the teachers have specific responsibilities.
Our assumption is that these types of decisions are more appropriately
influenced by the formal educational training that teachers have accu-
mulated, rather than specific Training Center programs. Consequently,
we will not ask whether Training Center programs assist teachers in
making "management" decisions. Nevertheless, two specific questions
may be posed, the answers to which will be sought in subsequent ana-
lyses: 1. To what extent, if any, do Training Center programs assist
teachers in resolving decision situations involving aggression or vio-
lence on the part of youths? 2. To what extent, if any, do Training
Center programs assist teachers in resolving decision situations in-
valving the specific counseling of youths, or the type of interpersonal
relationship to establish and maintain with specific youths?

We have attempted to provide you with a general orientation in
terms of the types of decisions reported by the total population of
interviewees, and the types of decisions associated with specific job
classifications. The following section is offered also as a general
orientation. The next section deals with the general question: What
are the things which influence the respondents to resolve particular
decision situations as they do?

Sources of Influence on Decisions

After the respondents recalled and reported specific decision sit-
uations they had encountered on their jobs, they were asked to +identify,
for each decision incident, those things which had influenced them.to

.resolve the particular decision situation in the manner which they chose,

A total of 1,113 sources of influence were identified for the 458 de-
cision incidents reported. These sources of influence were classified
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according to the influence categories described in the preceding sec-

tion of
tributio

this report. Figure 9 is a bar graph which depicts the dis-
n of influences across all influence categories.

FIGURE 9

THE DISTRIBUTION OF INFLUENCES BY THE
NUMBER OF INFLUENCES IN EACH INFLUENCE
CATEGORY (LIGHTFACE) AND THE PERCENT
OF INFLUENCES IN EACH INFLUENCE
CATEGORY (BOLDFACE).
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As is evident from figure 9, there are two predominant types of
influences operating in the resolution of decision incidents, The first
of these sources of influence is the "“client" category. This category
implies that decision situations were resalved by taking into account
characteristics of the client (usually a youth) involved in the deci-
sion situation. That is, the respondents were impiying that they re-
solved the decision situations on the basis of what they knew about the
particular clients or youths involved in those decision situations.

The second predominant category is "experience". This category implies
that decision situations were resolved on the basis of prior experience
with similar situations, not necessarily involving the same clients or
youths. Thus, the predominant mode of decision making, as might be
expected, is an experiential one.

Of particular interest is the category labelled "Training Center”.
This category included instances in which the respondents indjcated
that the way they resolved a particular decision situation was a dir-
ect result of their prior participaticn in Training Center programs.
This category accounted for six percent (one in every sixteen) of all
sources of influence on decision incidents. Training Center influences
exceeded those jnfluences derived from any other category of educa-
tional experiences. Additionally, Training Center influences exceeded
those derived from a number of other categories of influence.

Think for a moment about your own job. It is likely that most
jndividuals resolve many, if not most decision situations on the basis
of prior personal experience or by taking into account characteristics
of other parties involved in the decision situations. If one out of
sixteen decision situations were directly influenced by in-service
training, then, for all but the most highly routinized jobs, such in-
service training could be reasonab]y‘considered “effective". Never-
theless, there is obviously room for improvement in the present case.
That is, there may be ways to increase the relative impact of Training
Center programs. One approach would be to increase Training Center
offerings in those decision-making areas wherein individuals seem to
be dependent primarily on “experiential" bases for making decisions.
With this approach in mind, let us examine figure 10.
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FIGURE 10

THE DISTRIBUTION OF INFLUENCES FOR
EACH JOB CATEGORY BY THE NUMBER OF
INFLUENCES IN EACH INFLUENCE CATEGORY.

INFLUENCE CATEGORIES
DECISION INVOLVED NON-INVOLVED
CATEGORIES EDUCATION PERSONAL. PARTIES PARTIES TOTAL

EXPECTED 33.29 75.68 78.56 59.47

IMMEDIATE ACTION

OBSERVED 37 100 70 40 247

EXPECTED 70.89 161.16 167.20 126.66
TREATMENT

0OBSERVED 74 129 179 144 526

MANAGEMENT

OBSERVED 23 59 70 50 202

EXPECTED 16.17 36.76 38.17 28.89
INTERPERSONAL

OBSERVED 13 46 29 32 120

EXPECTED 2.43 5.51 5,72 4.33
PERSONAL

%EXPECTED 27,22 61.89 64.25 48.64

OBSERVED 3 7 6 2 18

TOTAL 150 341 354 268 13113
X2=33,910 DEGREES OF FREEDOM=12

A X 0F 33.910 WITH 12 DEGREES QF FREEDCM IS SIGNIFTCANT AT THE .001 LEVEL.

Figure 10 presents the distribution of general influence categories
by general types of decisions. There are two types of decision situa-
tions which are resalved disproportionately by personal considerations
(personal experience, personal philosophy, common sense). These two
types of decision situations are: 1. Immediate action decisions (vio-
Tence or aggression, drugs, crimes, runaways). 2. Interpersonal deci-
sions (decision situations involving relationships with professional
peers or co-workers). Consequently, one way of increasing the relative
influence of Training Center programs on on-the-job decisions is to
include within the programs a more specific focus on immediate action
and interpersonal decision situations. With respect to immediate ac-
tion decisions, this suggestion is further supported by an analysis of
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the sources of influence operating within different job classifications.
For example, teachers are influenced disproportionately by personal
considerations in resolving decision situations. Incidently, an unanti-
cipated finding was that teachers are least influenced by “education".
Additionally, cottage personnel are disproportionately influenced by
the characteristics or nature of the "involved parties" in decision
situations. As you will recall from earlier analyses, both teachers
and cottage personnel are called upon to resalve decision situations

of the “inmediate action" type. Therefore, the nfluence of Training
Center programs on on-the-job decisions might be increased by focusing
more training effort on the immediate action decisions, and by includ-
ing cottage personnel and teachers in training programs or courses

with these specific emphases.

Training Influenced Decisions

You will recall from our discussion of the interview schedule that
one section of the interview asked the respondents to recall and report
on-the-job decisions which had been influenced by Training Center pro-
grams. Thus, two sections of the interview asked the respondents to re-
port decision incidents. The first type of decision incident reported
was a general decision incident. That is, the respondents recalled and
reported decisions which were more or Tess characteristic of their job.
The second type of decision incident involved incidents which were re-
called and reported specifically because they had been influenced by
Training Center programs. The distribution of the first set of decision
incidents across the decision categories provides us with a general pro-
file of the types of decisions made by the population interviewed. The
distribution of the second type of decision incident across the decision
categories provides us with a profile of the extent to which training dro-
grams influenced particular types of decisions. Consequently, a comparison
of the two profiles provides us with a relative index of the "effective-
ness" (in terms of influence on decisions) of Training Center programs.

The first profile was presented as figure 3. Figure 3 was a bar graph
which represented the distribution of general decision incidents across
decision categories. A brief re-examination of figure 3 will assist the
reader in understanding and interpreting the comments which follow.
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FIGURE 14 ' Figure 11 is a bar graph which represents the distribution of .train-
THE DISTRIBUTION OF TRAINING ’ ing influenced decisions across the decision categories. Although the
éﬁi;;f?gfi;sﬁﬁféiégNiEé?gI;:imgtggzs graph's scale changes from figure 3 to figure 11, if one attends to the
(LIGHTFACE) AND THE PERCENT OF percentages represented by each bar, a number of observations are appar-
DECISIONS IN EACH DECISION CATEGORY ent, including the following: 1. The most dramatic impact of Training
Center programs occurs with respect to counseling/treatment decisions.

(BOLDFACE).
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YOUTH ) individual counseling and treatment relationships with particular youths.
lnggg;ﬂ) 20 7.1% 2, Interpersonal decisions are influenced markedly by Training Center

programs. Whereas 10.2 percent of general decision incidents are “inter-
personal" in nature, 14.6 percent of training influenced decisions are
“interpersonal”. The impact of Training Center programs on interpersonal
decisions falls predominately in two areas. The first is the impact of
Training Center programs on relationships with professional peers and
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there seems to be a positive influence on management decisions which in-
volve the establishment or modification of institutional policies. Second,
there seems to be a cumparative lack of influence on management decisions
involving the hiring, dismissal and reprimand, assignment or delegation
of responsibilities with respect to subordinates. Thus, Training Center
programs seem to be influencing policy decisions, but are considerably
less influential with respect to decisions involving personnel matters.
4. The most apparent area of relative non-influence involves decisions

of the immediate action type. There are six specific subcategories of
immediate action decisions: Drugs and accidents, crimes and runaways,
aggression or violence involving youth toward worker, youth toward

youth, worker toward youth, and non-directed aggression and violence,

0f these six specific categories of immediate acticon decisions, in five
of these the training influenced decisions are less than the general
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decision incidents. 5. Another area of comparative non-influence of
Training Center programs is in decisions involving disposition of
youth. In all three specific subcategories, release or parole, refer-
ral to other units, recommendations to courts, training influenced
decisions are considerably less than general decision incidents.

