If you have issues viewing or accessing this file contact us at NCJIRS.gov.

o
s e
{ P ¥
N i +h . ¥4 -

+\' The, American Foundation Institute of Corrections Comprehensive Staff Development Program

S 1532 Philadelphia National Bank Building Pennsylvania Board of Probation & Parole
‘ o Philadelphia, Pennsylvania 19107 -%BS“Qgiﬁ72E
‘ . L Penns sulvania  — Board of '?fc\rﬂi i VAT pz- 365~ 734 .
‘ g "y ‘ Pavel ¢ — Q@ywﬁ’p\'\ VeV Sy e ‘J*ML"% .‘i:)«_”‘éé‘é»b«)%@?‘;&‘sfﬁ% Yoaam -
Final Evalua.tlon Summary Fiagl Eualuatio e T
. : " % k]

Execubive Summary

This microfiche was produced from documents received for | Project's Objectives and Activities

inclusion in the NCIRS data base. Since NCIRS cannaot exercise : :

. L . The primary objective of this continuing program was to provide intensive
control over the physical condition of the documents submitted, ‘ training to enhance the development and refinement of skills for all levels of
the individual frame quality will vary. The resolution chart on ‘ staff in order to increase their effectiveness in providing services to those
this fra " . clients served on probation and parocle. In part these skills were to enhance

me may be used to evaluate the document quahty. staff ability to deal with individual and group behavior as well as their
o R s function as community resource coordinators. It was anticipated that new
staff members would receive a minimuu of 100 hours of training and all other
J i levels of staff a minimum of 40 hours additional training. Full-time
- : graduate training would be provided for approximately 15 selected staff
!W;é : f - members, Aside from improving staff capeabiliby in dealing with clients, it
s M= . was hoped that a lower turnover rate of professional staff would result as

22 o, . ‘ : . well as a lower recidivism rate of clients in high risk areas.
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Initial and conbtinuing efforts were expended in attempts to clarify
training goals and plans. Due to budget cuts in sbate funding it was
necessary to modify project goals and plans. Funds were not available to

ire 60 new agents and invesbigators as anticipated., Training priorihies
; ; . were revised to direct 25% of resources toward new staff; 50% toward mid
'mll' mu : ; and top level management, 20% toward specialized areas of training, and

. v 5/9 in grasduate u.«.a.l..u..l.% \.-LO second~year sbudents instead of 15 asz Ul@”ﬂcd\

The project director and his L training specialists attempted to organize
training on a regional basis. Training areas related to executive development,
operations of the criminal justice system, relevant court decisions, aleohol
f : ; and druvg addiction, mental retardation and other current problems affecting
WICROCOPY RESOLUTION TEST CHART ; - the provision of services to clients were explored. Efforts were made to

NATIONAL BUREAU OF STANOARDS-1963-A E ' utilize and involve various colleges, universities and Pureau of Administrative
% Services in training programs, some of which were successful,

Several programs were provided through conbtracht with wniversities and
private agencies. Obthers were provided through in-house staff, through other
sbate departments free-gratis or special college courses or imsbibtutes at
cost. A variety of training activities were conducted in districts through~
out the state under varying auspices and for different levels of staff.

Microfilming procedures used to create this fsche cumpiy with
the standards set forth in 41CFR 101-11.504

Points of view or opinions stated in this document are
those of the author{s) an? do not represent the official
position or policies oi.the U.S. Department of Justice.

Major Results, Findings and Recommendations

During the 8 months of this project year the training program entailed
21 different classes totalling. 436 hours of training. There were 777
participants from varying staff levels. Obther activities included 10 persons
involved in graduate training and 113 practicum and 1nbernshLu students from
16 different colleges and universities. (For a breakdown of training areas,
nunbers, level of staff involved see pp. 6,7,8,9).
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From interviews with staff involved in specific courses, evaluations
and test results on hand some overall impressions of their value were obtained.

