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EXECUTIVE'SUMMQ?Y

The following recommendations seem appropriate from the
evaluation results:

*Solicit participants for training from those
institutions which are nearest completion and/or -
most’cooperative.

‘Re-administer the Moos Scale in the near future to
determine change in environment .and to administer
this test on a yearly basils.

*‘Re-evaluate STAR Role Concept Test in terms of
continuing to use the revised edition, doing further
revisions or substituting a values test.

*Re-~evaluate all forms and qqkstionnaires for
practicality and usefulness/to the Academy.



INTRODUCTION

o L o RETEEN

- 'Evaluation of the Correctional Training Academy by the Program

Evaluation Unlt began as limited statistical assistance in May,

. 1976. (Prior to that the Evaluation Unit Droject ‘Director was
‘,involved in an advisory capacity during formulation of the In-
- stitute's goals, objectives and evaluation design.)

During August, 1976, the Evaluation Unit's responsibilities for
the Institute evaluatlion were expanded to include all phases
except the administrative statistics kept by the Academy
»Director.

The evaluation timetable pro#ides for interim reports (with
up—to—date data analysis and recommendations) every three months.

This third report includes:data analysis on all 1nformation
available to February 1977. Ny .
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PROGRAM DESCRIPTION
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‘ o :
The criminal Justice system exists within a soclety whose pur-
poses include: maintaining peaceful and orderly social relation-
ships through due process; protecting the freedom of choice;
and insuring liberty for individuals and groups. These general
community purposes, 1n combination with our laws and public
policies, define the brocad framework within which the eriminal
Justice system functions. The Probation Department is one facet
of the local criminal justice system, and has been established
to provide effective service to the community and to probation
clients. :

The San Diego County Probation Administrative Manual (vol )
describes filve goals of the department:

to protect the community

*to rehabllitate probationers
*to further Jjustice

*to protect children

*to prevent and control crime and delinquency

The Correctional Training Academy was planned to assist the
department in providing appropriate training so that probatlion
staff can more effectively carry out these goals. The Academy
training is also available to personnel from other agencies
within the criminal justice system and the community. Thus,
the Academy's primary goal is to offer training which would
have benefit throughout the local criminal justice system.

With this goal in mind, the Academy curriculum was designed

to provide a learning situation Whlch would enhance . the ability
of each participant:

+To understand the goals of the criminal justice system and
the Probation Department.

*To build respect for the law .and the criminal Justice
system. ‘

*To understand and display objectivity and professional
ethics

*To assist individuals in personal and social development
+To protect the rights and dignity of the individual.
*To provide humane treatment.

*To effectively,manage casework responsibilities.

L,
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~eTo analyze ‘and effectively communicate infcrmation. . g

: "” - oty
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!r'To maintain order within institutions

‘-To increase the'criminal Justice knowledge base of com-
munity and correctional training participants.

With the above in mind project obJectives for the/Training
“ Academy are as follows '

T increase by 20% the current number of training hours
- in casework techniques and interpersonal skills.

-To_reduce staff turnover (within»target units) by 5%.

*To develop a more cooperative attitude among community
’participants and correctional workers.

*To train a minimum of 200 individuals within the project

year.

+To provide 80 hours of classroom training to Probation
institutional staff

*To provide at least 80 hours of following consultation

with each academy class to aid in applying training on

the Job.

During the first two grant years, the Academy will train primarily
institutional staff, including those staff who adre newly hired
~.or transferred to. institutions This has allowed for the deve-

- lopment of a more concentrated and realistic curriculum. In
~addition, individuals from various community groups and agencles

. have attended Academy classes.. In the third grant year, probation
e staff from Field Services will participate in Academy training,
‘o perhaps with some modification of the- core. curriculum.

- The Academy staff consists of 11 operational staff a supervising

- probation officer responsible for the administration of this
grant, three primary instructors, and seven probation officers -’
who provide relief for probation personnel attending classroom.
training, and provide follow-up training. In addition to the
operational staff, the Academy has one full time intermediate
cherk and a quarter-time accountant .

JDuring the fourth month of this project, the Academy began
.to hold classes. As far as possible, these classes have been
scheduled at the- convenience of ‘the institutions.

The Planning Committee recognized that how the. curriculum ma-
' terials are presented 1s just as important as the content of the
'~ modules. With this in mind, the presentations emphasize student
‘~fiparticipation and learning through experience. Further, the
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intent of the instruction has been to place the accountability
. for learning and on-the-job utilizatlon of the material upon
the participant. The learning.environment has been established
as a positive and productive one, designed to ald and enhance
the 1earning process.