FIGURE 12

THE DISTRIBUTION OF GENERAL DECISIONS
IN EACH DECISION CATEGORY AS COMPARED
WITH THE DISTRIBUTION OF TRAINING
INFLUENCED DECISIONS IN EACH DECISICN
CATEGORY .

~ DECISION CATEGDRIES
A B C D E F G H 1 J K

NUMBER DF‘%EXPECTED 33162131 125])105165138}130}133]| 6 |15

r

TOTAL

GENERAL
DECISIONS

NUMBER OF

TRAINING
INFLUENCED
DECISIONS

OBSERVED| 40 | 7333131165182 |38(138{30] 6 |11]| 7 [454

%EXPECTED 2113911916 165140124} 18}20) 4 {10] 6

OBSERVED| 14 | 28 | 17 10 11051 23 |24 {1023 { 4 [ 14} 8 {280

TOTAL 54 101 50 41 170 105 62 48 53 10 25 151734

_ X2=75.2249 DEGREES OF FREEDOM=11
A %2 OF 75.224 WITH 11 DEGREES OF FREEDCM IS SIGNIFICANT AT THE .001 LEVEL.

Our statistical analysis of general decisions compared with train-
ing influenced decisions, presented in figure 12, is consistent with
tha above comments.

Our statistical analysis of the comparative impact of Training
Center programs on the four major job classifications, presented in
figure 13, disclosed that all four job categories were influenced to
approximately the same extent by Training Center proérams. That is,
the observed number of training influenced decisions did not deviate
significantly from the expected number of training influenced decisions
for each of the four job classifications. It would appear, therefore,
that whatever degree of influence is approximately equal for all four
job categories. As a result, suggestions for revisions in Training
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Center programs must be based upcon the types of decisions which are
comparatively uninfluenced by Training Center programs and the parti-
cular job categories which characteristically make those types of deci-
sions. On these bases we may advance the following suggestions: 1.
Training in the resolution of immediate action decision situations
should be initiated for cottage personnel and for teachers. 2. Train-
ing in management decisions, emphasizing personnel matters, shouid be
initiated for administrators. 3. Training which acquaints youth ser-
vice workers with the alternatives associated with disposition of
youths, the bases on which dispositional decisions should rest, and
other matters pertaining to the disposition of youths should be initi-
ated for supervisors/counselors.

FIGURE 13

THE DISTRIBUTION OF SUBJECTS IN EACH
JOB CATEGORY AS COMPARED .WITH THE
DISTRIBUTION OF TRAINING INFLUENCED
DECISIONS RECORDED IN EACH JOB
CATEGORY .

JOB CATEGORIES
COTTAGE SUPERVISORS
PERSONNEL  COUNSELGORS ADMINISTRATORS TEACHERS  TOTAL

NUMBER OF SUBJECTS

21 156
INTERVIEWED 63 >3 19 :
NUMBER OF TRAINING

INFLUENCED 113.08 85.13 34.10 37.69

DECISIONS EXPECTED
NUMBER OF TRAINING

INFLUENCED 123 94 33 30 280
DECISIONS OBSERVED

X2=2.488y DEGREES OF FREEDOM=3
A X2 OF 2.488 WITH 3 DEGREES OF FREEDOM IS NOT SIGNIFICANT.

These suggestions do not imply a reordering of priorities for the
Training Center. Care should be taken so as not to de-emphasize the
considerable and positive impact of Training Center programs on counsel-
ing/treatment decisions and on interpersonal decisions, Assisting youth
service workers in the counseling and treatment of youths could remain
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as the first priority in Training Center programs. However, we will
suggest in subsequent analyses that certain Training Center courseg

are accounting for most of the impact on on-the-job decisions, and
that other Training Center courses ar

Thus, it is possible to replace the r
with a few courses focusing specifica
nel, and dispositiona] decisions.

e accounting for almost no impact.
elatively non-influential courses
Ty cn immediate action, person-

Comparison of Individuatl Training Courses.

An analysis which is related to
comparison of individya] trainin
in figure 14.

» but preliminary to the specific
9 courses is that which ig presented

FIGURE 14

THE DISTRIBUTION OF THE NUMBER OF
TRAINING INFLUENCED DECISIONS cCITED
~ BY THE NUMBER OF COURSES TAKEN.

NUMBER OF COURSES TAKEN
11 or

. 1 2 34 5-10  MoRre TOTAL
NUMBER OF SUBJECTS (EXPECTED 6:25 | 7.46 | 9.38 | g8.66 6.25
CITING NO TRAINING
INFLUENCED DECISIONS OBSERVED| 16 10 8 4 0 38

"5.92 5.47 3.95
OBSERVED 8 5 7

CITING ONE TRAINING

NUMBER OF SUBJECTS EXPECTED| 3,95 4.71
INFLUENCED DECIS ION

4 0 24

7.65 | 7.06 | 5.10
OBSERVED| 0 6 12

CITING Two TRAINING
INFLUENCED DECISIONS

NUMBER OF SUBJECTS%EXPECTED 5.10 6.08

10 3 31

12.75 | 16.04 14.81 [ 10.70
OBSERVED 2 10 12

CITING THREE TRAINING
INFLUENCED DECISIONS

NUMBER OF SUBJECTS %EXPECTED 10.70

i8 23 65

TOTAL 26 31 39

66.922, DEGREES oOF F REEDOM=12
DEGREES OF FREEDOM IS SIGNIFICANT AT THE , 001 LEVEL,

36 26 158
X2=
A X2 OF 66.925 WITH 12
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Figure 14 compares the number of training influenced decisions
reported with the number of individual courses the responqents h?d
taken in connection with the Training Center. The analysis of figure
14 disclosed a significant relationship between the number of courses
taken and the rumber of training influenced decisions repotted. How-
ever, what is worthy of noting from figure 14 is that the impact of
Training Center courses on on-the-job decisions increases systematic-
ally up to and including 10 courses. When individua]s'had take? 11
courses they reported the maximum influence on on—the—aob-dec1s?ons
which was possible given the procedures employed in this investiga-
tion. The following inferences are supportable by fi?ure.14:‘ 7. Re-
Tatively Tittle jmpact should be expected from participation in 1
training course. 2. The point at which the maximum impact obsefved
exceeds that which is theoretically expected is the point at Wh1Ch
the individual has taken 5 or more training courses. 3. Th? 1Tp§ct
of Training Center courses is reasonably maximized when an individual
has taken 11 trajning courses.

During the two years for which this evaluation project is rele-
vant, October 1970 to October 1972, the Training Center conducted or.
sbonsored a total of 56 individual courses. Some of these courses
involved few participants, others many. Some of these course? were
offered only once, others were repeated often. Given theée circum-
stances, a special analytic strategy had to be devised which would
allow fair comparisons among the 56 individual courses spon?ored or |
conducted by the Training Center. The logic of this analysis follows:

1. During the interview, respondents were asked to identify speci-
fic courses which had influenced on-the-job decisions.they rfsélTedt
and reported. The interviewers were instructed to.e11c1? surf1c1§n
information from the respondents so that every training 1nf1?ence
decision reported could be attributed to at Jeast o?e spec1r1c c?urse;
2, Any particular respondent might have taken any given comb1nat10n of
courses. If the respondent had taken only one course, no compér1sons
between courses were possible; therefore, none were made. Typ1ca]1i;e
respondents took several, and sometimes many cours?s. 3.’Nhe?eve20m-
respondent had taken two or more courses, all poss1?1e pa1r-W1s:
parisons among these courses were made. The cowparisons took the
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following form. 4. For each possible pair of courses, course A and
course B, four results were possible. First, the respondent might
have attributed an influence to course A and none to course B. In
this event, course A accumulated one favorable comparison to course B.
Second, the respondent might have attributed influence to course B and
none to course A. In this event, course B accumulated one favorable
comparison to course A. Third, the respondent might have attributed
influence to both courses. 1In this event, neither course accumulated
a favorable comparison to the other. Fourth, the respondent might
have attributed influence to neither course., In this event, neither
course accumulated a favorable comparison with respect to the other,
5. Any time any individual respondent had taken any two courses, com-
parisons were made between that pair of courses. Following these pro-
cedures, a total of 5,103 pair-wise comparisons were possible, 6. For
each particular course, we summed across all comparisons involving that
course and all other courses. Thus it was possible to calculate a
ratio, this ratio representing the number of times a specific course
was compared favorably with other courses in ratio to the number of
times a specific course was compared unfavorably with other courses.

The statistical analyses following these operations involved the
assumption that, by chance alone, a course should be compared favorably
and unfavorably with other courses an equal number of times. To the
extent that a given course was compared favorably more frequently than
unfavorably with other courses, the course could be considered “influ-
ential". To the extent that a given course was compared unfavorably
more often than favorably with other courses, the course could be con-
sidered "non-influential®. (The statistical analysis involved trans-
forming the favorable/unfavorable ratios into z scores, and determining
the statistical significance of those z scores.)

