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Preface
This gulde {8 the product of a study of the major research issues
and needs of new careers programs which in ever greater numbers are beiug

planned and implemented in the human service fields,

New Careers programs are essentially an outgrowth of the civil
rights and anti-poverty ferment of the 1960's. Within a single program
package they attempt to proviile decent jobs and caveer opportunities
primarily but not exclusively for the poor, to lift the ecoromically
needy out of poverty, to open new and advanced educational opportunities
to program particigants, to improve services to the poor and to make
humun service agencies more responsive to their needs, and to fill the
scrvice gaps created by serious shortages in the availability of human

service professionals,

To achieve this rather imposing array of objectives, new careers
programs generally rely upon procedures which restructure the job
responsibilities of prafesaionals, regroupipng lower level tasks into a
graded series of jobs fcr paraprofessionals leaving professionals free
to concentrate on higher level tasks, In this respect at least new
careers programs are securely anchored in precedent, Industry and
government have followed this practice successfully for generations,
particularly under pressure of serious shortages in highiy skilled and
professional personnel, Public and private human service agencies
have engaged in analagous practices in employing volunteers and paid
paraprofessional staff, What distinguishes new careers programs from
their antecedents is their emphasis upon the provision of real

opportunjties for upward mobility through the establishment of viable
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career ladders leading to professional status, Program participants
are also to be offered significant educational assistance and s balttery
of supportive services to enable then to realize these opportunitias,
Lastly, the program's rhetoric calle for the participation of the new

careerist in policy and other foras of agency decision~making activities.

In principle this program concept has been widely accepted by
community groups, secondary and higher educational iustitutions, and
public and private human service agencies, 1Its advocacy is believed to
be politically advantageous with the result that the program has been
incorporated in many different pieces of federal legislation, Neverthe-~
less, there are many differences in substance and emphasis even among

its more devoted champions,

It should be noted, however, that broad public acceptance of the
program is based largely on its potential rather tham on its successful
implementation, The program's success rate to date has not been notably
high, 1ts short life has been more generally characterizei by the
emergence of difficult technical and administvative problems, by
acrimonious controversy, and by failure. Yei, the success, however

measured, of individual participants and projects is also apparent.

The principal issues f#r study and analysis in any effort to
contribute to the development of new careers programs are relatively
clear, They involve the need to identif,; ti0ose influences or factors
and their attendant conditions which contribute to effactive planning

and operation of new careers programs, and, contrariwise, to identify




and analyze the forces which creare program problems and {mpede effective
planning and operation. Such aralyses should produce clearer conceptions
than currently exist of viable, operational new careers objectives and

methods,

The new careers programs selected for study were confined to human
service fields and to those which have been authorized b:- various forms
of federal legislation since the Scheur amendment to the Economic
JOpportunity Act in 1966, Cast in a gimilar design mold they establish
career ladders in various demand occupations, encourage maximum opportunity
for upward mobility and improvement in client services, seek to open
higher educational opportunities for program participants and to supply
a battery of supportive sorvices to sustain the participant through his
training and educational activities, Eligible participants are generally
defined in terms of poverty criteria, but thers are important legislative
exceptions to this stipulation. Thus, a larger vody of individuals
engaged in what are regarded as paraprofessional positions are largely

excluded from consideration in this study,

Within this broad context, the present study relates only to those
ma jor policy and program issues to which research methodology can make
a significant contribution, Clearly, the end in view is to encourage
and stimulate more intensive utilization of research capabilities in
order to resolve the problems confronting new careers programes and to
contribute to more effective developmental and operational program

activities,
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The product of the study is a comprehensively developed and conceivad
research guide to new careers programs which should serve many uses among
many users. New careers program plamnners and operators should find many
of their principal concerns articulated in research terms and should be
encouraged to utilize research increasingly es a means of contributing
to problem-solving., The guide should alert many planners, operators and
others who are new to the program to the potential problems and pitfalls
which may confront them, It is intended to serve similar functions for
decision-makers in social agencies who are contemplating the development
of a new careers or paraprofessional program and for heads of educational
and other supportive agencies seecking to provide specialized services to
new careers programe, Legislators and agency officials faced with
decisions regarding the funding of research and demonstration activities
should also find the document useful, The guide should stimuilate and
assist researchers engaged in individual studies of new careers programs
and those involved in the development of educational curriculum and the
application of educational resources (at the vocational, community college
and senior college levels) to the new careers program. For many others,

review of the guide should offer a broadly-based educational experience,

The primc.,; inputs to the guide were derived from personal interviews
conducted with approximately 100 respondents in individual and group
sessions, Those interviewed consisted of new careerists, local program
planners and operators, govcrnment agency officials at all levels
responsible for implementation of New Careers legislation, union and

professional association representatives related to new careers, experts
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in particular program evecs (e,g., job analysis and testing), technical
aggistance staff of private organizations gerving new careers propgraws
under contract to the Office of Economic Opportunity and the Department

of Labor, research staff conducting program evaluations under various
government contracts, and a numb.. of experts who may be referred to as
the new careers program's major conceptualists, Interviews were conducted
in various parts of the country and dealt with program planning and
operations in a number of human service fields, mainly education, welfare,
health and corrections, Ilastly, interviews were augmented by review and