The curriculum described below Was suggested as a result of. ,
information given to -the Planning Committee by probation managers,
- supervisors and line staff, the Departmental Training Committee
and Dr. Don Pehlke of~Project STAR, as well as information
gathered and integrated from The National”Standards and Goals
recommendations. It reflects an awareness of the ilmportance of
both task and role training. It is well-documented in the
literature ( The President's Commission on Standards and Goals,
Project STAR, etc.) that while it is essential to teach skills
or tasks, the qualitative aspect of the performance of those
duties (role), should not be ignored, i.e., how one goes about
performing his duties 1s just as important to the success of

a correctional effort as the fact that the duties are performed.

The Planning Committee developed a workable balance within the

- modules of the curriculum so that emphasis 1s on both task and
role concepts. These concepts are comprised of suggested and
appropriate knowledge, attitudes and skills. Before describing
these specific core curriculum, some definitions taken from

the Project STAR 1iterature will be helpful:

Task: An activity to bhe accomplished within a role and
which usually involves a sequence of -steps and which can
be measured in relation to time.

Role: The personal characteristics and behavior expected
in a specific situation of an indiv1dual occupying a
position.

Performance ObJective A statemént of operational behavior
. required for satisfactory performance of a task, the
‘econditions under which the behavicr is usually performed
and the criteria for satlsfactory performance.

Project STAR identified and developed a total of 13 probation
oriented role modules. Out of these, the Planning Committee
selected five, with relevance to the target group, to be included
as part of the core curriculum. The remaining 40 hours will be
composed of task training. For purposes of discussion here the
Committee has identifled three task modules which appear to be
appropriate for institutional training. These task modules
might be changed or revised St rmed e B

8 -

It is recognized that these tralning modules do not meet = -
all training needs within the 1lnstitutions. For this reason,
additional optional training modules have been made available
during follow-up periods to meet specifically expressed.needs
- of individual institutions. " These modules may be developed
through the expertise of institutional staff or- through the
use of consultant monies.



The Correctional Training Academy, an 0. C J.P. grant proJect
was originally set to begin July 1, 1975. Various problems
(most of them outside the control of the Academy staff)

"(delayed the inception of the Academy approximately six months.

“Therefore, the first 1nstitutional training class did not begin

o

L'until May 24, 1976

- . N .
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EVALUATION DESIGN
. N »

A basic pre-pést,testing“format has been used to evaluate the

Tralning Academy. Below 1s a listing of the ~Academy. 6bjectives

with the procedures (and explanation) that will be used to

. measure their achievement:

ObJective | ; "~ Procedure
Increase training hours Measure number of hours of

training received by staff
one year prior to project.
Analyze differences.

Reduce turnover Measure turnover among insti-
tutional staff one year prior ;
to projJect. Analyze differences.

Increase krnowledge base Aédminister pre-post role concept
. test for STAR modules. Analyze
diff'erences.
‘ . .
Develop cooperative attitudes Administer Class Evaluatilon

Form. Analyze., Will assess
particlpants - response to all
phases of instruction.

Train 200-plus individuals Complete'fecord keeping logs.
. Tally.
Provide 80 hours of training Document training sessions with

record keeping logs as above.
.Provide 80 hburs of follow-ub : As above.
In addition, the following instruments and forms were used:

‘Pre-post knowledge test for task segments to be administered
to first second and third classes to assess 1evel of
learning. : :

°A11port—Vernon-Lindzey Study of Values. To be administered
to first six classes to determine whether particlpants

- experience any substantial change in attitude ‘as a result

of STAR module instruction; will be ‘given on a pre-post
schedule with STAR test. (This test was subsequently: '

, dropped because it provided little meaningful information )

+Correctional Institutions Environment Scale (Moos), To
be administered to all line staff from Juvenile Institutions
and-Adult Institutions in January 1976 and one month after _
all staff in the Institutlion have completed the initial
training module. - This test should assess change in the
institutional enviroriment.
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*Impact questionnaire (for supervisors and trained staff).
To be administered one month after line staff have com-
pleted the initial Academy - training. This questionnaire
will quantify the assessments of both llne staff and their
supervisors assessment of the impact of the tralning
program on job performance. '

The planning segment of this evaluation (which occurred in
August, 1976) resulted iIn the decision to collect demographic
data on all those participating in .Académy training. It 1s
felt-that- this information can be used to plan for future

- training needs, as well as shed light on the demographic break-
down of training participants and perhaps shed light on who
beneflts to what degree from this training package. .