The results of the comparisons of the 52 courses are presented
below in terms of five levels of influence: 1. Very influential (z
score significant at .01). Indjvidual courses falling in this category
were found to have influenced on-the-job decisions much more frequently
than other courses with which they were compared. 2. Influential (z
score significant at .10), Individual courses falling in this category
were found to have influenced on-the-job decisions more often than
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other courses with which they were compared. 3. No difference {z
scores not significant). Individual courses falling in this category
were found not to have influenced on-the-job decisions more or less
than other courses with which they were compared. 4. Non-influential
(z seores significant at .10, negative direction). Individual courses
falling in thﬁshcaxggory were found to have been unfavorably compared
with other courses thé"?esgendents had taken. 5. Very non-influential
(z score significant at .01, negative direction). Individual courses
falling in this category were found to have been compared unfavorably
most of the time with other courses the respondents had taken. What
follows,then, is a Tisting of these five categories of courses.

Very Influential Courses

C-203  Interviewing Techniques

HG-201 Psychodrama Workshop

I-101  Introcuction to I-Level "
T-302 Behavior Modification

Out of State Training Programs (training programs sponsored by the
Colorado Youth Workers Training Center
but which required sending youth ser-
vice workers out of state to receive
the training)

Guided Group Interaction/Positive Peer Culture (Vorath)

Influential Courses

I-210  I-Level Sequential Diagnostic System
Sensitivity Training

No Difference, Neither Significantly Influential Nor Non-Influential.

C-201  Interpersonal Communication
C-302 Interviewing/Counseling
D-201  Drugs and Motivation
D-301 The Drug Scene
D-305 Cenikor Techniques
GL-101 Orientation to Youth System
GL-302 Cross Cultural Communication
GL-304" Workshop in Group Dynamics
GL-310 Self Image Techniques
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I-201
1-202
1-303
[-304A
I-305
1-306
MS-200
MS-300.
T-301
T-311
T-312
T-319

I-Level Interyiewing and Diagnosis
Advanced I-Level Interviewing
Cfm Treatment

Cfc/Mp Treatment

Na Treatment

Nx Treatment

Basic Supervision

Principals of Supervision
Reality Therapy

Group Therapy

Gujded Group Interaction
American Indian Culture Today

Non Influential Courses

D-102
GL-305
GL-306
GL-309
1-304B
1-310
1-311
1-412
JD-201
T-303
T-304
T-308/9
T-310
T-315
T-318
General

Alcoholism

Group Life Theory and Practice
Counseling Techniques

NTL Techniques and Role Playing

Mp/Cfc Treatment

Behavior Modification and I-Level
Transactional Analysis and I-Level
I-Level and Religion

Theories of Delinquency

Defense Mechanism

Radical Therapy

Family Therapy

Transactional Analysis

Introduction to Transactional Analysis
Psychopharmacological Agents in Treatment
Orientation

Very Non-Influential Courses

C-202
C-305
N-101
GL-301
GL-307

Interpersonal Communication Practicum
Minority Group Communication
Pharmacology of Drug Abuse

Concepts of Group Dynamics

Group Counseling
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HG-401 Psychodrama Leadership

I-30T  Introduction to I-Level Treatment
I-302 12 Treatment

I-402 Classification of Workers

L-101 Law and the Juvenile

T-306 Gestalt Treatment

In interpreting these degrees of influence on on-the-job decisions,
based upon pair-wise comparisons among individual courses, it is essen-
tial that the reader keep in mind the following qualifications: 1. The
criterion involved in the course comparisons is the impact of the course
on on-the-job decisions, as reported by the respondents interviewed.

To the extent that individual courses should have been expected to in-
fluence on-the-job. decisions, the comparisons are fair. To the extent
that certain courses were offered for reasons other than influencing
on-the-job decisions, the comparisons are not fair. Ultimately, the
precise interpretation of these individual course comparisons will be
most adequately and accurately made by the Director of the Colorado
Youth Workers Training Center. 1In those instances in which courses
may reasonably be expected to influence on-the-job decisions but were
found to be very non-influential, it seems reasonable to suggest re-
placing these courses with other courses specifically designed to
influence on-the-job decisions. 2. The degrees of influence listed
above are comparative. This means that “relative influence" is being
assessed, not the absolute presence or absence of influence. Several
implications of the results should therefore be made more explicit,
First, the influential courses are extremely influential. Indeed, most
of the influence on on-the-job decisions 1is attributed to relatively
few courses. Second, particular attention should be paid to the middle
level of influence, "no difference". This category does not in any

way imply that the courses were not influential with respect to on-the-
job decisions. This category simply implies that the courses falling
within were neither more nor less influential than other courses with
which they were compared. Thus, the most aporopriate use of the data
presented above would be: 1. To offer more frequently, or to offer
similar courses to, the ones which were found to be influential. 2. To
improve or to eliminate those courses which were found to be comparatively
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Tess influential, especially those found to be very non-influential,
if it is reasonable to assume that the specific courses should have
had an impact on on-the-job decisions.

Reasons Why Training Was Not Influential.

In particular instances, respondents reported that particular
courses were not influential with respect to their on-the-job decisions.
In those instances, respondents were asked to provide reasons why, in
their opinion, specific courses were not influential. These reasons
were content analyzed according to the categories presented in the
section dealing with methods and procedures. From this content analy-
sis, the following conclusions are offered: First, it should be noted
that only 34 out of the 158 respondents indicated that Training Center
programs had not been influential with respect to their on-the-joub de-
cisions. The majority of these 34 respondents had taken only one or
two courses. Given our earlier analysis of the relationship between
the number of courses taken and the number of training influenced deci-
sions reported, it is reasonable to assume that many of these 34 respon-
dents would have attributed influence to Training Center programs had
they participated in more individual courses. Nevertheless, their re-
sponses are informative with respect to the reasons why individual
courses were, in their case, non-influential. The reasons given for
the relative non-influence of individual courses fell predominately
into two categories: discrepancies between training and job, and con-
tent of the program, These two categories imply several things. First,
in particular cases, respondents were unable to see or appreciate the
relationship between what was presented in the training program and the
demands of their particular jobs. Second, in particular cases, the re-
spondents expressed the opinion that particular courses presented no
new information or ideas, or that the content of the course was presented
with insufficient direct applications to the jobs they were performing.
Of interest is the fact that the Teast frequent criticism of Training
Center programs involved "instructor'. Thus, it seems that the Training
Center staff, in their actual conduct of the courses, are performing
adequately, or even commendably, What is suggested by the responses of
the interviewees is greater attention to the extent to which individual
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courses are specifically appropriate to the jobs being performed by
the participants or trainees.

General Summary and Recommendations.

With respect to the general effectiveness of Training Center pro-
grams, the following information is particularly relevant. Of ai] pos-
sible sources of influerice on on-the~job decisions, the Training Center
accounts for approximately one-sixteenth of the influence. Given that
the predominant sources of influence were prior personal experience and
knowledge of parties involved in decicion situations, Training Center
influence, compared with other sources of influence excluding personal
experience, is substantial. Training Center influence is greater than
a variety of other sources of influence, including formal education,
non-Center training, common sense, etc. One hundred twenty-four out
of one hundred fifty-eight respondents were able to recall and report
spe¢cific decision situations in which Training Center programs were
influential in helping them resolve the decision situations. Of the
34 vrespondents who attributed no influence to Training Center programs,

“the majority were individuals who had taken only one course. These 34

respondents were generally uncritical of Training Center instructors,
When criticisms were offered, these criticisms involved the relevance
or'applicab11ity of specific courses to job characteristics or demands.
In view of the fact that Training Center programs are offered on a vol-
untary participation basis, some of the responsibility for the appro- ’
priateness of particular courses to individual trainees must rest with
the trainees themselves. Nevertheless, the Training Cente% may improve
its general program by eliminating certain courses which have been found
to be very non—inf1dentia1 with respect to on-the-job decisijons and in-
cluding other offerings which are tailored to the decision-making'reSponr
sibilities of particular job classifications. '

The most dramatic impact of training seems to be in the counseling/
treatment area. To the extent that Training Center programs are designed
primarily to assist youth service workers with respect to counseling/
treatment approaches, the Training Center is very effectively accomplish-
ing this purpose.

P . o s ¥ 1)
A secondary impact on decisions is found in the "interpersonal
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category. Training Center programs apparently have the side-effect of
assisting youth service workers in resolving decision situations involv-
ing relationships with professional peers, co-workers, supervisors, and
subordinates, and in decision situations involving the conduct of, or
participation in, formal meetings.