¢rnlyats of existing research and literary matecials,

Interview guides for each category of respondents (e.g8., local
program operarors, new careerists, etc,) were prepared and pretested,
The information sought at these open en-ad intesvie s vas géenerally of
tw. types, By far the greatest number of respondents, it was agsumed,
would be unaccustomed to articulating or perceiving their problems in
research terns, They could respond more confidently to questions which
attempted tc probe their experiences, problems and assessments in various
planning and operational aspects of new careers programming, Their
responses would then have to be analyzed and categorized aad those
problems and issues susceptible to research filtered out of thne

accumulated mass,

As it turned out, few respondents were actually able to formulate
research issucs in usable form in spite of persistent probing, From
their discussion of their program sxperiences, problemz and genaral

observations, analysis revealed that very often the problems cited did

A
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not in any important sense require research inputs, What appeaved to be
needed in these fngtances was move qualified staff oy staff trvaining
programs ; iuproved wmanagement, administration and organization of the
project; better coordination with local, often competitive agencies;

and quite often, essential policy decisions which seemed to be withheld

for reasons of ideological differences, lack of resources, or
organizational or individual self-interest rather than a lack of luformation,
In some instances, it appeared that information was at hand which could
contribute to problem-solving, but was either not known by tiie respondent
or not immediately available to him., Responsibility for this regrettable
situation may be attributed to individual respondents, but it also reflects
the absence of any centralized effort to accumulate, assess, categorize
and distribute in usable form the reliable information which does exist,

In this age of computers this deficiency is subject to significant relief,
Whether program planners and operators are capable of uaing data~~ of
transferring it--to formulate policy decisions and to design programs

are problems vhich will receive comment shortly,

A second order of information sought in the interviewr and in the
review of relevant literature went more directly to the heart of research
problems and issues, The character of a research problcn was broadly
defined to make it possible to include pilot studies and demonstration
projects in the guide. But primary emphasis was placed upon obtaining
information related to problems which could be relieved through
empirical studies designed and conducted in accordance with accepted

principles of scientific method, For example, such information was

-
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assumed to be rclated to gaps in the data perceived as necessary for

program policy and design decisiouns, and to various ueeds for identifying
and testing essential but often fmplicit program assumptions and conceptions;
for assessing the comnsequences of particular planning and operational
decisions, for choosing among competing ends and means, and for developing

program feedback and evaluation activitics,

The study, hence the guide, assumed that there is a sizeable and
significant series of program problems which are common to the verious
human service fields, In these fields new carcers programs engage in a
similar set of required planning and operational activities from which
generic problems arise, These problems are likely to be found in such
activity areas as assessing labor market demand and working conditions;
performing job analysis and job restructuring; coping with existing
barriers to new careers in civil service, trade unions, professional
associations and antagonistic agency amangement and staff; recruiting
and selecting program participants; developing and implementing programs
of training and supportive services; and opening opportunities for higher
education, Clearly each new careers program also has its own unique
characteristics and problems depending on the field of service, type of
agency, local situation and other idiosyncratic conditions, However, the
broad scope of the study made it virtually impossible to treat such

differences satisfactorily in this guide,

It was also quickly apparent in the course of the study that new
careers programs shared many accivities, program problems and research

needs with other manpower programs, Ia many respecte, their design
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seemd to be stamped out of the same mold, On the other hand, new careors
programs do leave many visible and unique compouents including gignificant
requirementa for career ladders and upward occupational mobility, the
opportunities to acquire educational credentials leading to higher and
ultimately the professional status, and many others. These similarities
and differences are clearly identified in the guide, From a broader point
of view it is held to be advantageous to the development of an overall
manpower program capability to design research studies which contrasts
aspects of new careers with other manpower programs, Such studies quite
obviously also contribute to greater understandirg of each of the programs

contrasted,

A more difficult problem to resolve consisted of various ideological
differences among respondents, The fundamentalists, of course, sought
basic, thorough-going changes in human service institutions and related
fields, while the incrementalists adopting what they regarded as a more
practical and feasible approach, desired changes of a lesser maguituder,
These differences were manifested in various ways, For example,
Incrementalists viewed the new careers program as & vehicle for employing
people, particularly the poor, and for filling organizational gaps created
by shortages of professional staff, Fundamentalists saw the program as
an opportunity to review the total fabric of agency goals, structure and
service modalities in order to make the agency more responsive to and more
effective in meeting the needs of the poor, Incrementalists were much
less inclined to tamper with existing agency structure, believing it

necessary only to fit new careerists into present organizations,




Fundamentalists were scavching for new working relationships between
professionals and new careerists and for a broadening of the apency’s
policy and decision-making base, Lastly, incrementalists would be well
satisfied to open educational opportunities for uew careers enrollees
at community colleges, while fundamentalists believed that community
colleges must be thoroughly overhauled if they are to scrve the needs
of new carecrists, Thus, the former request community colleges to develop
tutorial programs for new carcerists, new occupational specializations,
and special schedules to accommodate t» theilr work requircments,
Fundamentalists, however, go far beyond this, essentially to the point
of reatructuring what they regard as inadequate education for the

new careerists and others, 1In their view it is essential to study

and redesign instructional methods, curricula, faculty selections and
assignments and various other basic components of the present system of

community college education,

Research recommendations guided by fundamentalists policles are
likely to be condemned by some as 'global", 'impractical,' and unrelared
to the working problems encountered daily by program administrators and
others, On the other hand research recommendations derived from
incrementalist policies are likely to be regarded by others as 'trivial,"
and as contribution to the wrong problems and to efforts to paper over
the real problems, For various reasons a decision has been made to
include in the guide research recommendations which reflect both
orientations, a position which may earn criticism from both camps.,