RESULTS

N

Informational data has been collected and analyzed for the
first nine STAR module training groups, as well as all task
training groups up until February, 1977. Results will be
presented by testing lnstrument followed by an administrative
statistics section and a section addressing the objectives.

Allport¢Vernon—LindzeyvStudy“of Values

A statistical test (paired t-tests) was done for Academy
Groups I-IV to determine whether any significant change in
scores occurred.

The only significant change in scores was for the Aesthetic
Scale and 1t reflected a negative change. As in the first
and second quarter reports, none of the reported changes from
the original Project STAR testing were found.

The Academy ceased administering the Allport-Vernon-Lindzey
after Group IV (please refer to the Second Academy Evaluation
Report for details). Though there was some change (one scale),
it is still felt that the Allport-Vernon-Lindzey not be
administered. The Academy staff is, however, currently con-
sidering use of another values test. Such an instrument might
well be quite useful in terms of measuring changes in'value
orientation after STAR training, and the use of a new test
may provide additional data for others using the STAR package.

STAR Role Concept Test

The Role Concept Test, as used to date, is excerpted from the
Project STAR master test. The Academy 1is offering training
in Modules 2, 7, 8, 9 and 13; ten questions per module comprise
the bulk of the test. Questions from modules 5, 10 and 12

(10 per module) were added for comparison purposes to the other
five segments. The following 1s a list of the subject matter
for each mocdule used:



vZfIMOdule - ‘ N 'd Topic
2, © .~ - Building respect for law and criminals
: : Justice system. ‘ ; Y
5% " Collecting, analyzing and communicatingi-
. information. v '
;\ o | 7v7 8 , ‘ Assisting personal and social'deveIOpment.
‘\' 1 8 Displaying ooJectivity and professional
| ethics :
9 ' ~ Protecting rights and dignity of
: ; individuals.
10¥ PRI 'Bngsiding ‘humane treatment -
L S nEnforcing law situationally.
13 B Maintaining order.

*Comparison modules

(It should be pointed out that a .revision of the STAR test was
- ‘completed after Group VIII; Group IX was the first to take the -
revised test. Please see the Second Academy Evaluation Report
.8 - for details )
(Again paired t—tests were used on the pre-post test scores.
'~The results for Groups I through IX are given in Table A.

»\0
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‘ - TABLE A
STAR Role Concept Tesg Summary
Groups I-IX Combined

Module f ‘Pre-test Y‘ Post-test X t-value ; Significant(see NdT
2 R | 6.4 7.0 5.73 Yes
5% 7.2 7.5 242 _iYes;
7 . 6.8 : 7.0 2.5k Yes‘_'
8 8.1 ‘ \8.0‘ -0.99 No
9 | 7.5 7.8 2.37 CYes .
10 6.4 6.6 1.99 Yes
12% 6.6 6.9 . 2.30 Yes
13 6.4 6.9 - 461 Yes
(zizaéodules) 758 57.8 ST ' res,
Real 25.2 36.7 6.60  Yes
(2,7,8,9,13) ' : : . -

%ﬁtatlstical ﬁests were conducted on 135 completed pre-post tests.
There were 139 enrolled in STAR Groups I-IX; only four were .not

pre and post-tested.)
NOTE: Any significance level equal to .05 or 1ess is. considered

to reflect a significant-change in scores (i.e., a change
not due to chance).
¥Modules not taught -- used for comparison purposes only.
¥%¥Tndicates the average test score.

All three comparison modules (5, 10, 12) showed a significant

rise in post- ~test scores whiceh is contradictory to the hypothesized'

no-change—should—occur 1dea, and is.also different from the
.non-significant change of the first three STAR groups. This

- change is difficult to explain -- perhaps there has been more
‘overlap in instruction: or just the chidracter of the STAR training
groups may -be influencing learning and testing. It is felt that
the three comparison modules should continue to be included if
the STAR' test continues to be used.

Secondly, all other test modules except number 8 (dioplaying

objectivity and professional ethics) showed significant improve-

ment on post-test scores. This would indicate that Academy

. staff need to review thelr presentation for Module 8 and review

the questions for that sectlion as to cilarity and pfrtinence.' -

‘Thirdly, it still appears from tlie very high t-values for Modules

2 and 13 that this material is either very well presented easily"-“

)



*rj,assimilated, quite interrelated with other modules, or have"

- very simple test questions to allow such highly increased Sk
‘s¢ores on the post-tests. Perhaps time spent on these modules
~-¢ould be reduced somewhat and devoted to Module 8. Last, but

- .certalnly not least, the highly significant increases in total
- scores and in real modules would lead one to believe that the

‘qtraining did have impact on test performance in a positive way .