Analyses of the types of decisions made by individuals in specific
Job classifications, and analyses of the relative impact of Training
Center programs on particular decision types, result 1in the following
recommendations: 1. The Training Center could substantially improve
its offerings by conducting a course or courses directed toward assist-
ing youth service workers to resolve immedjate action situations. These
situations involve drugs and accidents, crimes and runaways, and aggres-
sive or violent behavior by youths. Such a course or courses would be
most appropriately directed toward cottage personnel, and to a lesser
but still a substantial degree toward teachers. Such a course or
courses could take advantage of the information gathered during this
evaluation project. That is, in the conduct of this evaluation project
we have generated information concerning specific decision incidents
involving immediate action. The nature of these decision situations is
available in our records. Consequently, training with respect to imme-
diate action situations could be specifically tailored for cottage per-
sonnel and/or teachers on the basis of the decision situations reported
by these classifications of youth service workers. 2. A course or
courses could be developed for administrators. Such a course or courses
would most appropriately emphasize management decisions, especially those
decisions involving dismissals, reprimands, staff assignments, and the
delegation of responsibilities to subordinates. 3. There is some evi-
dence that supervisors/counselors might profit from a course or courses
dealing specifically with disposition of youths. Such a course or
courses might identify, in more detail than is presently the case, al-
ternatives that are available with respect to the disposition of youths,
programs, facilities, special institutional resources available, guide-
Tines with raspect to recommendations to courts, etc.

These revisions or modifications in Training Center programs might
be reasonably expected to substantially improve the overall impact of
Training Center programs on on-the-job decisions. Such revisions and
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modifications could be made without endangering the substantial and
positive effects on counseling/treatment and interpersonal decisions.

The influence of Training Center programs was attributed dispro-
portionately to 8 individual courses. On the other hand, there wer?
11 individual courses which compared very unfavorably with the remain-
der of the courses. There were 16 courses which compared somewhat un-
favorably with the remainder of the courses. Thus, to the extent that
influence on on-the-job decisions is a reasonable criterion, we would
suggest substantial revision or elimination of some of these course%.
In their place could be developed a serjes of courses directed Spe?T-
fically at types of decision situations encountered by particular job
classifications of youth service workers.
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SECTION FIVE
A MODEL FOR EVALUATING TRAINING

Issues in Training Evaluation.

The evaluation of training programs both in the rhetoric and the”
published Titerature surrounding this problem area, inevitably con-
fronts three major issues: 1. The appropriateness and acceptability
of evaluation criteria 2. The adequacy of the evaluation methods
3. The utility of information generated by the evaluation projects.

Evaluation projects must address the issue of identifying appro-
priate and acceptable evaluation criteria. Typically, this issue is
addressed in the evaluation Titerature through suggestions that eval-
uators identify the specific goals and objectives of training programs
and assess the extent to which these specific goals and objectives are
being achieved. This standard suggestion, though very important, is
usually not sufficient in and of itself. First, it is sometimes diffi-
cult to get training directors and those responsible for training pro-
grams to list specific goals and objectives in terms which are directly
measurable. That is, objectives are frequently couched in rather glo-
bal and abstract terminology, making it difficult to develop assess-
ment procedures which will generate empirical data concerning the ex-
tent to which those goals and objectives are being achieved. Secondly,
even when goals and objectives have been stated in assessable terms,
training objectives frequently vary considerably within an overall
training program, or between elements of a training program. That is,
different courses have different objectives. Thus, it is often diffi-
cult to compare the relative effectiveness of elements in an overall
training program, especially if those different elements are assessed
with different measures in order to be consistent with their individual
goals and objectives. Third, individuals who make policy and financial
decisions concerning training programs are themselves frequently not
the trainers. Indeed, policy and financial decisions are frequently
made by individuals higher in the levels of an organization or insti-
tution. And whatever criteria are employed in evaluating training
must make sense to these decision makers. The ideal situation, of
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course, is the jdentification of evaluation criteria which are accept-
able to trainers, training directors, and policy makers who ultimately
control the destiny of training programs. That in-service training
should somehow affect job performance or influence on-the-job deci-
sions is a general criterion which should be considered “fair" by most
parties concerned with the results of evaluation research.

Arguments concerning the adequacy of evaluation methods will prob-
ably always characterize training evaluation projects. The principal
point at issue is how far the evaluator can reasonably go toward adher-
ance to rigorous "scientific" methods. These methods are associated
with scientific experimentation, with the constituting of equivalent
treatment and control groups, with pre-testing and post-testing, with
reliable and valid measurement, and with sophisticated statistical
treatments of data. Indeed, these methods are usually associated with
"hard" sciences, and those aspects of the social and behavioral sci-
ences in which research is conducted primarily in laboratory settings.
The Taboratory need not be a Taboratory in a physical sense, but is
frequently a context in which the researcher is able to manipulate or
control relevant variables. Unfortunately, it is often difficult or
impossible to meet the requirements of scientific methods in the eval-
uation of training. For example, at the very center of experimenta-
tion in the social sciences is the setting up of experimental and con-
trol groups. Theoretically, one group of subjects is exposed to a
“treatment" while another, equivalent group of subjects is not exposed
to the treatment. Pre-to-post changes on a criterion measure is the
basis for assessing the differential impacts of treatment versus no
treatment on the two groups. The two strategies ordinarily employed
in constituting experimental and control groups are randomization and
matching. Randomization assumes that subjects are randomly assigned
to either the experimental or the control group, thus yielding equiva-
Tent groups. In many organizational or institutional settings, ran-
domization is impractical or impossible. Similarly, attempts to match
a sample of trainees with a sample of non-trainees are potentially
error-filled. Even if all of the relevant characteristics on which the
two groups should be matched were amenable to measurement, in many sit-
uations samples of trainees are self-selecting samples. That is, in
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many situations trainees attend training programs voluntarily. Hence,
individuals who ultimately end up in the sample of trainees differ from
jndividuals who are not included in the sample of trainees in terms of
perhaps the most relevant characteristic, that of wishing to receive
the training in the first place. At any rate, the injunction to empioy
more rigorous scientific methods in evaluating training is frequently
at odds with organizational or institutional realities. The question
then becomes: can we identify evaluation methods which are reasonably
adequate and which are, at the same time, usable in organizational and
institutional settings? What will be presented shortly is an approach
to training evaluation which is as simple and yet as reasonable as we
can make it.

Another issue in training evaluation revolves around the.utility
of the information generated by the evaluation projects. Program plan-

ners and training directors frequently charge that the results of .eval- .

uation projects are so general as to provide a rough index of "how well
we are doing". Seldom does the evaluation information point to speci-
fic revisions or modifications which can be made to improve the over-
all effectiveness of training programs. What is needed is an evalua-
tion strategy which is both evaluative and instructive. Such a strat-
egy would not only assess the general effectiveness of training, but
would also assist in the planning and development of new training ele-
ments which would overcome the deficiencies discovered in the training’
evaluation project.

The model which is presented below is an attempt to resolve the
major issues confronting training evaluation. It is an attempt to

) deve]op a general approach to training evaluation which would be usable
4n a wide variety of organizational and institutional settings, and with

a wide variety of training programs.

The.Elements of the Model

1. A generally appropriate criterion. A general model for evalua-

ting training rust include a criterion which possesses the following

minimum characteristics: 1. It must be a reasonable and fair stand-
ard against which training efforts may be evaluated. 2. It should
allow for the discovery of differential impacts with respect to job
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characteristics, or other subcategories of tra‘nees. 3. It should
?1]ow for the discovery of differential impacts with respect to train-
1ng.contents, training components, or different aspects of a general
traTning Program. The criterion suggested herein is the impact of
training on on-the-job decisions. Such a criterion seems to possess
the three characteristics allyded to above. First, in all but the
mos? ?nusual Cases, it is a reasonable and fair standard against which
traTnTng efforts may be compared. Whatever more specific objectives
traTnTng Programs might have, a reasonable assumption is that most
traTn1ng programs are designed to improve the job performance of
trainees, If the jobs performed by trainees involve other than purel
mechanijcal skills, then one of the most basic ingredients of job per—y
form?nce s the resolution of decision situations. To the extent that
specific Jjobs allow for behavicral alternatives, then the resolution
of on-the-job decisions is an essential characteristic of the job

The very least that should be expected of trainin .

s that they influence the manner in which on-the
resolved,

g programs in general
-job decisions are

Second, training programs are frequently directed toward indivi
duals performing a variety of jobs. -
?f Jobs they perform, amounts of eXperience on the job or in the or
1zaFion, background characteristics, personality Characteristics ei:n-
Training progra~ are frequently effective with respect to some ;ubn .
categories of trainees, byt relatively less effective with respe t
othey subcategories of trainees. Rarely is a training programp (':tht0
totally effective or totally ineffective, Consequent]y, a prodj;tijz

approach to training evaluation s one which allaws for modification
and revision of training efforts. Unfortunate]y

Trainees differ in terms of types

much contemporary

Tuation frequent] ield
conclusi " ! A ‘ et
on that "“it works" or “it doesn't work"., The identification

of mOfe appropriate evaluation criteria would allow for more realisti
?ppra1s§1s of training impacts. The resolution of on-the-job d TS?TC
is ? criterion which would allow for comparisons of subca+i oriECTSTOnS
trainees. Hence, the results of training evaluation proj;cis es]Zf
allow for modification or revision of training efforts, the reZ::ection
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of training emphases, and the more appropriate use of evaluation out-

comes.