The evaluation summary of SRS training at the Gateway Rehabilitation
Center in Pitbtsburgh highlighted a significant change in an understanding of
- addicts and the addictive process. These 38 students involved in 4O hours
of training acquired considerable factual information, and self-awareness
as it relates tu job performance and helping troubled people. The students
completed pre and post tests and were actively involved in part with the
treatment process.

' The 6 parole agents involved in 40 hours of basic and advanced alcohol
training courses at Ursinus College, felt the training was excellent and
recommended it for all agents and supervisors.

The 9 agents involved in arrest policy and procedures class for L4 hours
felt it was very much needed and were appreclative on the whole. It was
tangible, relevant, and need was expressed for more training in this area.

The tests of 85 participants from all levels in the 16 hours labor
relations course revealed very good results.

26 interviews were conducted with parole agents, human service aides,
supervisors and a regional administrator for their opinions on the relevancy
and needs of training. We randomly selected on the .average of 4t persons
from 6 courses having the greater number of participants. These courses
were, Hearing Procedvres, Social Rehabilitation Services, Drug Education,
goclal Awareness, Human Service Aide Training, and Iabor Relations. More
detailed results appear in the main body of this report. However, there
were several problem areas consistently identified by a number of those
interviewed. Primary was the frustration of working with clients who are
not always fully cooperative; the large caseloads, the oppressive amount
of paper work, and the desire for training geared to developing skills to
work with the concrete problems of the paroclee. Other areas of training
needs related to clarification of their role; i1.e. authoritative vs. social
nature of job, availability of community resources and how to use them, how
to deal with mental health problems of their clients, caseload management,
training male agents to work with female clients, and the desire by most
of the human service aides for training in basic writing skills.

We would recommend that the Board and project staff continue their
efforts toward clarifying and implementing their goals and objectives in
relation to overall training needs ~ and clearly distinguish short and long
range goals for the begimning, dintermediate and advanced levels of staff.

We would urge better coordination and uniformity of training programs
as well as effective utilization of training staff and their specific
capabilities.

_ The National Advisory Commission states that, "training is a management
responsibility and should encompass all staff members.' They have a further
responsibility "to provide staff with the skills and knowledge to fulfill
organizational goals and objectives." A continuing goal of this project should

be to provide the minimum hours of training as indicated in 'the initial objectives

for all levels of staff, and this includes at least 40 hours of executive
development training for all top and middle managers.
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There is need for an on-going method of evaluating individual and
overall staff development and performance level. Contlnued backing and
support by Board policies and procedures is vitally necessary for this
training program. A career ladder should be ‘set up for all levels of staff
and in particular for current graduate students.

Training is likewise important to prepare individuals for promotional
opportunities. Parole agents have at times been placed in a supervisory
position without any training or preparation for the job.

There is a need for improved methods of data collection and record
keeping to further enhance training and evaluation activities.

We would further recommend the project be continued and refunded
with the above considerations in mind.

Project Activitiles

The goal of this project is to provide comprehensive training for all
levels of staff with primary emphasis upon first-line supervisors and parole
agents. The primary purpose:of training is to increase the effectiveness
of supervision of staff and supervision and social services for probationers
and parolees. It addresses the problem of inadequate preparation and training
of new staff as well as fhe shortcomings of on board supervisors and agents
who lack the necessary knowledge, skills and values for increased potential
effectiveness as helpers. To assist a probationer or parolee in his efforts
to achieve & more responsible and constructive adjustment while providing
protection for the community is no easy task.

The chief handicap facing this project was the lack of clearly defined
goals and objectives for training in relation to the different levels of
staff needs and guidelines for achieving them. Some additional problems
were reflected in the areas of administration, staffing, and coordination,
budget problems, shifting board composition and priorities, and a change in
project director. Sound planning is well nigh impossible with the type of
problems forementioned. At a later date the Board rather accurately defined
the nature of the problem. "The task of the training unit was too broadly
defined to be adeguately achieved by methods now employed." Some key areas
of training needs for new, older staff as well as supervisors were sadly
neglected. Resulting was a hodgepodge of a number and variety of training
activities in districts throughout the state under varying auspices. This
is not to say that some of the training programs were not effective, but
overall lacked specific goals and organization. Many of the programs
depended upon the availability of outside training resources and contracts
with special agencies. This inhibits advanced plamnning for all the people
involved.
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Evaluation - Activities ‘ [