’It should be polinted out that these above-mentioned observations

.vifollow very closely thiose from the first two Academy reports.

- Partly for this reason, it 18 felt that Acddemy staff need to
‘re-assess the value of continuing to administer the STAR Role
Conicept Test.since results (before revision of the test) have

.been consistent and positive. :

o}

'/ i

”Due to revisions 1in the STAR test to alleviate the prior‘
reported questions that were presenting difficulties, an item
analyéis at this point would be inconclusive. The revised test
- was first used for Group IX, and further item analysis will be
conducted after several other STAR groups have used the revised
- edition. (The revision consisted of Académy staff re-wording

‘those questions which the item analysis indicated were frequently
missed l.e., more than 50% of the time on theé post-test )

The following observations were made regarding the scores of
Group IX (using the revised test) in comparison to the scores
of previous groups. It was noticed that Group IX pre scores

were markedly higher than those for previous groups. Graph T
- 11lustrates the difference in mean scores for Group IX plotted
~against mean scores for Groups I-VIII combined.

K o
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Post scores were also higher for Group IX and this is shown
in Graph II. :

GRAPH II
Groups I-VIII vs. Group IX
STAR Test Post Scores
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- When pre-post scores for Group IX were tested for significant
differences (using the t-test) only one (Module 5) significant
difference emerged between pre and post scores. This 1s in

- spite of the fact that this group exhibited the highest post

-Score means in all modules except one.

,One possible‘conclusion is that Group IX was simply better
~Informed than previous groups. A more likely conclusion is
that the revised test 1s so easy that it has been rendered
useless as an instrument for measuring change. Graph III,
showing the closeness of pre and post scores for Group IX
: wf-f:!.,ll.'*fuls crates this point

GRAPH III
4 Group IX STAR Test
et .. " Pre Scores vs. Post Scores

MEAN SCORES
-3
{

T L - 1 -
8 9 10 12 13
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W
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A preliminary analysis of subsequent groups (Groups X and XI)

indicates that they, too, show high scores in comparison to

Groups I-VIII. This would support the suspicion that the test

. _ has become an invalid measuring device. This information has

S been passed on to the Academy Director and staff and a decision
- needs to be made whether to revise .the test further, discontinue

administering it and/or find another test instrument.

'VInformation ‘was also collected for this report on STAR attendance,
.. both on a daily basis as well as a total hours basis. This was
- done on 141 people. The tally of this data showed an average of

14
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38 (of 40 possible) hours attendance at STAR training. However,
70% of the 141 people (or 98 people) completed all UO hours S
of STAR training.

Task Training

Task training involves five areas where- pre= and post testing
is done; they are: : , -

Narcotics Detection and Symptomology
Security

Safety

Self-Defense

CPR/First Aid

Paired t-tests were done oﬁ four areas of task training to
determine change in test scores, pre and post. The. results
are summarlzed in Table B below.

TABLE B
Task Training

Pre-test Post-test

Task Average Average t-value Significant Number]
‘Narcotics 6.2 9.3 3.88 Yes - 106
Security 5.8 9.0 3.63 Yes 78
Safety “3.1 4.y 4,03 Yes 82
Self;Defense 3.5 4.8 .55 Yes . ’ 84
CPR  pass 37/80%  Fail 9/20% | | |

First Aid Pass 4“/96% Fail’2/4Z

From this Table, it 1s evident that highly ' significant changes -
occurred for all of the task training areas indicating either

a more than adequate presentation of training materials or
lessons directed specifically to items on the tests. In elther
case, increased knowledge is the desired and the attained outcome,
Due to the extremely marked upward change in scores, it was :
felt unnecessary to repeat an item analysis, especlally since.
Academy staff have already revised those items mentioned in the
-Pirst quarterly report.

Class Evaluation Form

The Class Evaluation Form, given at the end of each training
segment, has been tabulated in a varilety of ways. Table C
below gives the average ratings (scale: 1l=low -- 6=high) for
the questions Academy staff feel provide the most ‘feedback to -
them. There appears to be a discrepancy between items 20, 2 -
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- -..and 10 for STAR tralning. This may be due to a morale factor,
..the STAR training apparently has a positive effect “on - staff -
" morale. If this was the case here, then people may have felt
~ the value of training to them on the job (item 2) in terms of

" morale. However, since STAR training does not teach specific

j“b skills, staff may not. have felt that STAR would improve

. their Jjob performances (item 20) This also may explain the

responses to item 10.