Third, rarely are training programs uniformly effective or ineffec-
tive. Some features of a total training program may be relatively effec-
tive while other features are relatively ineffective. Unfortunately, if
different dimensions or aspects of a total training program are evalua-
ted according to different criteria, then no comparisons among elements
of a total training program are possible. However, if a generally appro~
priate criterion can be identified, then comparisons among different ele-
ments of a total training program are possible. The resolution of on-
the-job decisions is a criterion which would allow for comparisons among
different elements of a total training program. Hence, training pro-

~grams could be modified in terms of retaining those elements which influ-

ence on-the-job decisions and revising or modifying those elements which
seem to have little impact on the resoiution of job-related decisions.

2. A Descriptioh of Decision Characteristics. The model herein
proposed assumes that jobs can be characterized in terms of the types
of decision situations encountered by individuals performing the jobs.
It is possible, therefore, to secure answers to the following questions:
1. What kinds of decision situations are characteristically encountered
by a given population of trainees in the routine performance of their
jobs? 2. What kinds of decision situations, encountered by these train-
ees, are influenced by the training they have received? 3. To what ex-
tent is the training influencing the types of decisions trainees are
required to make in the performance of their jobs? In order to answer
these questions the following evaluation procedures are suggested.

a. Developing an interview schedule. Interviewing is suggested as
the basic method for several reasons. First, the objective is to elicit
relatively detailed responses. That is, we wish to get beyond simple
descriptions of jobs performed. We want respondents to recall, and to
report in detail, specific decision situations they have encountered on
the job, so that jobs can be characterized in terms of concrete deci-
sions made, rather than more abstract and superficial definitions of '
job responsibilities. Second, during the conduct of an interview, a _
trained interviewer is capable of adjusting and correcting the interview
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if it becomes apparent that the respondent is not providing the kind
of information or the depth of information necessary to accomplish the
evaluation objectives. The interview schedule employed in this eval-
uation project, and contained in appendix B, may serve as a general
T1lustration of the format which can be employed in eliciting informa-
tion concerning the characteristics of on-the-job decisions.

b. Training interviewers. This approach to training evaluation
requires interviewers who are relatively skilled at monitoring inter-
viewee responses and guiding those responses in directions consistent
with the evaluation objectives. For the evaluation project reported
herein, interviewers were selected from among graduate students in a
Department of Communication. In addition, the interviewers need to
understand the evaluation strategy, the kinds of information the eval-
uation project is attempting to generate, and how the interviewer may
behave so as to elicit appropriate and useful information from respon-
dents. A description of interviewer training for this project, and
one which may serve as a general illustration of training interviewers
for this suggested approach to training evaluation, was presented in
section III of this report.

c. Developing categories. The essential information generated by
the interviews is of two types: 1. Reports of specific decision situa-
tions encountered by interviewees in the performance of their Jjobs.

2. Reports of specific decision situations in which the resolution of
the decision situation was influenced by the training interviewees had

received. The development of categories for types of decisions is based

upon the first set of responses; that is, decision situations encoun-
tered in the routine performance of the job. The methods invoived 1in
developing category systems for characterizing verbal content, such as
the reports of decision incidents, are derived from a sub-area of re-
search methods called "content analysis®. At the very basis of this
approach to training evaluation is the development of a category system
which is capable of yielding adequate and reljable classifications of
decision incidents in terms of types of decisions. Consequently, con-
siderable care should be taken in the development of decisjon catego-
ries~dhd in their subsequent testing for the reliability of coders

employing the category system. In executing this phase of the evaluation
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project, one should secure the assistance of an individual practiced
in the performance of content analysis.

d. Breaking the sample. Once it has been established that the
decision incidents reported by respondents can be reliably classified
in terms of a set of decision categories, then it is possible to de-
scribe the sample in terms of the types of decisions which characterize
the jobs performed by the respondents. It is also possible to compare
sub-samples of respondents in terms of types of decisions made. Thus,
the total sample of interviewees may be broken down by type of job,

Job classification, department, or any other relevant sub-sample char-

acteristic which might help to make the evaluation results more useful
in developing spécific training components which are oriented toward

the needs of particular sub-samples. If analyses of the distribution
of decision types for different sub-samples results in the conclusion

. that all sub-samples make eésentia11y the same kind of decisions, then

the different sub-samples may benefit from essentially the same kind
of training. However, if sub-samples vary considerably in terms of

types of decisions made, then more specific types of training may be
developed to meet the needs of particular sub-samples.

3. Description of training influenced decisions. In addition to

reporting specific instances in which decision situations were encoun-
tered in the routine performance of their jobs, the interview schedule
requires respondents to recall and report specific decision situations
in which the resclution of the sjtuation was influenced by the training
they had received. The category system developed for the analysis of
general decision types is also employed for the analysis of training
influenced decisions. The analytic strategy is to compare the distri-
bution of general decisions with the distribution of training influ-
enced decisions. Such comparison may be made for the total sample, and
for relevant sub-samples. Discrepancies found between the distribution
of general incidents and the distribution of training influenced inci-
dents provide the basis for refining or modifying the training program.
For example, if a particular sub-sample makes a substantial number of
decisions of type X, but reporis relatively little influence of train-
ing on decisions of type X, then training may be developed specifically
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for the purpose of assisting trainees to resolve decisions of type X.
The basic strategy is a relatively simple one: 1. For a total sample,
or for specific sub-samples, identify the types of decisions that in-
dividuals aré required to make in the performance of their jobs. 2.
Identify the types of decisions which are influenced by the training
respondents have received. 3. Focus on those cases in which the train-
ing is apparently not influencing particular types of decisions, espe-~
cially when those types of decisions represent a substantial proportion
of the decisions required in the performance of Jobs. 4. Revise train-
ing emphases so that the training offered is tajlored to the types of
decisions requirad in the performance of jobs.

This_basic,approach to training evaluation might be modified in a

number of ways, depgnding Upon how detailed an evaluation is desired,
'Eqr_examp1e, it is possible to identify the characteristic ways in
"'thphvthe particular decision situations are resolved. Thereafter,

' agsdﬁing that adequate criteria are available or could be developed,
it Qoﬁ}d be possible to determine whether particular decision situa-
tions are resolved "adequately" or "inadequately" by the respondents.
In'casésxwherein decision situations are resolved "adequately", perhaps

training is unnecessary. In particular situations in which decisions
- are resolved "inadequately" then the development of corrective training
may be essential. Additionally, it is possible to obtain, from indivi-
duals who report relatively 1ittle or no influence of training on their
decision53 the reasons for this Tack of influence. It may be that the
training is not sufficiently relevant to the job. It may be that the
~£rain1ng.is presented in such theoretical or abstract terms that it is

. o difficult to make applications to the job. It may be that particular

individuals are so constrained by institutional policies and regula-

~ tions that they have Tittle opportunity to engage in rea] decision-
‘méking. It may be that certain courses are conducted poorly. Whatever
the reasons, it is possible that the information elicited will be help-

ful in revising or modifying training efforts, or in using training
courses more productively,

This model for evaluating training is ofcered as a response to the
.issues discussed 1in the introduction to this section.

More generally,
this model is offered as a reaction tv a recurring prob

lem in training

)

t

evaiuation. It is frequently the case that evaluation projects gener-
ate information which is “evaluative", but not “instructive". We have
too often encountered evaluation results which Teave us with only two
alternatives: continue what we are doing or do something entirely
different. We wish to obtain more evaluation results which provide us
with guidelines for revising or modifying our training efforts. The
model presented herein serves that end. Indeed, the basic strategy of
describing decision situations in terms of job classifications could
even be employed in the absence of an established training program,
and for purposes of determining what kind of training is origina11y.
needed. To the extent that the resolution of on-the-job decisions is
an appropriate and acceptable criterion, then the model should gener-
ate both realistic and useful information.
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Appendix A
COURSE DESCRIPTIONS




C-201  INTERPERSONAL COMMUNICATION

This course is designed to provide basic skills in communication on
both a theoretical and practical level. Listening, one-two way com-
munication, symbolic interaction, self-disclosure and feedback are
dealt with in order to help the student improve relationships, over-
come roadblocks, and accomplish tasks through better communication.

xll

5

C-202  INTERPERSONAL COMMUNICATION PRACTICUM

This course is a practical application of C-201. Emphasis is on
demonstrations, and exercises that are directed at providing in-
dividual feedback for members. .