’ Major Results, Findings and Recommendations
tomte. o 3 Sittevent ascasions orice in Harridburg and 3 tincs The project faced some initial difficulty in organizing a‘comprzhegsgvet
. s Coe aere made guring bhe project yoan to obs . ini i iorities. Because of state budge
;;iiZEZEEEi:n 5T3;fsgzzn3i:its were made during the pro?ect yzar to observe | training program.dge tg changgs iz;?gizdtgrégié égsnew e & Towestigators
training proérams--one day in the Philadelphia district and 3 days at the . cuts in Board funding it was imp

‘ ici ‘s was to be the primary thrust of training. Training
Gateway Rehabilitation Center in Pittsburgh. In addition there have been ' as anticipated. This wa

i i uld be directed toward
a number of telephone conversations and letters exchanged. A questionnaire. }E activities were revised to show that 25% of effort wo

i i ement: 20% toward special areas
was developed with the collaboration of training staff to be used in inter- P new staff; 50% tcwar% mid agiagzptizye} zanageverai Qgﬁer e pared
viewing several levels of staff involved in various training programs on S of training; and 5% or gra ining. an
a random basis.

the effectiveness of this program. Primary.was the strugg%e ig pinging
Our i down with some degree of clarity the specific goals and iuldzlégiierzzta
f ‘ » - . 3 - L3 e S O
initial visit focused on the need to pin down specific goals for - comprehensive training program based on jdentifiable ne

i eas of administration
training, courses to be offered with specific information relative to ;\% liV§%§ of ;géiiérdg§:§iog?oblems were reflected in the ar 5
location, content, level of training, time and numbers. This was important L ~staffing a
for the development of evaluation plans, but very difficult to achieve. ‘

The results of this 8 month period on which this evaluation is based

i . cted totalling 436 hours
Following submission of the iInterim report a meeting was called by . are as.lelows: 21 different :iiiii;;gizeaioﬁiiyzng staff 1e§els involved.
the Governorfg Justice Commission in Harrisburg to discuss some common b of tralnlqg:t_The?eégigid7zg gprsons involved in graduate training, and o
problems revealed in the various program evaluations. Key persons from - Other act?v1 1esdlg ! rﬂshi s%u@ents eron 16 different colleges and universities.
the Board of Parole, project directors, project evaluators and members . 113 practlcEm and e fg a tg increase the effectiveness of parole gtaff
of the state evaluation staff particip;ted. The questions addressed in L The areas ol training provice

i ound knowledge and skills content. The training.areas. ]
relation to this program related to the appropriateness of the training s i232;23812§2§l;:iaz§0n3, g A e edorining 1ogal e ;nvest;gaﬁlon,
by Iy . 1 . i icy, i tifyi i rms qualification an
ﬁgogiaghigémgZzig;n§§lzgtgirtzzénigiizfigrgzrthggec;Ziigitégiezziﬁhf:i§0WEd i : arrest policy, hearing and testifying procedures, Iirea q

- s A . N s leohol, urinalysis, human
goals with project staff. Key Board members, administrative persomnel, requaiification, basic orientation, drugs and alc > 4
regional directors and project staff

: : I ; ~ i uman services aides, and
me together on several ocecasions ! relations, initial SRS, transactlonalﬁa?algs1533? rng e traini&g ro1Tows .
to address these problem areas Eiérga%;s %égninpﬁg ;ﬁd %2;db;;; gy” I ' PACT. A breakdowvn of the mumbers, leveli ol stail & 4%
. a < . S
field agents and supervisors. \ ’

The results were most encouraging in terms of defining roles, and i
short and long-range goals in terms of training needs. This took a couple ﬁ
of months of effort which was finalized around mid-March.