P

.’16>l «

i e
=y o



i', 17.

LT

- TABLE C :
Class Evaluation Form - Average Ratings

Community

5.2

' Seif- ,
Question STAR Security Safety Defense Narcotics . Resources
1. Level of your expectations before o .
. you came to this training. 3.2 b2 3.6 b2 3.4 3.8
In relation to the time involved, :
you would rate the entire training... 4.4 5.2 5.0 5.8 4.2 5.2
19. I have a more cooperative attitude %Yés=81
toward other Criminal Justilce - «#No=19
personnel and agencies. , - &
{20. As a result ;f this instruction, I %Yes=35 Yes=80 Yes=T73 Yes=&2 Yes=46 - Yes=100
feel I will be able to signifi- %No=65  No=20 No=27 No=58  No=5U4 No=0
cantly improve my‘Job performance. : o _
2. Value of training to you on the job. 5.6 5.2 4,8 4.8 3.7 5.2
9. Benefit of exploring/reviewing your e
. role as a member of the Criminal

Justice System. , A 4,8

10. Extent that the training helped' » : 3
you develop/improve skills. 3.3 4.6 4.5 5.2 3.9 5.1

1. Amount of information you Lo S o ‘ : :
learned/reviewed. 3.8 4.7 4,7 5.3 4.4 h.5

18. Probability that you will recommend l , _ ‘ :

,this training to other staff. .8 5.3 5.9 4.5 . 5.7

Rating Scale —TowsT

,high—6
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| It should be polnted out that. thewratings after training
,{question #17) ‘are all about one full point or more, higher

than the expectation rating (question #1).

; Q‘.‘va.,

Comments seemed to focus on wanting follow-up, more visual-

alds, more time for demonstration and dlscusslon, and larger

training facilities. Specifically for the STAR training segment
trainees commented on ‘wanting more community speakers.

‘Generally the requests were very specific in terms of the’
- task training segment involved. (These evaluations have all

been reviewed by Academy staff thus, detalled reporting is
not necessary.

VOther items to note on Table D arerthe percentages on questions

19. and '20. Also, all average ratings for question 18 (probability

¢ of recommending training) are at the strongly agree level.

Impact Questionnaire

This one-page, ten-item questionnaire is administered one .
month after line staff complete the 80 hours of Academy
training. The questionnaire will quantify the assessments

of both line staff and their supervyisors of the impact of the
training program on job performances. The following table
presents a summary of Impact Questionnaires (26 from super-
visors and 20 from line staff -- with only 46 questionnaires
returned so far, the results are tentative).

18
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TABLL D
Impact Questionnaire Summary*

- o ' ‘ - Line Staff Supervisors
Questilon ‘ Mean Mean

1. Believe that the Institute training program had a, : ‘
- positive impact on this staff when he returned to 1.%5% 2.27
this institution. :
2. After completing the Institute training program, -
' he had galned a more realistic way of dealing ‘
with external expectations of hls performance 2.25 . 2.62
(community, other criminal Justice agencles, %
politics system).
3. The Institute tralning program helped him in-

crease his understanding of role expectations - 2.20 2.42

in his job. ‘
4. The program helped improve his ability to iden~ : _

tify, formulate and solve institutlonal problems. 2.25 2.81
5. He was able to utilize the Institute course -

material on the job. 2.25 2.62
6. He shared training materials and/or learning with .

other staff members. 2.55 2.96
7. After completing the Institute training program,
‘ he 1is more confident in performing his job tasks. 1.85 2.62
8. I felt more confident about this man's performance : 4

after he completed the Institute training program. 1.85 2.96
9. This man performs his job tasks with more know- ' g

ledge/expertise after completing the Institute 1.85 2.69
training progranm. . - , :
L.0. I would recommend this program for all

institutional staff , 1.50 2.54
*Rating Scale: 1= Strongly Agree NOTE: 1In the actual questlonnaires, "he"
B . 2=Agree ‘ ' : i1s written he/she, but for the sake
3=Neutral/No Opinion of space, was omitted from the table.
- U=Disagree : - Also, the questions on the table are

F=Strongly Disagree . ~  generalized somewhat since the exact
o o ~ wording differs on the supervisor and
line staff forms. ‘



As the table indicates, differences between supervisor and
line staff ratings exist. The largest differences appear

to be on questions 1, 7, 8 -9 and 10. .These involve mainly-
the impact of training on Job performance. As would be hoped,

“the line staff completing the training generally respond more

positive' than supervisors who, have not been to any Academy.
training..