'The reader--govermment officials, agency administrators, program

16
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operators=-~are of course free to select from the guid:z those rocommendations
which best conform to their philosophies, perceptions, resources,

constraints or predilectlons,

A brief comment is in order concerning the potential uses and
usefulness of the rescarch suggestions included in the guide. TFrom
what has been said to this point about the study and the guide, the
reader may already have formed some opirions, pro and con, on this
question, Suffice it to say that the guide reflects many of the major
suggestions and neods expressed by those who are intimately and

lmportantly involved in some aspect of new carecers programs,

There are, however, a number of more general points that should be
made, particularly in view of the vastly increased support for behavioral
research activities vhich secems to have produced little more than a
huge stockpile of unused research reports, The issue is crucial in
many senses and deserves more comprehensive treatment than can be
given to it here, The central thesis is that the views and expectations
regarding research, held almost entirely by nonvesearch oriented
administrators and legislators have been unrealistic. Disappoinciment
with the failure of research to aid in the solution of many major
problems, many of which do not require rescarch for their resolutions,
appears to be leading in some quarters to a total rejection of its
utility, Research, of course, is not the grand elixir. It has its
uses and its limitations which need to be clearly understood. Its

present utility can be enhar:ed, however, under the following conditionsg:
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1. Research suffers with many methodological deficlences whoge
elimination require greater support, In recent years there have been
many notable methodological develeoments particularly in data handling
and analysis through computer programming and sophisticated techniques,
But relatively little attention has been devoted to the quality of data
Inputs, Rescarch still relics heavily on essentially crude techniques
of interviewing and observation. '"Garbage in-garbage out" is not entirely
a gratuitous criticism, Further, research methodology has evolved largely
in a 1etached, academic atmosphere and is not yet fully geared to
function with maximum efficiency in the pressure-laden, changeable,
ambiguous and cenflicte-ridden conditions which plague the activities of
many newly developed service programs, Those comments are not intended
to designate the usefullness of research, but to highlight Che urgent
need for support of systematic efforts to upgrade the sophistication,

efficiency and adaptability of research capabilities.,

2, The applied types of research which are in greatest demand
by public and private administrators of social service programs should
be seen as implemental to or as integral parts of broader processes of
program planning, design or opcrations. For example, there does not
exist today a fully-developed and tested methodology for planning or
designing social service programs, Indeed, this critical process is
only grossly conceived and $s burdencd with methodological confusion,
People speak of '"policy". 'policy formulation', "program", 'service=-
delivery systems', “practice", 'program design', 'planning', 'program

development", '"p:re-planning', "start up" and many other such concepts

£ R
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wvithout clear referrents or notions as to how onc term is distinguished

from others, Thus, if the contextual process, i.c., planning and operations,
within which research is to make its major contributions are themselves
confused and inefficient, the prognosis for the utility of research

findings can hardly be optimistic.,

Deficiencies in these broader processes manifest themselves iu many
ways, but two in particular deserve passing comment, [First, research
problems are not often formulated, nor studics designed within a specific
context of program planning or operational activities. Program planners
and operators are not the principal source or stimulus for research
studies, Those who are can be located in universities and private
research organizations at some ccgnitive distance from the activities
and needs of local programs., In meny instances, their rescarch is
motivated by private interests, and is justified by some general notions
as to how their prospect of findings might be used in program planning
and operations, Since research, therefore, is not gererally a direct
outgrowth of specific planning and operational activities, its findings
all too often are irrelevant or otherwise inappropriate for actual

application,

Second, there continues to be a complete absence of awareness that
there is a difficult and time consuming process by which research findings
are translated into specific program activities. Somehow it is naively
believed that given the "right" informetion, program activities will
magically emerge. Witliout laboring the point, it is apparent that

the process is much more complicated. However, failure to develop and

. .
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test systematic conceptions of design processes leaves many potentially

useful resecarch findings unutilized,

What is nceded in these circumstances is relatively clear, There
is an urgent need for (1) vastly increascd support for research and
development in the arts of planning, designing and operating social
service programs; (2) increased support for research staff in planning and
operational activities, and in-service training of program administrators
concerning their use; (3) support for curriculum development and educational
programs for the training of progran planners and designers at the
university level and for programs to upgrade program skills within agencies;
and (4) the development of local planning capabilities, the converse of
which is the adoption of policies and practices which would eschew such
current practices as relegating pianning to little more than an application
completion process, or adopting a program model conceived in Washington,
D.C, to a local community, or using public or private consultants who
largely on their own develop proposals for funding and add little to the