The evaluation team spent a day at the Philadelphia district office
administering a questiomnnaire relating to the results of training. Parole -
agents, supervisors, an administrator and regional director were interviewed.

i

i

We attempted to obtain a view of the results of, and needs for, training from |
their viewpoint. !

We also received most of the requested charts and information from the
project staff delineating the types of training, levels, numbers participating
and location, trainers, test performances and costs where possible.

The area of a systematic way of data collection needs to be improved.

Due to some disorganization and lack of coordination it was difficult
to plan ahead. As the board review committee indicated their "shot gun"

approach to training precluded advanced planning and visitation by the
evaluation team.
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The following charts summarize the number and level of probation and

parole staff involved in various training courses.

I. Staff Ievel and Numbers Involved

Parole Agent I 139
Parole Agent II 411
Parole Agent III 128
Case Specialist 5
P.¥.O0. L
Planner 3
H.S.A. I 3
H.S.A, II 5
H.S.A. IIT 3
Supervisors 76
TOTAL 777
II. Number, Course, Hours
No. Hours No.
53 Iabor relations 6 37
35 Drug Education 8 155
8 Urinanalysis 1%
6 Bedford Springs-alcohol 18 112
i Alcoholic Basic 4o 25
92  Alccholic advanced 4o 29
9 Arrest Policy b 99
3 P.AC.T. 4o 22
35 Redefining legal concepts  1b 22
7 Advanced Corr.Skills 40 * 17
23 (Crimes Code 6 518
* oL TInvestigator _3
209 5205

TOTAL NO, = 727

Hours
Human Relations 16
Hearing procedures
& testifying 5%
Initial SRS o
Basic Orientation 28
Firearms qualification 32
Requalification 32
self-defense 30
transactional analysis 12
hearing procedures (supv) <
201

TOTAT HOURS = b2l

% Note: TInsufficient information on those participating in the investigator,
hearing procedures and other classes attended by supervisors accounts
for the difference in totalg and the charts which follow.
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Number of people trained in each category by region and by level of rank.
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Alcoholic Training-Basic N = 4
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# in Harrisburg
# in Williamsport
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# in Philadelphia
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Alcoholic Training-Advanced - N
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# in Philadelphia o
# in Williamsport
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# of P,0.
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P.A.C,T.

# in Philadelphia
# in Harrisburg
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# of P,0., III
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Transactional.Analysis N =22

# in Philadelphia = 22 Hours

# of supervisors = 1
# of P,A. IIT = L
# of P,A, II =14 22
#of P.A. I = 2
# of H,S.A. = 1

Hours

= 4o

= 12
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Hours

Advanced Corr. Skills =5

# in Philadelphia =1

# in Harrisburg =3 5

# in York =1

# of P,0, TL = 1

# of P.O. III =2 5

# of H.S.A., II = 2

Human Relations - N = 37
Hours

#'in Philadelphia = 36 3o

# in Harrisburg = 1

# of P.0, i = 12

#of P,O. II = 13 37

#of PO, III = 12

Hearing Procedures & Testifying N = 17

8-

# of supervisors

17

Initial 8.R,S. Training

Hours 5%

N =112

# in Philadelphia

# in Pittsburgh
# in Harrisburg

# in Williamsport

# in Erie

# in Allentown
# in Butler

# in Altoona
# in Chestem~
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Crimes Code

N =

# in Philadelphia

# in Harrisburg
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# in York

Hours = 6

# of P.O,

# of P.O.
# of P.0,

Hearing Procedures & Testifying

IT
IIT

ot ononon

# in Philadelphia

# in Harrisburg
# in Wilksby
# in Scranton
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18
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1
1
1
1
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N
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25

# in Philadelphia
# in Pittsburgh
# in Harrisburg
# in Williamsport
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SR YRR RREET FERN)

nmwonnnnuu

Firearms Qualification
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While a sizeable number of staff were involved in some type of
training across the state and at varying levels ~ the value can be judged
by the results of what learning took place and whether it met the needs
of those involved to enable them to do a more effective Job in providing
services to probationers and parolees., Largely due to time limitations
The American Foundation staff randomly interviewed 26 persons who had
been involved in several training programs from the Philadelphia area.