Administrative Statistics

STAR training: The Academy has been able to increase class
size falrly consistently. Academy staff have had an~ uphill
battle in this regard. Thelr grant,provides one relief staff

for every two probation personnel involved in training. Since

this 1s not a one-to-one rellef ratio, some institutional
superintendents have been reluctant to release staff for

training or have had to cancel training commitments because

of staff illness or vacation. Release of staff for training
participation 1s controlled totally by the individual institution
superintendent (Director) and the Academy has had a difficult

- ‘time meeting class size expectations as is noted in Graph IV.

It 1s important from a cost-effectiveness point of view that
this prcblem be confronted. Better planning and more efficient
scheduling of staff within institutions would help to solve this
problem. It 1s also imperative that institution service Directors
re-affirm their commitments to the Training Academy and make
their expectations for staff participation clear.

{

Below 1s a: graphic presentation of attendance (note that these

" numbers incIude those who were pre and post-tested and those who’
-may have missed either test).

20



GRAPH IV T
- Star Attendance. o
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¥21 1is the maximum-éptimum number of participants for STAR
classes as set forth in the Academy proposal. ‘
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 This totals 135 STAR participants from May; 1976 to February, 1977.

Special training provided by Academy: The Academy has also
been conducting other training sessions, CPPCA presentations,
conferences and seminars in addition to the core training.
This facet of Academy training has impacted a total of 643

individuals yielding 3,201% individual hours of trainin
‘ , nin . .
an average of 5.0 traiﬁing hours per person. - ' g for

Follow-up training: Thé follow-up training listed below has
also been presented by the Academy to probation institutional
staff. The number of individuals and hours are included 1n

the following section "Staff and Outslde Agency’ Core Training."

21
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LR e , < Number of Houfs of"
Title of Training Session Sessions ~ FEach Session
G R ~ Total
’}@ommunity:ResoqrEEéﬂ»ﬁ““ ) 3 8 24
| Family "Counseling 1 17% 17k
.| Adult Institutions Overview. 2 1% 3.
'Self-Defense Tactics 3 9 271
Emergency Procedures 1 8 8
Crisis Confrontation for ‘ R
Institutional Workers 1 40 - bo
I8 :4" o B ,k B ) . b, .
Stress Reduction . B 8 8
- | communication and Problem Solving R | ‘ 8 8
Total hours= 135%

Resident‘trainigg; Some training (CPR/First Aid) has also been

‘provided to Adult Institutlons residents. Total residents -
" involved. were 18 for 99 individual hours of training averaging

5.5 hours of training per person.

'Staff and Outside Agency Core Training: The following table
- {E) delineates the hours of "core training" (STAR, task and

follow~up) recelved by Probation and outside agency staff

through February, 1977.




L Bl TABLE E '
Staff and Outside Agency Core Training

umber of hours . Number of — " Percént.of

trainins per individual ' Individuals = Total Trained
1-7 o 250 o 42
8-15 - . - 82 ~ 14
16=-23 . ¥ 42 . 7
24-31 . ; ‘ Lo 23 : Yy
32-=39 C 29 : 5
Total: One week or less 426 T2%
7 « : j
~ho-47 CA o h7 8 ’
M8—55 o - 36 6
56-63 . 20 3
- 64-71 2 S : ' 12 2
72=-79 ‘ ‘ ' 8 2
Total: One to two weeks 123 . 21%
80-87 T 1
88-95 8 2
96-103 8 2
104111 3 1% -
112-119 Yy 1%
otal: 'Two LO Lhree weeks 30 5%
120-127 9 2 -
128-135 3 1%
136-143 0 0
144-151 ‘ | 2 1%
_ 152-159 ' ' el 0 0
lotal: Three to four weeks 14 2%
176-183 1l 1%

*?ercentage 1s equal to less than one percent.~

Thus far (up to March 1, 1977), a total of 590 individuals ‘have
received training from the Academy; these training groups have
yielded 15,100 individual hours of training resulting in an- .
average of 25.6 hours of training per individual. A discussion.
of total individuals impacted by Academy training and total .
hours of training provided is found in the section of this
report titled "ObJectives." - : .