capability of the community to plan their own programs,

3. There is a need of long-standing for the development of
planned and integrated programs of short-term and long-range research,
By their very nature, one-shot, terminal research efforts without logical
follow-up studies are at best of limited ability. Since current funding
practices are generally of this order, efforts are made by researchers and
administrators alike to broaden the scope of a research project to crowd

as much as possible into a single design. This violates the sensible

«y
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principle of parsimony in the design of rescarch and creates problems

in the manipulation of the research enterprise and in control of the varibles
under study, The results are broad, inconclusive rescarch findings, often
suspect in their reliability and validity, and which raise as many questions

as they answer,

4. A significant part of the explanation for the stockpiling of
unused research reports consists of the disparate form in which their
findings exist. As suggested in an earlier paragraph a centralized effort
is needrd to evaluate the adequacy of relevani research data, to collate
them, to develop them in terms of their program Implications and in
processed form to distribute them brnadly, These are not simple tasks,
They require personnel specialized in program design and research as
well as in various fields of human service. Further their acromplishment
is likely to be both time consuming and costly. But the expense will be
a tiny fraction of the total research expenditures, little enough to insure

broader utilization of costly research findings.

As a final word on the lack of utilization of research findings,
it should be pointed out that not all of the activitie. labelled as
research are intended to produce data for use in planning or operating
local service programs, Increasingly of late many research projects have
been founded for what might be described as "administrative" rca-o~a°, For
example, surveys have been conducted to supply information to federal
agencies which can be used 'on the hill." 1In other instances they are
primarily designed as a form of monitoring to insure that federal agencies

are knowledgeable about what is happening in the field. Some of the so~called

« &
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"evaluation studies" gserve a similar fumction or are designed to be
lnvestigative in character. These points modify only slightly

existing concern with the utilization of rescarch findings. However,
where the need for bettar basic research is so urgent. and the problems

so difficult, one may question the expenditure of scarce research funds
for such purposes. These purposes may be completely legitimate, but there

are other means by which they can be achieved,

These rather broad-gauged comments are as applicable to the
planning and operation of new careers programs as they are to manpower
and other human service programs, In all they are intended to stress the
need for more and better research as contributions to more effective
pelicy formulation, to program design and to operations. This does not
suggest that essential program planning and operations should come to
a halt avaiting definitive research findings. This is neither possible
nor desirable, However, it is reasonable to expect that in the course of
these activities every effort would be made not only to utilize fully
existing research data and conclusions, an expectation which is not often
realized but to identify critical data gaps, issues and assumptions as the
basis for parallel research activities, The latter is another expectation
which is still far from fulfillment. Clearly, it is folly to fail to
provide sufficient support to correct recognized deficiencies in the
knowledge base upon which hastily and inadequutely developed new careers
programs have been funded, It is towards this end that the present research

guide is addressed,
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The guide's format has been rvather sinply organized, it i{dentifies
major problem areas and recommends specific problems which are congidered
to deserve develepment as research studies., The guide describes the major
dimensions of the problems selected, their causes where known, and vhere
it seems necessary, their significance for nev careers policies and programs,
Broad methodological recommendations are also included, although they are
not stressed. It has been assumed that the principal contribution of the
guide lies in the identification of major program problems, iieaningful
discussion of alternative research designs and the conditions with which
they may vary would expanl the guide beyond reasonable limits, Jurther,
it is not clenr that program administrators are particularly interested
in detailed design recommendation, while xe~earchers have no special

need of them,

An effort has been made throughout to find some common meeting

ground between a "top=-down' and a "bottom-up' approach to research

recommendations, That is, problems requiring research may be viewed from
the standpoint of local programs or of national agencies, These are not
necesgarily antagonistic approaches, but they do involve different
imperatives which influence vhat one defines as necessary and relevant,
Nevertheless, principal weight has been given to the research needs of

local programs,

The Guide is organized in four closely related volumes which are
ordered to approximate the sequence of activities usually i volved in
planning, operating and evaluating a new carcers program, Volume I re-

lates to program planning or pre-planning and discusses the major research




issues involved with clarifying and applying the concept of new carcers,
delineating the appropriate target population, performing labor market
ard job analyses in human service occupations and identifying and as-
sessing exdlsting community resources, Volume II includes the research
problems associated with designing and operating such program components,
as recruitment, selection and training, project organization, education
and supportive services, Volume III deals with the difficult problems

of evaluating the impact of new careers programs on the career advances=
ment of program participants, on agencies, on clients' needs and on
professional structures and balues, The final volume delineates the
special problems discernable in developing new careers programs within
public schools and concludes with an examination of the issues involved
in expanding training for human service occupations in secondary schools
and community colleges. Each volume concludes with a brief discussion of
those research areas and problems which are believed to be of highest

priority and consequences,
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VOLUME T

Asscssing the Impact of the New Careers Propram

Prepared by: The Center for Social Policy
and Program Development
Graduate School of Social Work
New York University
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New Careers Concept

Introduction

This section i8 eddressed to the local project planner attempting to
launch a new manpower project in his community. 7Tt will assume the hypo-
thetical position that the planner need not be committed to the New Carecers
concept but may choose any program that he determines will ameliorate
probluematical conditions in his locale. Whether or not a new careers
approach is appropriate, should be decided by careful conceptual analysis

by the project planner.