We also examined several evaluations provided by contract trainers and
a number of tests and feedback information of those involved in specific
training areas.

On Thursday, April 12 the evaluators went to the State Office Building
in order to interview agents @bout the various training courses in which
they ‘took part. The purpose of the interview was to give the agents an
opportunity to express their opinions about the relevancy of the course
content to their work situation, and to enable them to identify what they
saw as being their own needs in the area of training. We spoke with parole
agents, human service aides, supervisors, the district director and regional
administrator. The interviews focused on six training areas: Hearing
Procedures, S.R.S., Drug Education, Social Awareness, Human Service Aide
Training, and Labor Relations. These particular training courses were
chosen for study because a greaster number of agents participated in them
than in any other courses. There was a total of twenty-six interviews
conducted, with an average of four interviews in each training area,
except for social awareness in which there were only two interviews conducted.
The following is a compilation of the results of those interviews.

Hearing Procedures

Four out of five agents who participated in the hearing procedures

course had a generally favorable response to the content and presentation

of the material. Most of them cited the course as being very relevant to
their work, especially in terms of the manner in which it helped to clarify
just what they were allowed to do and say at a revocation hearing. Most of
the agents expressed a need for clarification of the procedures necessitated
by the court's recents Morrissey decision, and felt that the course served
this function well. One agent, who had been with the department for over
ten years felt that he did not learn anything new from the course; however,

IR RES——S——
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middle class people and not enough toward the concrete, everyday problems
of the average parolee. They also felt thet while the trainers were high
caliber people; they were not at all familiar with the operations of the
parole board, nor with the problems of the parole agent in dealing with
the parolee. The agents felt that there was too much stress put on self-

- awareness to the neglect of the development of skills in dealing with

parolee's problems. All four men also expressed a desire to go through
the training in one bulk period of time and not on a one day a month
basis as is presently done.

Drug Education

Three out of the four persons interviewed about the drug education

training had generally negative feelings about that course. Most felt

that it was too superficial, and that they did not learn anything new
from it. One agent, who had been with the parole board for eight years,
felt that the class should be divided according to what they knew about
drugs and the content then geared tc meet their needs. He was interested
in the interpretation of recent drug laws and suggested that it might
have been useful to have a lawyer present information relevant to this
area, It should be noted; however, that one of the agents interviewed
(who was a new agent at the time the course was offered) did find it to
be helpful in detecting when a person was on drugs.

Social Awareness

There were only two agents interviewed concerning the social awareness
course, and one of these could not remember anything about the course.
The other one felt that the course was inadequate and rated the trainers
as being very poor. However, it should be noted that no conclusive results
should be based on the opinions of this one respondent.

Humen Service Aides

All from the human service aides interviewed felt that the content

of their training course was relevant and helpful to them in the performance
of their jobs. They made particular note of the fact that the course helped
it them to clarify their role in relation to the agents, and that it provided

‘ practical instruction in such basic skills as how to write case reports and
conduct initial interviews. '

it should be noted that he was hazy on the course content itself. Abbtendance
at these sessions was mandatory and so there was no problem in gebtting off

from the job. Most of the agents interrieweéd rated the trainer as being

good; but one felt that the presentation may have been too legalistic in nature.

Social Rehabilitation Services Tabor Relations

A1l four of those interviewed concerning the S.R.S. training felt that

“ . : . . . . . . £
the course content was geared too much toward dealing with the problems of The supervisors we interviewed found the lsbor relatioms course to

be helpful to them in terms of clarifying on what basis they should rate
their agents, and in terms of making them more aware of how to deal with
problems involving a unionized group.
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Training Needs Identified by Agents

In talking with the agents several problem areas were consistently
identified by them; the frustration of working with clients who are not
always fully cooperative was constantly alluded to, the large number of
clients in their caseloads, the oppresive amount of paperwork, and the
desire for training geared specifically at developing skills which would
help the agent cope with the concrete problems of the parolee. Beyond
this; however, the agents also expressed a desire for training cources
which would help them in the following areas:

. The clarification of their role; i.e., the dual nature
of their work as law enforcement officers and social
workers simultaneously.