Relief coverage: In fulxillment of their grant proposal the
Academy has been providing relief coverage. . This is usually

‘at a rate of one Academy relief staff for every two institutional
staff who are.to be involved in training. The relief is provided
from Monday through Friday, mainly during regular institutional
,shift hours with travel time being additional '
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| TABLE F ]
Relief Coverage Sﬁmqery k
| Month | AT Relief'Time*_ JI Relief Time  Total Time*
| May, 1976 216 ;; 48 , 264
*}June; 1976 . " 280 o 216 496
L July, 1976 | 12 240 o 352
>°?;1'August,_l976 o 2h8 iy ‘f',, 672
"Septewber;_l976»“ o184 R R 294 © 478
k’October,‘i976' o 343 EE -~ o204 547
* | November, 1976 301 - 216 - os17
| December, 1976 .~ 144 200 344
| sadgazy, 1977 272 ; | 300 572
Februery, 1977 ; 176:. : 29i U467
| Totals - 2,276 2;ﬁ33 é 4,709

Tlme reported in hours.

'During the period of May 10, 1976 through February 28, 1977,

- there were 194 possible tralnlng/relief days. Academy staff .
provided tralning and relief on 123 of the 194 possible days

. (63%) amounting to 4,700 hours of relief coverage to institutions.
(In addition, training without relief coverage was provided an
~additional 23 days, totaling 146 days of training out of a

~ possible 194 days -- 75%.) This averages to 38 hours of relief
coverage per training day (123 total); this reduces further to

5. T hours of relief provided per relief staff each training’

day.  These figures do not include any sick leave, vacation

 time, staff meetings or course preparation; relief staff also

. have secondary responsibilities for preparation and presentation .
-, of Task Training and Follow-up courses at various Institutions.

A one-page review sheet‘is sent to all institution directors

~ after they have had an Academy relief staff at their facillty.

These are all reviewed by the program director, and problems

- mentioned o‘ ‘issues ralsed are addressed by the program director

himself. The three areas dealt with on the review sheet are.

- relief staff's famillarity with the institution, whether relief
staff'!'s performance was satisfactory and comments/complaints.

For the most part, nearly all the responses for every relief

-staff were positive for the first two 1tems mentioned above.
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The comments/complaints section had almost all responses
belng elther positive or non-commital. A few complaintg
dealt with 1solated, specific incidents. These issues were.
handled by the program director and remained isolated

. ++incidents rather than continuing problems. Several insti-

tutional directors have requested that they no longer be
sent the review sheets as they find the Academy s relief

ic~coverage consistently excellent

- Demographic information: Basic demographic information has

been collected on STAR training groups. At present, the -
data has been summarized by categories; correlations may:
be computed at some future point if they are deemed useful.

The following table shows the breakdown of work -assignments
for probation department participants of STAR training. The
percentage column indicates that the largest proportion of

.staff tralned have come from Villaidel Sol. Perhaps these

figures could be used by Academy staff to help concentrate
on specific Institutions in terms of getting the institutions

completely tralned.

At the time of this report, 36% of all STAR training participants
were from Juvenlle Institutions and U45% were from Adult Insti-
tutions. Outside agency people comprised 11% of the groups.

The remainder were small numbers of staff from Juvenile and

Adult Casework, Administration, Evaluation, Academy and ‘
Staff Development.
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T R -
4 tto4 . TABLE Gh~
S IND Y Work Assignmelits of- . o
Probation Department Phrticipants o
ARG 1, \ ,
e g = '15 _.k n . . Percentage of Facility
- Assignment ,',3"‘:~ N ~ ‘Staff with STAR- Training
». Juvenile Institutions TS o | o
. Juvenile Hall (97)* = 19 20
Rancho del Campo (24) - . 8 33
- Rancho del Rayo (21) 3 14
“'Girls Rehab. Facility (15) 2 .13
‘ Hillcrest (53) 7 13
Adult[Institutions: ; L
Barrett (21)% . 8 38
Descanso (19) 7 37
La Cima (14) . 2. 14
Morena- (17) SR 5 29
Viejas (21) . : 8 38
-Villa del Sol (15) 8 53
West Fork (21) : 5 2k
- Work Furlough Center (24) 5 21
Juvenile Fielﬁ Services~ ' L. 3, - NA
| Aduit Services -y . NA
| Academy/Training o 0 NA
Administration/Evaluation 2 NA

',“*Number of facility staff

o Major descriptive characteristics of the STAR participants

are presented in Table H. As can be seen from the table,
STAR participants comprise-a fairly young group of staff.

- With a modal (most frequent) age of 28, a large majority -

‘f‘o(70%) are . 35 years of age or younger. *Most participating :

staff are malb.and a large majority are caucasian. Females

~.and ethniec minorities represent 29% and 13% of the ‘group
‘respectively. Close to 80% of the participants hold at
~least a four-year college degree, with a sizeable number

(16%) having achleved a master's degree. Of staff having .