The discussion stresses the theoretical implications of new careers
philosophy, which 1is not limited to its development and application under
the Office of Economic Opportunity. 1Instead, the concept is extended to
all programs related to upward mobility opportunity for paraprofessionals
whether funded by 0.E.0., the Department of Lcoor, the Office of Education,

etc.

Before initiating a project the program planner should assess the over-

al concept of new careers from at least three pérspectives--

1. Is New Careers in fact the most appropriate program vehicle for
the needs of the community or might another manpowcr or anti-poverty pro-

gram be more suitable?

(uestions must be addressed to two particular aspects of the concept
in order to assess its impact as an anti-poverty and manpowar strategy.
First, what are the major local goals to which the concept needs to be
related? Does current experience indicate that the program is likely

to reach these gcals? 1In what aspects do2s the program appear to be
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successful and in which problematical? Second, what are the unique
features of this concept which distinguish it from other specific pro-
grams aimed at the samc or similar goals and social problems? Do these
unique features enhance the impact of the concept? Does the impact
counterbalance any increased difficulties that these features might

create?

2. If New Careers in theory is likely to be applicable to the local
situation, does the community possess the resources necessacy to imple-

ment the concept in order to make New Careers a viable prugram?

J. How can the program probiems encountered by program planners or

administrators in other communities be avoided in this community?

Discussion of the program implications of the new careers concept
will focus upon the first and the third of these perspectives; the second

will be dealt with in a later section entitled, Community Resources.

New careers programs theoretically aim at alleviation of three inter-
telatgd social problems. Although funding agencies and communities may
vary in their stress upon individual goals, the rhetoric of new careers
requires they should be completely intermeshed so that the fulfillment of
one is not a sufficient nor alequate outcome for a New Careers project.

In brief these goals include:

A. Antipoverty Objectives

¢

T : new careers concept is viewed as a way out of poverty for the un-

emplOyed and underemployed. According to major spokesmen for this approach




program participants will be raised from a poverty status both cconomically
through the wages they receive as paraprofessionals, and socially through
enhanced self-images produced by successful performance in helping oc-

cupations in human service fields.

Although new careers programs recruit, train and place persons from
various economic and social strata, a change in unemployment or underx-
employment conditions in the depressed arcas of the cotry is a major
objective of the national concept. To the extent that a new careers pro-
gram recruits and holds persons who have been uncmployed or underemployed,
succeeds in placing persons who have not been placed by other training
programs; and, offers real opportunity for upward carcer mobility, the

new careers approach can be said to be reaching its anti-poverty goal.

B. Manpower Qbjectives

In relation to its manpower objectives new careers programs foresae
the establishment of a graded series of lower-skilled pcsitions which will
lessen current manpower needs for human service professionals. Such posi-
tions are likely to have important implications For future needs and labor
deployment in various human services through the formal restructuring of
vrofessional positions.

The new careers concept has as a point of departure the
area of jobs normally allotted to highly trained pro-
fessionals and technicians but which could be performed

by the unskilled, inexperienced and relatively untrained
worker, ™

“Arthur Pearl and Frank .liessman, New Careers [or the Poor (New York:
The Free Press, 19065), page 13.
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Fovr example, it is held that shortages awouy professionally ac-
credited social vorkers may be alleviated if wmany of the tasks uvhieh they
currently perform and vhich, according to neu careers theory, do not re-
quirve protessionally trained judpgement were rewmoved from their rvealm of
responsibility and turned over to noncredentialled persons. This would
allow the professionally licensed social workeru greater discretion in

how co apply the skills for which they vere cducated.

To check the increasing shortages nf qualified teachors the nev
careers cor.aept visualizes a career ladder instituted in public schools
beginning with the position of teacher aide. Wich concomitant on-the-
Job training and formal education, a teacher assistant may rise to as-
sistant teacher, associate teacher and finally to full-fledged tecacher.
The use of new careerists in the classroom is intended to relieve the
teacher of many voutine chores and allow them to conceantrate on instruc-
tion and diagnosgsis. \lhile performing paraprofessional tasks, neu carcerists
undertake training and educational programs desipned to qualify them for
higher level positions. ‘Thus, the new careers program attempts to re-

1*nre curreni work loads vhile preparing new carcevists for future needs.

New careers manpouer objectives also have other ramifications. In
creating new positions in occupations which had not been previously in-
stitutionalized they may succeed in broadening services. JFor example,
home health aides and numerous types of outvreach workers offer totally
nev services to the community. The creation of these new careers posi-

tions closely ties in with the third objective.
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C. Institutional Change Qbjectives

As the third objective of new careers program, institutional change
is not aimed at filling jobs nor providing income for the poor. Though
passionately advocated and heatedly opposed, no clear definition of
institutional change has yet emerged. TFull realization of this objective
obviously requires greater clarity than it has received to date. Of the
three new careers goals this is the least traditional to manpower pro-

grame and most subject to misinterpretation.