. What community resources are available to them and how
to go about using them.

. Training geared toward the mental health aspects of
their work; i.e., how to recognize and deal with the
mental health problems of the client. '

» Caseload management.

'« Training for male agents to work with female clients.

» Nearly all the human service aides expressed a desire
for more training in the area of basic writing skills.

Training Needs Identified by Supervisors

The supervisors we talked with felt that their agents needed contimuous
training in the wethods of investigative proceduras, hearing procedures, and
report writing. They generally felt that while the training which their agents
had gone through had been helpful in improving job performance; there was still

a need for more training aimed at improved techniques in the area of parole
revocation procedures and report writing.

Training Needs Identified by Administrators

We tal@ed with two high level administrators and both felt that supervisors
should receive continuous training in the areas of labor relations and caseload
management as well as supervisory skills.

The resul?s of the interviews and tests were most helpful and revealed
that a? Jeast in part some courses were beneficial for some participants.,
There is certainly no consistency or conformity in the pattern of response.

g ez st
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Some meaningful areas of need and improvement were highlighted. The number

of hours of instruction as well as the number of people involved is impressive.
The lack of clarity in goal setting and organization for training were

the main handicaps. Defined training needs at all levels with improved

organization and planning is vitally important to avoid repetition and

wasted effort. The training staff could likewise be used more efficiently.

Tt is not possible to debtermine the degree of turnover rate for staff or

the impact of recidivism in high risk areas in the current level of operation

of this program.

It is our impression that the meeting called by the Governor's Justice
Commission to review the interim reports on parcle board projects was most
beneficial.

Resulting were several meetings of key Board staff including administration,
service, and project personnel with some input from various levels of field
agents. Their efforhs were directed toward clarification of goals in relation
to training needs, better coordination of training programs, effective use of
project staff and methods of evaluating overall sbaff learning and performance.
The inappropriate use of training staff time and development of supportive
board policy for standardized delivery dates for training are vital aspects
of consideration for an effective program,

The direction in which the development of an effective comprehensive
training program is now moving is most commendable. There is recognition
that the task of the training wmit was toobreoadlydefined and real effort
has been made to close this gap. With clarity of purpose and function,
both short and long range goals have in part been defined. A unified
program with specific content, timing, including practice and evaluation of
performance for new employees has been developed on a four weeks basis.

Efforts are being directed toward on-going training programs for field
staff in treatment areas as well as supervisory practice and skill development
at the intermediate and advanced levels. Both content and hours of instruction
are included.

We certainly endorse this approach to a revised trainirng program. The
previous operation was diffused and disorganized, making it difficult to
plan or evaluate its effectiveness. A more systematic approach is necessary.
This includes the identification of training needs for new and old staff at
varying levels; clearly defined roles of training staff as well as supervisory
and administrative staff; clearly defined short and long-range goals; recorded
performance records, and the support and committment to training by the top
administration to enhance better coordination of efforts toward the goals
of training.

We would further recommend that the Board give serious thought to
developing meaningful career ladders into their gystem as well as increased
increments for recognized achievement. This is crucial for those persons
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completiﬁg graduate training., I is demoralizing for such a person to
return to the same level of job without recognition or opportunity to
utilize his advanced learning and skiils.,

'~ The Board could utilize such talent to further upgrade their level
of service. Otherwise a good investment will be lost to ancother agency
who will be glad to ubilize such talent. There is nothing to hold a
person once he has served out his commitment period. Ironically, it
appears that a career ladder has been established for human service aides.

Most of the funds for this project were earmarked for staff personnel.
For some reason a half time grant contributor was missing. This put

considerable pressure upon the director of this project. It waild likewise

be helpful to the training unit for the Board to develop a Manual of
Standard Policies and Procedures, This would certainly implement the
consistency and clarity of organized goals.

There too is need for improvement of data collection and more accurate
training stutisties.