’]?attended college, close to half (U6%) reported a major in

E ~ the field of human behavior (psychology, sociology and related

;fields), with an. additional l?p reporting a concentration in
; riminal justice. B



Of the nine STAR groups . reported 117 of the participants come
from agencles outside of our department. Of the 14 outside
‘agency participants, federai agenclies have had the largest
representation (five staff). Lesser numbers have come from.
community agencies, the education fleld, police agencies and§ ;
other probation departments. § =

/
i
)

STAR participants from our own department are quite experienced
as a group. ' The average time of employment in the department
was 5% years among this group, while average time at individual
work locations was in excess of two years. With few exceptions,
' STAR participants came from line level positions in the -
department. Of departmental staff attending these STAR groups,
fewer than 5% work in supervisory or administrative positions.



kaharacteristic

'TABLE H |
s of STAR Partlcipants

Age -

Up to 25 years 13 11
26-30 years 43 35
31-35 years \ 30 24
36-40 years 9 8
| Hlfhs years 12 | 10
Oﬁer'NS years 15 12
Totals 122 100%
Education N 9
High School T 6
»Sbme,College ‘ 10 8
| 84 Degree 8 T
f: Bachelor's Degree 76 63
:'Master's Degree' 20 16
| 121 1004

}Totals‘

28

_Sex | N
Male o 87. '71
Female 36 29
Totalé. 123 100%

Ethnic N %
Caucasian 104 87
Mexican 9 | 8
Black 5 4
Amer; Indian 1 1
Totals 119 100%

Agency N %

S.D. Probation 109 89
Other Agenciés 14 11
Totals 123 _ 100%
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OBJECTIVES

ObJectives, as given in the Evaluation Design section, will be
addressed here,

*Increase training hours '
18!300 training hours provided by the Academy between
May 10, 1976 and February 28, 1977; training hour
totals for the previous year are unavailable for
comparlison. However, this must surely be an increase.

*Reduce turnover

This has been accomplished, however, the impact of
Academy training on thls 1s impossible to determine
because of the economic situation (which has undoubtedly
reduced turnover).

'Increase knowledge base

Accomplished as measured by the significant differences
between pre- and post-scores on STAR and task training
test.

*Develop cooperative attitude

Accomplished as evidenced by responses to Class
Evaluation Form, especially item 19 (see page 17
for details).

*Train 200-plus individuals
Accomplished. Records indicate 1,233 individuals impacted
by training. (See Summary, page28 for further information.)

*Provide 80 hours of training

Due to difficulties in scheduling staff for 80 hours

of training time, the focus 1s now to impact as many -
staff as possible with as much core training as is possible.
Table E, page 22, gives a breakdown of hours per

trained staff. (See Summary, page28 for further
information.)

*Provide 80 hours of follow-up : '

As above, follow-up is being provided, but sporadically .
due to the difficulty of getting the same staff
scheduled for repeated blocks of training time.

From a cost-of-training stance, the total Academy budget for
~the first year ($277,777) reduces to a figure of $225 for each
of 1,233 individuals trained. On an hourly basis, the total
budget extended over the 18,300 hours of training provided
results in a cost of $15 per hour of training.

Summary

,Cverall'the Academy has exceeded the majoritykof its objectives. - ©

The goal of 80 hours of .training for 200 individuals (16,000
hours total) has been exceeded by 2,300 hours of training
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prOVided : And it should be noted that this was accomplished

- in less than the ‘one-year period spegified in the first-year

grant (in fact it was done in less than nine months')

Two recommendations seem appropriate from the above information:
(1) To direct recruitment of staff participants for training

~ toward completing whichever institutions seem nearest and/or ,
most cooperative in sending staff. This would fit more closely-

with~t¢iie project ideal of changing institutional environment
through training. (2) Re-administer the Moos Scale in the
near future to determine if any change in institutional envir-

~~onment has occurred especially since the project has jJust ended
“its first year of operation and has been refunded and approved

for second-year operation. Also, that the Moos Scale be re—

‘ administered consistently at one-year intervals.. - LA

R

30



& i

FUTURE PLANS
N

All data colléction will continte as will statistical assesshent
of each new training group. The next report will be completed

June 15, 1977.  Demographic information will continue to be

assessed. Hopefully, by the next report, the Moos Scale will
have been re-administered and differences 1in environment can

. be reported.
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