Nevertheless, institutional change objectives appear to be princi-
pally directed particularly at those human service institutions which serve
poverty populations. It is maintained that institutions within poverty
communities are not adequately serving these communities. To correct
this situation maximum participation of the poor themselves is required
in planning and operating needed services. The poor, as representatives
of poverty and/or minority population, are believed qualified to per-
form qualitatively different services for the poverty communit: than are
usvally provided. At the same time that they are "bridging the gap" be-
tnen sorvice wnstitution and client, as cmployees acting in an alrocacy
or community representative role, they are in a position to point up
flaws in the service system which should stimulate appropriate reorgzaniza-
tion of services offer ' and change in the attitudes and behavior of the
professionals toward their clients. Thus, as a consequence of living in
poverty, the po r are presumed to possess the linowledge and skills to in-
fluence the professionals who in concert vith them will seek effective and

creative change within the institution.
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Institutional change, however, does not focus solely upon the user

agencies.

The New Careers approach allows not only for the producing
of sexvices, employr~ent and attendant psychological bLenefits,
but also stimulates a great varicty of significant institu-
tional changes--changes in the Civil Service system, the
educational system, etc.”
While it is inportant for research to address the question of whether
these changes actually do take place, the immediate issue in this section

concerns the validity of the conceptual pramises upon which anticipated

institutional changes are based.

Goal Compatibility and Priorities

It is of utmost importance for the local planner to have an ade-
quate empirical basis to enable him to assess whether the three program
goals are compatible with one another, and to determine the optimum pro-
gram design which will place varying levels of stress upon tha different
goals in accordance with the needs of his community. Are the goals of
similar importance in other projects or do projects discriminate between
goals? Does the latter approach lead to different program designs? 1In
what respects? When information regarding such questions is asscssed it
should aid the planner to decide how to design his project in accordance
with the needs of his community and to decide between new careers and

uni-goal projects.

“Qiessman, Frank, Two Anti-Poverty sStrategies: New Careers vs. The
Guaranteed Annual Income, January, 1967.
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In this statement there are actually three questions asked: What arc
the needs in the community? Are the goals compatible? How shoula pri-
orities be incorporated intn project design? The first issue will be
discussed in the next section. The next two questions, although they may
be referred to separately, should be explored in a single study to enable
the collection of relevant evidence with a minimal expenditure of effort,

time and money.

Suchh a study should be designed to describe and to assess different
project organizations and the difference in program processes which result

in placing varying amounts of stress u sn one or another of the goals.

Rerearch into goal compatibility and priorities within the new
careers concept should begin with an analysis of a sample of project
proposals. They should be analyzed for implicit goal definitions beyond
the formal statement of program goals. Extrapolations should in-~lude the
exact way in which particular objectives are defined and the emphasis
placed upcn one or another cr the goals, and any specific statements of
the relative amounts of time and money to be used in reaching different
roals. If the proposals are not specific enough for asses~ment purposes
it may be expedicnt to send questionnaires to the project directors

asking for statements and rankings of goals.

Structured interviews should be conducted with project directors
exploring the ways in which they approached the dcvelopmental processes
within the project, and their underlying ratiocnale. For example cio o,i-

and content of training curriculums developed depends in large measure
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upon vhether institutional change or manpouer soals are sclected for em-
phasis. The former goal necessitates that the requisite knowledge and

ability to serve as vehicles for change must be a major component of the
orientation and training of program participants. This adds a dimcnsion
to the program that merc placement of the trainee does not require. Re-
spondents should be asked whether both goals would be equally stressed

during the training process and where they have had the experience, what

operational problems and consequences resulted,

Unique Features of New Careers Concept

The program planner in analyzing the viability of a conceptual model,
must look beyond the objectives of the theoretical formulation to those

aspects that are basic and unique to the concept.

The goals unon which che concept focuses may be compatible with each
other and the needs of the community and yet there may be other program
vehicles serving similar 2nds. an important criterion in judging whether
the program concept should be impiemented may lie in the unique features
of this concept when contrasted with more traditional manpower or anti-

poverty approaches.

Within the new carcers concept there are several unique features which

must be incorporated within a proje-t design,

The triple goal itsclf is one unique feature. The following section

suggests studies vhich are concerned with other aspects of new carcers

considered by its cxponents and by knowledgeable project operators to lie




at the core of the doctrine. These aspects are:

The opportunity for vertical mobility by the paraprofessional
from an entry level job to full profecssional status if he so
desires.

The opportunity for horizontal mobility [rom cne paraprolessional
position in a human service [ield to a paraprofessional position
in anothicr human service field.

The utilization of program participants as chanpe agents.

The increasing utilization of new carcerists vithin huwan
service occupations, largely, though not exclusively, in the
public sector.

The necessity of obtaining a firm commitment from the user
agency that it will continue the cmployment and training
Components alfter the project relinquishes its responsibility
toward the trainces.

A. The Career Ladder

The career ladder is the vehicle wliich outlines the steps by which
a new caregerist can work his way with accompanying education through a
series of pnsitions to a professional career according to his preference.
He may scek relcased time for schooling to continue up the ladder through

an Associate &nd Bachcloxr of Arts degree and beyond, or remain at any

given position with pay increases commensurate with the amount of time

on the job.