It is most important to recognize that no employee should be placed

on a job without the necessary training and preparation for the job assignment.

This Would include all levels of staff.

We would recommend refunding of this vitally needed program in relation
to the above mentioned direction,
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10.

Questionnaire . (Trainees)
What was the nature of your training course?
How were you recruited for it?
o

Was there any prcblem in getting off the job for attendance? -- or other hardships?
Was the training helpful?

If so -- in what ways?

If not -- why?
How would you evaluate the trainer?

Good Tair © Tndifferent

[eleel

Was the content relevant?
What was the form of presentation?
What woula you suggest for improvements?

What have you been able to use from the course?

What other areas of training weuld he helpful to

you?

17




8.

. Questionnaire ~ (Adninistrators)

What can you identify as training needs for your supervisors?

Have you shared your suggestions with the training unit?

In what different courses have your superviscrs been involved?

What was your role in selection of candidates for training? .

Did this preseﬁt any problems for you and the work load?

Which courses seemed more helpful to your supervisors?

What specific results have you seen in relation to their learning--attitudes,
ability to supervise, helpfulness to parole agenls, crganization of work load
and efficiencyy . '

What programs have yoil been involved in?

8.

9.

-

. . Qﬁestionnaire (Supervisors)
What can you identify as training needs for parolg ggents under you; supervision?
Have you shared your suggestions ;ith the training wmit?
I; what different courses have your agents been involved?
What was your role in selection of candidates for training?
Did this present any problems for you and thé work load? Type and nature of problsms.
Which ‘courses seemed more helpful ;o your agents?
What specific results have you éeen in relation to theilr léarning--att;tude, use of
;upervision, helpfulness to clients, qrganization of work load and efficiency?
: Whaﬁ prograés have you;participated in? e

In what ﬁay'were they helpful to youn?
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THE AMERICAN FOUNDATION INC. ’Tﬁ\
INSTITUTE OF CORRECTIONS H > T
1532 PHILADELPHIA NATIONAL BANK BUILDING é/"’ﬁ

PHILADELPHIA, PENNSYLVANIA 19107
LOCUST 3-3263

April 2k, 1974

T,
QL!‘;Q'L‘LL
!
Y
Mr. Iarry Taylor flg adt
Evaluation Management Unit 7~ J,@ﬁk”{
Governor's Justice Commission & d 1
P.0, Box 1167 ke o
Harrisburg, Pemnsylvania 17108 ‘
Dear Iarry:
Enclosed you will find two (2) copies of the final V
evaluation report on the Comprehensive Staff Development T~

Progran forthe Board of Probation and Parole.

'I hope it serves its purpose.
questions please get in touch.
. What is required for updating this report for the remainder

Should there be any
I will need to discuss

of - the project vear,

Hope all is going well for you.

EWG P

Sincerely,

Senii
Ernest W. Goldsborough
Research Associate

AR
PC"' '

_ _,a}:}‘.,.--
£ L
¢’ gk
A7y
L

i
i S St

e .

STy A
T

MAJOR EVALUATIONS UNDERWAY OR COMPLETED IN YOUR.SPA

‘Project or Program being Evaluated:

'Grant Title: - (DS-365-73E) Comprehensive Staff Development Prbgraﬂ

{include grant number)

Grantee: Pennsylvania Board of Probation and Parole

Brief Description: To increase effectiveness of probation and parole

(both project and evaluation effort)
services by developing g%d refining skills of professional staff.

Scheduled date of final Evaluation Report: April 26, 1973

Person to contact concerning the Evaluation:

Christine A. Fossett, Chief, Evaluation & Monitoring Unit

name

(Gove%nor's_Justice Commission, Department of Justice
ddres

(on llé%, Harrisburg, PA., 17120

T17-787-1422
(telephone)

¢ 1 completed, is Evaluation Report on file with NCJRS?

yes x  no
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Please mail completed form to:

Keith Miles

Office of Evaluation
LEAA-NILECJ .
Department of Justice
vashington, D.C. 20530
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