C-203  INTERVIEWING TECHNIQUES

This three day course is primarily experiential. During the morning
of the first day, theory and techniques will be presented, including
the viewing of video tape segments of good and bad interviews. Dur-
ing the rest of the course each student conducts two video taped in-
terviews with institutionalized youth. These interviews are viewed
and discussed by the total class.

€-302  INTERVIEWING/COUNSELING

‘This course is an intense three day workshop relying heavily on video
feedback. Theory is presented via discussions, handouts, and a video
‘tape on techniques. Each student does two taped interviews utilizing
youth from the institutions. The entire class evaluates the interview.

. , \ .. ; . N s N p N

C-305 POLICE AND MINORITY GROUP COMMUNICATION

This course is a thirty hour course dealing with methods and techniques
for improving communication between law enforcement officers and citi-
zens from minority cultures,

D-101  PHARMACOLOGY OF DRUG ABUSE

This course gives a basic overview on the pharmacology of amphetamines,
barbiturates, alcohol, hallucinogens, marijuana, opiates, tranquilizers,
and miscellaneous agents. This course includes slides, and video tapes
dealing with attitudes and facts related to drugs. The course gives
suggestions on what to do for bad trips and overdoses.

D-102 ~ ALCOHOLISM

This course is designed to give the student a general overview of alco-
holism. Some specific areas covered are: stages of alcoholism, effects
of alcohélism on the body, psychological factors of alcoholism, treat-

ment modalities for alcoholism, and several theories. This course com-
bines lecture and discussion and is for youth workers interested in un-
derstanding alcoholism as another drug addictien afflicting youth.
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D-201  DRUGS AND MOTIVATION

This course is designed to provide the participant with the opportunity
to discuss why some people have chosen drugs which are culturally de-
fined as illegal.

D-301  THE DRUG SCENE

This course is a experiential course which provides the student with
on the street experience. Police, minority groups, street people,
and helping agencies provide perspective on the drug issue.

D-305 CENIKOR TECHNIQUES

This course will be presented by staff members of Cenikor. The class
format consists of short lectures, discussion, and some experiences
with the Cenikor drug rehabilitation techniques.’

GL-101 ORIENTATION TO DELINQUENT YOUTH SYSTEM

Thrqugh the use of closed circuit TV, and other audio-visual aids par-
ticipants are provided with an overview of the Colorado delinquent
youth system. Participants visit several institutions or agencies

serving youth and may observe juvenile court hearings. Visits to agen- -

Cies may vary according to interest of class. This course is designed
for any interested youth worker who wants a short, intensive overview
of the delinquent youth system in Colorado.

GL-301 CONCEPTS OF GROUP DYNAMICS

This course is a pre-requisite to all other group 1ife courses. This
course utilizes lectures and open group techniques in order to demon-
strate the theoretical concepts and processes which may be applied to
an understanding of group dynamics.

GL-302 CROSS CULTURAL COMMUNICATION

This course is designed for youth workers who want first-hand knowledge
of the youth scene in an urban environment. Through intensive, but
concentrated learning experiences, the class gains first-hand knowledge
of the current youth scene in Denver. Psychological concepts are ex-
plored, sociological problems are viewed. Acquaintanceship with the

_ value systems of youth is provided through 1ife experiences on the

street. Class members are given an opportunity to practice what they
have learned during the quarter.

GL-304 WORKSHOP IN GROUP DYNAMICS

This course is designed for the youth worker who wants an opportunity
to apply the concepts of group dynamics. Through the use of games,
exercises, and video-tapes, the student learns how the concepts of
leadership, power, and authority operate in a group. The student also

learns how to handle group cooperation, competition, interpersonal
attraction, status, and feedback. P P
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GL-305 GROUP LIFE THEORY AND PRACTICE

Utilizing a wide variety of audio-visual aids, this class provides prac-
tical suggestions on managing small groups of youth within the institu-
tional setting. Subject matter includes: interviewing and counseling
techniques, discipline, helping relationships, formation, and drug abuse.

GL-306 COUNSELING TECHNIQUES

This coursd is designed to provide training in one-to-one counseling
techniques; The structure of the class s flexible and is built around
the needs pf the class. It consists of short lectures on general coun-
seling teghniques and counseling sessions which are video-taped and
critiquediby the class.

6L-307 GROUP COUNSELING

This course provides an intensive look at small group dynamics as they
complement group counseling. This course will include games and exer-
cises to demonstrate how leadership, power, authority, competition,
and cooperation may be used in group counseling.

GL-309 NTL TECHNIQUES AND ROLE .PLAYING

This four-hour course consists of two distinct and separate subjects:
1. A representative presentation of group techniques used by National
Training Laboratories; and 2. Discussion and experience of role play-
ing techniques. This Tatter section includes a video tape presentation.

" GL-310 SELF IMAGE TECHNIQUES

This class emphasizes the experiential learning process and partici-
pants are expected to deal with their own self-image on a gut level.
Such tools as the mirror, johari window, power game, diactic encoun-
ters and structural analysis in TA are utilized.

HG-201 PSYCHODRAMA WORKSHOP FOR YOUTH WORKERS

This course is designed for youth workers interested in learning about
the use of psychodrama and role-playing techniques, either for personal
growth or for use with youth in a treatment setting. Some theory is
presented, but the workshop concentrates on the experiential Tearning
system. Participants are given a chance to participate in psychodrama
Tearning experiences and are given the opportunity to conduct practice
sessions in psychodrama work. The workshop includes experience in
sociometric diagramming, utilization of school of Moreno Psychodrama .
techniques such as The Gift Shop, The Projection Booth, Projected Chair,
Protagonist, Alter Ego, and Mirror methods.

HG-401 PSYCHODRAMA LEADERSHIP

This course is designed for any youth worker interested in becoming ac-
tive as a psychodrama leader. The course begins with a two and one-half
day in residence workshop which is followed by regular classes for elev-
en weeks, four hours per week. The course concludes with an eight-hour
marathon. The techniques utilized in this course may be useful for
family therapy.
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I-101  INTRODUCTION TO I-LEVEL THEORY

This course consists of a 12-hour introductory workshop designed to
introduce the student to the basic concepts of I-Level including a
detailed discussion of the level and sub-type classifications. Essen-
tially an overview of theory, the workshop serves as a basis for I-201.

I-201  INTRODUCTION TO I-LEVEL TREATMENT

This workshop builds on I-101. It touches on relevant differential
treatment environments suggested by I-Level developmental model.

Included is some discussion of worker/client matching. This course
is an overview and is not designed as a depth analysis of treatment.

1-202  ADVANCED I-LEVEL INTERVIEWING AND DIAGNOSIS

This course is a 30-hour advanced workshop in I-Level interviewing.
The program involves three phases. Phase one consists of a two-day
workshop during which each student will interview one youth. The
interview is video-taped for immediate playback and analysis by an
instructional group of three other students and an instructor. The
second phase is the assignment to interview another youth and second-
rate a tape done by a partner from Phase one. During Phase three, at
least four of these interviews are intensively critiqued by the

instructor. This course is designed for youth workers who have had
I-201.

I-210  I-LEVEL SEQUENTIAL DIAGNOSTIC SYSTEM

This course consists of a 12-hour workshop designed to train intake
staff.in the diagnostic procedures used by Dr. Carl Jesness in the
California Youth Authority. The major focus of this class is to
train students in the administration and scoring (for I-Level diag-
nosis) of a sentence completion test.

I-301  INTRODUCTION TO I-LEVEL TREATMENT

This course is a 12-hour workshop which overviews I-Level treatment for
all classifications. It touches on relevant treatment modalities, envi-
ronments, and some discussion of appropriate worker characteristics.

I-302 12 TREATMENT

This course is a 12-hour seminar for intensive discussion and analysis
of 12 treatment.

1-303  Cfm TREATMENT

This course consists of a 12-hour seminar for intensive discussion and
analysis of Cfm treatment,

I-304 Cfc-Mp TREATMENT

This course is a 12-hour seminar for intensive discussion and analysis
of Cfc-Mp treatment.
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I-305  NA TREATMENT

This course consists of a 12-hour seminar for intensive discussion and
analysis of Na Treatment

[-306  Nx TREATMENT

This course is a 12-hour seminar for intensive discussion and analysis
of Nx treatment.

1-310  BEHAVIOR MOGDIFICATION TECHNIQUES AND I-LEVEL

The intent of this 12-hour workshop is to explore the differential
effectiveness of operant conditioning techniques.

1-311  TRANSACTIONAL ANALYSIS AND I-LEVEL

This course consists of a 12-hour workshop designed to examine the
differential effectiveness of T.A.

I.402  CLASSIFICATIONS OF WORKERS

This course is a 20-hour workshop designed to train personnel in' identi-
fying types of treatment agents. This is a "how to" class and includes
the assignment of at Teast one worker style interview.

[-412  I-LEVEL AND RELIGION

This course is a three-hour seminar addressing itself to the correla-
tions between I-Level development and religious experience. Continu-
ing directed study may be arranged with instructor's consent.