It is, of course, of cviticil practical import for project planners
to know whether actual vertic.l mobility has been opened for new carceer-
ists elsevhere with commensurate salary increases; whether the concept of
carecer ladders can be recalistically implemented. If new carcerists are

not in fact moving into positions fSor which they would not normally




qualify then the program is mevely placing them in terminal or "dead-

end' jobs, and a simpler project desipgn would serve the same purpose.
Towards this end, a Longitudinal study should be launched which wvould
trace the carcer progress ol entry-level new carvcerists and of other pava-
professional workevrs in the same or similor occupatiors and institutions

o deterwmine the degree and rate of upward mobility of the two groups.

Overall analytical comparison of the cmployment histories of these
twvo groups will identiry whether or not differential upward mobility
occurs for new carcerists., It is essential to analyze these findings by:
soclo-economic characterist’ics, past employment and educational histories,
sex, age, ethnicity, ctc. to ascertain the full impact of the project
upon all participants. Important aspects of mobility should be inves-
tigated such as: the time intervals betwcen changes in position and be-
tween pay raises; the number of pay increments received during specified
perinds of time at given positions; the evaluation criteria used to de-

termine upgrading and/or increments; differcntial status recognition, etc.

The depth and extent of desire among new carcerists ior professional
status and the degree to which their desire is matched by capability in the
perceptions of the project staff will aid the planner in deciding whether
the extra cost of providing such opportunities actually meets the needs of
the target population or whether the same amount of money and preparation
devoted to producing nore jobs though less opportunity may suit their needs
better. Opinions of new careerists about the upgrading process should also
be sought, including such itcms as the amount and k.nds of pressures exert-

ad upon them to move upward and to enroll in school and whether they find
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such pressures supportive or disruptive.

In many communities new careers programsé have not been in existence
long enough for findings in upward mobility opportunities to be defin-
itive. Nevertheless, a research undertaking should be launched which would
introduce uniform data collection instruments into the personnel proce-
dures of these programs so that as new careerists change positions, either
vertically or horizontally, receive pay increases, leave their jobs, etc.
the data can be sent to a central data bank. For example, exit inter-
views can be constructed so that uniform questions will be asked and reasons

for withdrawal submitted to the central data collecting service.

B. Lateral Mobility

The issue of nobility opportunities central to the concept of new
carecrs is not limited to career ladders and to upward mobility. Central
to the concept is the ideca of 'career lattices" as well. The idea is that
the training received and skills acquired during the performance of a para-
professional job in one human service field should be transferrable to
other types of human service agencies and ficlds. Thus, an out-reach
worker in a Community Health Center should be able to transfer to a com-
parable position in & social welfare center with no penalties of salary or

status.

A longitudinal study should be undertaken to determine the form and
extent of lateral mobility which is open to and utilized by the new career-
ists and the extent to which this is dependent upon the nature of the entry

jobs and the type of training agency utilized. ¢/ sample of "old-line"



pavaprofessionals that ocve similary in positions and personal character-
istics to the sample of new carcerists sbould be included within the study
population. Since lateral mobility is a highly selective and often
voluntary activity, the samples should incovporate those who have a nced
or desire to change jobs. The question is the eoxtent to which such op-
portunities are available in other human scrvice agencics and fields
without addit’nnal extensive training, reduction in pay or substantial

change in job classification.

Before tracing carcer progress, interviews should be conducted with
samples of paranrofessionals enrolled in new carcers type projects and
those who are not. Questions should be asked regarding the desire to
change laterally, and the influences from which this desire emanates. TFor
exemple, does desire to change finalds emanate from disatisfaction with
current positi-n, rressure from other project or agency perscnnel, or from
a greater fLeeling of realistic opportunitics for change and cense of
personal worth gained through new careers training and job experience?
Once analyzed a longitudinal follow-up of these workers expressing desire
to change fields rhould be mounted in ordcr to assess the eawe or dif-

ficulty by which such transformations take place.

Analysis shcald assess the differences in desire to change and the
crnsecquent histories of the two groups. ELfforts should also be made to
determine whether real opportunities for lateral wohility are uniform for

the entire population or affects only particular sub-groups.

One further basis of anlysis is important and should be included in



the study. This is the extent to which new caveerists can move from
parallel scrvice systems, e.g., conmunity mental health clinics into move

traditional institutions such as hospitals.

C. Use of Program Participants as Change Apents
. 2

Belief in the ability of the target population to improve the quality
of services and offer new services to the poor is a further unique and
central part of the new careers concept that must be subjected to syste-

matic rescearch scrutiny.

To attain the institutional change objectives it is necessary for
program participants to think of themselves as change agents and as come
munity advocates. Observation of trainers and aides and interviews with
new careerists have raised the question of whether they actually perceive
themselves in this role or whether they are wainly concerned with doing
their job as directed by their supervisors without question. Interviews
with a random sample of persons in aide and assistant positionsg should
collect data about their personal goals within the project as well as the
goals which they perceive that the project administration and their super-
visors hold for them. Their opinions of the need for and the feasibility
of the institutional change objective and the recasons for these opinions

should also be analyzed.