JD-201 THEORIES OF DELINQUENCY

In this course, several current theories of Juvenile delinquency are
presented and discussed. The presentations are broad enough to include
causal and treatment considerations. Discussion is encourgged, as is
the student's expression of his own ideas of delinguency. This course
is designed for any youth worker interested in understanding delin-
quency on a theoretical basis.

L-101  THE LAW AND THE JUVENILE

This 20-hour course is an in-depth exploration of the Colorado Juvenile
Code and various Tandmark decisions regarding juveniles. Discussions
center around social implications of these court decisions and related
relevant material.

MS-200 BASIC SUPERVISION

This course is designed to create an awareness of supervisory skills
that must be developed by employees as they progress toward beginning
levels of supervisory responsibilities. The course is designed to
assist participants in planning their own future development.

- 99 .




T T T o a0

MS-300 MANAGEMENT AND SUPERVISION

This course provides participants with the methods and techniques en-
abling them to put into use newly acquired skills in their own job,
in terms of management of others. Emphasis is on adm1n1strat19n_and
human relations skills. The course is designed for personnel in
management/supervisory positions in state institutions and other
affiliated state or volunteer youth agencies.

T-301 REALITY THERAPY

This course provides didactic instruction in Glaser's reality approach
to treatment. The course emphasis is experiential.

T-302 BEHAVIOR MODIFICATION

This course describes the use of behavior modification techniques with
adolescents. It includes background in learning theory, as well as ex-

amples of how this technique can be applied to institutional treatment
settings.

T-303 DEFENSE MECHANISMS - THEIR USE AND ABUSE

This course comprises a basic discussion of defense mechanisms, a de-
scription of the various kinds of defenses, their utility, their de-
structive potential, and some suggestions as to treatment implications.

T-304 RADICAL THERAPY

This course describes an unconventional approach to treatment which
Tooks at political and economic factors rather than internal dynamics
as causes of emotional maladjustment.

T-306  GESTALT TREATMENT

This course includes a didactic description of the Gestalt approach to

treatment with an emphasis on applying some of the characteristic tech-
niques, e.g., "the empty chair."

T-308  FAMILY THERAPY

This course is a didactic and experiential presentation of techniques
applicable to family therapy. Phase I (T-308) is a formal discussion
of family therapy techniques. Phase II (T-309) focuses on the experi-
ential aspects of the treater and treated. In this phase participants
role play families and therapist.

T-310  TRANSACTIONAL ANALYSIS

This course is a formal introduction to the theory and practice of
Transactional Analysis, with emphasis on its application to group
treatment. The didactic part of the course leads up to the practice

groups in which each participant has the opportunity both to Tead and
be a member of a TA-oriented group.
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T-311  GROUP THERAPY

This course presents different technical approaches to group therapy
with emphasis on the individualistic style developed by each therapist
using any one of these approaches. '

T-312  GUIDED GROUP INTERACTION

This course is a presentation of the principles of G.G.I. It includes

a demonstration, using course participants, of the use of the G.G.I.
concept. '

T-315  TRANSACTIONAL ANALYSIS

This course offers a thorough exposure to the basic TA concepts of
Parent-Adult-Child, Transactions, Stroking, Games, Rackets, and Scripts.

T-318  PSYCHOPHARMACOLOGICAL AGENTS AS USED IN TREATMENT
WITH ADOLESCENTS

This course involves the discussion of the utilization of drugs in the
treatment of adolescents. Focus in this course is on the things the
treatment agent needs to be aware of in dealing with adolescents whose
treatment includes drugs.

T-319  AMERICAN INﬁIAN CULTURE TODAY

This course focuses on the contemporary aspects of Indian culture and
some of the difficulties encountered by the modern Indjan in todays
society.

OUT OF STATE TRAINING

This training consists of sending key personnel to varjous states hav-
ing youth programs. The purpose is to observe and/or be trained in
specific treatment methodologies employed by these agencies.

SENSITIVITY TRAINING

This training involves a typical weekend T group or sensitivity experi-
ence which focuses on the individuals personal growth.

VORATH

This particular training is an intensive and in-depth course taught by
the developer of Guided Group Interaction. Participants must be famil-
jar with G.G.I. and must be involved in a treatment program using
G.G.I. or planning to implement this treatment modality.

PRESSURE POINTS

This course is for personnel involved with assaultive and acting-out
youth. It focuses on how to handle these youth by being aware of
various body pressure points that can be used to control disruptive

activity.
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INTERVIEW SCHEDULE
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Date:
Interyiew Number:

Interviewee:

Job Title:

[‘fﬁ{ﬁéﬁﬁétion;mgbproximately 1 minute of friendly, casual |
r

emarks, if not "forced". !

LEAD IN

You were selected from a Tist of all those who are working in
the Division of Youth Services, to be interviewed. The inter-
views are a part of a research study sponsored by a governmment
agency, with the cooperation of Mr. Agee. Incidentally, by
the time the research study is completed, I will have inter-

' viewed several hundred individuals, like yourself, who work

in this Division.

Since you may be interested in what the study is about, let me

give you just a brief explanation. Generally, we are inter-
ested in the kinds of situations you encounter on the job that

require you to make a decision of some kind. We are also in-
terested in the things which influence your decisions. We are

 trying to discover the kinds of decisions individuals in dif-
. ferent job classifications make, and what influences their

decisions. This kind of information could be very helpful to
institutions such as this one. It could help in classifying
jobs, in training programs, and in other ways we probably
haven't even thought of yet.

We will make nc attempt to evaluate the "goodness" or “badness"
of the decisions you or anyone else makes. Our research ob-
jectives don't include such evaluations. And besides, you are
the only one who really knows whether your decisions are good
or bad. S0 please be candid and honest. The only ones who
will ever see the results of this interview are the researchers.
In fact, your name will be removed from the interview record as
soon as we have coded your answers for computer analysis.

e ity ————
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Question 1-2

"How did you resolve this situation? That is, what did you decide or
what did you do? '

So let's begin. And since I know very little about your job, it
will help me considerably if you would tell me what you do in a
typical working day.

Note Resolution:

SECTION I: GENERAL DECISION INCIDENTS
LEAD IN

- - e e ww =

This part of the interview deals with the kinds of decision situa-
tions you encounter on your job. Would you think for a moment about
the kinds of decisions you make and some specific situations when
you were required to make a decision.

Question 1-3

I supposa there are many things which might have influenced you to re-
, solve the situation in the way you did. Something you learned from a
Question 1: Critical Incident . ° ) 1 past experience, something you read in a book, or heard in a lecture,
or perhaps seeing someone elsa resolve a similar situation. Can you

Can you recall one particular situation recently when you had . thi ¢ . . ) o
a decision to make that was a part of your job? 1 ink of some of the things that might have influenced your decision

in this situation?

(Interviewer Note: If the respondent is hesitant, probe by referring e b

to something he mentjoned when he was describing his job. e.g., "You : o =TT T T T T T ST T ST T s s
mentioned that you are in charge of the girils jn this cottage. -Can y ’
you recall the last time you had a problem with one of the giris?"
Continue prompting until the respondent has an incident in mind.)

Question 1-1

]
]

i Would you describe the situation you have in mind. For the moment, ]
don't tell me what you decided, but simply describe the incident so m
-
||
%

that I might be able to understand the situation you were in.
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Question 1-4

Finally, can you recall approximately when the situation occurred?
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Question 2: Critical Incident

Can you recall another recent situation when you had a decision to
make that was part of your job?

(Interviewer Note: If the res
two probes. If the res

rectly to Section II)

Question 2-1

Would you describe the situation you have in mind.

Note Decision Conditions

1.

w
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- e e
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Question 2-2

What did you decide?

pondent is hesitant, employ
pondent remains hesitant, go dj-

e . Again, don't tel]
yet what you decided, but simply describe the incident s0 that I

might be able to understand the situation you were in.
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Question 2-3

Can you think of some of the things that might have influenced your
decision in this situation? : '

= e em o m em e @ en ew e e e e e M e e em a4 e em e e e wm v e e e sm e A e

Note Sources of Influence

1.

2.
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Question 2-4

Approximately when did this situation occur?

- . etz e e

Question 3: Critical Incident

+ Can you recall another recent situation when you had a decision to

make that was simply part of your job?

(Interviewer Note: If the respondent is hesitant,
employ two probes. If the respondent remains
hesitant, go directly to Section II.)
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Question 3-1

Would you describe the situation.you have in mind. Again, don't tell
me yet what you decided, but simply describe the incident so that I
might be able to understand the situation you were in.

s am e mm e em e e e em wm me e e me me e e e e e e e M= = e e e e =S RS

Note Decision Conditions
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Question 3-2

What did you decide?

e T L R
- i wa em mm em em e e s e s e wm mm em e e

Note Resolution
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Question 3-3

Can you think of some of the things that might have influenced your
decision in this situation?
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Question 3-4

Approximately when did this situation occur?

SECTION II: TRAINING BACKGROUND

(Optional by Sampling Frames)

Yes No
Known
Not Known

LEAD IN

| This part of the interview deals with whether you have received any
 on-the-job training for your present job, and the nature of such

H

] training.

Question 4

How Tong have you worked here?

- e s e mm em s wa wm s e s

Question 5

Since you have been in your present job have you participated in any
training program, workshop, class, or seminar conducted by any unit
of this institution?

(If “no" probe by repetition and elaboration.
—_— If still "no", go to Interview Closing.)
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Would you describe the situation you are thinking of.

- em e o S e em e m mm e e M e me aw ew e em e e e e em e e e e s em we e

Question 6 B SECTION III: TRAIMING RELATED INCIDENTS
identi inj i 15 you have had that were [I‘
Would you identify those tra1n1ng experiences y in Question 7
conducted by this institution. ‘ '
[l‘ Can you think of any situations, along the lines we discussed earlier
S &a%u;e-o; ir;1ﬁiﬁg _____________ C;nau;t;d_b; T o in the interview, when a decision you made may have been influenced in
: ! Im “ any way by something you learned or experienced in any of the training
. t ,
9 ' P you have just identified? Think about it for awhile.
}
y ' m
: t [}
1 -
4 ' ; ! No !
5. \ - G T i
6 ' -l ' Yes ' (If "no,' probe with references to the types of
. . 3 o ' situations described in earlier critical inci-
7. - 0 L I ' dents. If still "no," go to question 10.)
: ' |
. . .
9. : | Question 7-1
' -
i —

TRANSITION (If no responses identified Training Center, go to
Interview Closing)

Let me check my notes for a minute. (Statement disregarded if
less than 4 responses above, Question 6) You indicated that you
participated in training offered by the Training Center. This
training involved....(Repeat responses given)

T e m m am mm . e wm s e ms em W em mt s e e em Gm e e e e e mm we me A e e e

Was this all the training you received which was connected with

Question 7-2
the Training Center in any way?

What did you decide? /
Would you describe to me briefly what you got out of these train-

ing programs.

Note Resolution

- - - - ome wa em
e am. wm we s e wm e e o mm ws B am o mm e wm me ew e e e e - -
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3'Question 7-3

Question 8-2

. Can you recall what you Tearned or what happened in your tréining

. i ide?
experience that influenced your decision? What did you decide?

- ae em en me e e e wma wm e am  em  am e mm M e e s e ma G M e e s = e e m = m e =

Note Source of Influence

Question 8-3

Can you recall what you learned or what happened'invyour training

(Interviewer warning: Response must be ad
g p st be adequate to experience that influenced your decision?

identify specific training program.

e T T T T T e

Record here:

e me o e em e o e ew me e - - - - - e T . T N PP U
L - - -~ - - - -

_Quéstion 8

- Can_you thinkyof another situation in which you were influenced in any
way. by something you learned or experienced in any of the training you
have identified? Please take time, if you need to, to think about it.

!
___________________________________
.
-
-. N
m‘\

(Interviewer Warning: Response must be adequate

(1f "no," probe by referring to respondent's to identify specific training program.
e discussion of benefits from training. If Record here:
T , still "no," go to Interview Closing.) - " U

Question 8-1 Question 9

Can you think of another situation in which you were influenced in any
 way by something you learned or experienced in any of the training you
have identified? Please take time, if you need to, to think about it.

Would you describe the situation you are thinking of.

- ey em -
- e e o e e e e o we w e ww
e e e e e e ome o e we e
L R

- - - - == 1

! No t (If "no," probe by referring to respondent's
! ' discussion of benefits from training. If

' Yes ' sti1l “no," go to Interview Closing.)

1 M
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Question 9-1

Would you describe the situation you are thinking of.

Question 9-2

What did you decide?

Question 9-3

Can you recall what you Tlearned or what happened in your training
experience that influenced your decision?

- e em
_______
_____
__________
———————
- e .

(Interviewer Warning: Respo
: . A . nse must b
identify specific training progran. ) e adequate to

Record here:

- o e es
- e e e g
- e m pm
e T
- e .. .
- Em e s o

Question 10 dn]y if no training-related incidents were given. _J

Question 10

Can you think of any reasons in particular why nothing you have experi-
enced in the training has seemed to infliuence the decisions you make in

the performance of your job?

(If "no," go to Interview Closing.)

P . T T S

Record reasons mentioned

INTERVIEW CLOSING

that your answers will be treated as anonymous.

your time. 1 enjoyed talking with you,

Your answers have been very helpful. Again, let me emphasize

Thank you for
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LETTERS OF CONTACT
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STATE OF COLQHADO
] DEPARTMENT OF INSTITUTIONS

HILBERT SCHAUER - EXECUTIVE DIRECTOR

DIVISION OF YOUTH SERVICES

GERALD L. AGEE, CHIEF

3900 SOUTH CARR STREET - DENVER, COLORADO 80235

TELEPHONE (303) 986-2277

JOHN A, LOVE - GOVERNOR

MEMORANDUM

T0: Loren Adlfinger, Kaye Colvin, Dick‘Compton, Gene Davis,
Dick Douglass, Larry Grauberger, Gene Hopper, Ken Joos,
Bill Masimer, John McIlwee, Jack Sliemers, Tim Smith.

FROM: Gerald L. Agee
DATE: October 24, 1972

" SUBJECT: Training Research Study Interviews

- o (0 W T W o D o om0 WA B b i Gt e s U S s O T Gy A et e T G A A e S P 0

As you are aware, at the October 11 meeting of Department heads,
Frank Herzog described a research study sponsored by LEAA and
directed toward an evaluation of Training Center programs. This
research -study requires that approximately 180 DYS employees be
-interviewed. The interviews deal with the kinds of decisions
the employee makes in the performance of his job and the factors
which influence those decisions. No attempt will be made to
evaluate the "goodness" or "badness" of those decisions.

Some of your subordinates will be contacted by representatives
of the research team conducting the study, and will be asked to
participate in an interview. The interview takes up to one hour
to complete. If it is possible to do so, I would Tike you to
allow your subordinates to complete the interview during regular
working hours. In instances where this is not practical, the
researchers will make other arrangements to interview your sub-
ordinates.

g Our- cooperation is essential to the success of this project.

‘T have reason to believe that this project will help improve
Training Center programs.
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STATE OF COLORADO

DEPARTMENTOFINSHTUNONS

HILBERT SCHAUER - EXECUTIV

E DIREC
DIVISION OF YOUTH SERVICES TR
GERALD L, AGEE, CHIEF

§ 3900 SOUTH cARR STREET - DENVER, COLORADO 80235

JOHN A.LOVE - Governor  TELEPHONE (303) 986-2277

October 24, 1977

o f The informati i
t of the formal evaluation project wil] be used bgagggnnggxggg

In order to gather inf i
ormation objectiy a
S?STdS;?luaﬁors has been contractgd to gg%éugt
interyieus are confidurisat oy T7EIMing Center prograng. Thg
e : , € participants id i
ed, by name, in the report of the results gf theagsa?ggt;gﬁntT-

special team of pro-
interviews with in-

Withi

1T Contact o snd 3ot o0 SAETEREIVe oF the evaluation teo

i - COoperation, i

in the form of about one hour of yourptime tg cogg?gtzsz;s§ggg§,

view, will be of considerable h

X : elp to us, 1 i

to ?rov1de a time, ccnvenient to you, when OhOpe you will be able
evaluation team, You are contacted by the

Sincerely,

Gerald L . Agee
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STATE OF COLORADO
DEPARTMENT OF INSTITUTIONS

HILBERT SCHAUER - EXECUTIVE DIRECTOR
DIVISION OF YOUTH SERVICES

GERALD L. AGEE, CHIEF
3900 SOUTH CARR STREET - DENVER, COLORADO 80235

TELEPHONE (303) 986-2277
JOHN A, LOVE - GOVERNOR

October 24, 1972

Dear

You have been selected, from a list of all those who are work-
ing in the Division of Youth Services, to be interviewed as a
part of a research study sponsored by the Justice Department
Law Enforcement Assistance Administration. The research study
deals with the kinds of situations you encounter in your job
and the factors which influence your decisions on-the-job. No
attempt will be made to evaluate the "goodness" or "badness"
of the decisions you make. You will not be "evaluated" in any
way or sense.

Within the next month, a representative of the research team
wili contact you and ask for your cooperation. Your assist-
ance, in the form of about one hour of your time to complete
an interview, will be of considerable help in successfully
carrying out this research project. The interviews are con-
fidential. They are conducted by interviewers who are mem-
bers of a special research team, and are not employees of the
Division of Youth Services. You will not be identified, by
narie, in the report of the results of the research study.

Your department head has been informed that this research is
being done and that some of his workers will be asked to par-

ticipate in an interview. I would appreciate your cooperation
with the research team, when you are contacted for an inter-

view,

Sincerely,

Gerald L. Agee