Factor analysis of respondents should be performed by socio-economic
characteristics, welfare recipient status and prior involvement in commun-
ity action activity. The last is important since new careers programs

have been charged with sclecting persons who lLave been active in community
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of total occupational fields as well as particular .career lincs and scrvice
settings within each field, systematic surveys are required to document
these differences for use in program planning, in order to allow the pro-
ject planner to foresee the relative difficulties to be encountered in
launching his program in alternative service fields, It will also aid

him in deciding whether to gear his project toward onc service field or

to diversify, giving the option of selection of field to the enrollees

themselves.

A limited number of agencies should be purposely selected for their
"typicality" and data collected on the processes involved in planning,
budgeting, and implementing new careers within them. The emphasis within
this study should be limited to the unique features and idiosyncratic
conditions found in different service fields. Because of the specific
use to which this data will be devoted, highly structured questionnaires
should be addressed to user agency administrators and program directors.
Factors which should be analyzed include: the amount of strxuctural change
which was necessary within a particular user agency in order to incorporate
new careerists into staffing lines, arrangements nade for on-the-job
trainiug, types of supervisor;, rolaes, attitudes of new careerists to-
ward the particular field, u<neptance by unions and professional

associations, relative expenditures, etc.

E. Commitment From User Agency

Another unique feature of new careers programs is that both the

training and placement components of the program design must be ful-

filled. This necessitates a commitment from the user agency stating that

41




social action movements on the presumption that they will continue to

function as advocates of the movement while working within the system.

Another basis upon which this assumption rests is the hypothesis
that greater rapport can be established between a person in a similar
life situation to the client and the client. This similarity is felt to
enable the new careerists to 'bridge the gap'" between the clients' world
and that of the social service institution. It is generally supposed that
when indigenous persons are utilized there occurs quairitative changes in
the types of interchange, increases in the amount of counfidences offered,

and more relevant, immediate or stop-gap solutions to problems recommended.

A combination of depth interviews with a sample of clients who have
been in contact with indigenous new careerists and non-participant
observation of the interchanges taking place between a sample of clients
and both professional and nonprofessional workers will lead to further
understanding of the differences in the dynamics involved. Interviews
should also be conducted with a4 sample of the client population that have

been exposed to services from both professionals and new carecrists.

Programs which utilize new careerists as outreach workers will serve
as accessible targets from which to select a sample. Analysis should con-
sigt of a quantitati:- assessment of increases or decreases in number,
frequency, and types of contacts made by the clients to the agency since

th r introduction to the agency, and a qualitative assessment of changes

in interaction dynamics,
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Awnong the variables sought should be:
o othe perceptious by the clients and observers of the differences in the
quality of the relationships established between the clients and the two
types of workers,
o .differences in topics initiated by clients,
.+ +the extent to which the relationships wotivated clients to action in
resolution of their problems,
++.differences in expectations on the part of the clients that aid raquired
would be expeditiously delivered, and
...descriptions by clients and observers of factors which might account

for any differences perceivad.

Other changes anticipated in the nature of the services due to the

employment of the poor will be discussed in Volume III.

D. Human Service Fields

Program operators are becoming increasingly aware that there are
differences within human service fields which present different design
problems. One example is the presence or absence of paraprofessionals in
a field prioxr to the introduction of new caveers. 1In the field of health,
particularly hospital care, there have been avaprofessionals for decades
while there have been none in the instructional aspects of avucation.
Another important difference between the two fields is that in health,
there are already institutionalized a widely defined and accepted
hierarchy of skills, tasks and positions, while in education, particularly
in classroom instruction, an ordered separation of tasks is a totally new

Phenomenon. While these differences are being recognized, both in terms
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as employer of new carcerists it will maintain both the employment and
the educational arrvanpements decided upon after the project has complated

its formal obligations to the participants.

Whether the agencies honor their commitments is an important datum
for the project planner. Unlike other programs which are ofien con-
sidered successful if the participants simply complete training and ace
quire the skills necessary for placement, new careers must have a place-

ment commitment before training is begun,

The length of time a user agency actually maintains this commitment
and the changing role of the new careerist within that agency is an
impo*tant indicator of whether the program as a whole can realistically
work. A follow-up study should be undertaken within each occupational
field of a sample of new careecrists within agencies which are¢ no longer
related to the project funding source. Analysis of the reasons offered
by the agency administrators for abiding and not abiding by their commit~
ment w~ld help local planners evaluate the viability of the concept
in terms of long-term duration and guide them in effecting instructions

for funding and contractual arrangements.

~issemination of Evaluative Findings

Whether the concept of new careers has merit, in the final analyses
depends upon the total impact of j~plemented programs. The new project
planner is not in a position to contract evaluative studies of other
projects but their data sources exist which should be made available to

him. Of special value are evaluation studies which are geared toward
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testing the efficacy ei new carecrs projects, and its components in
achleving new careers poals; determining where obstacles remain; and
predicting the depree of gaeceralization of the findings to other com-

munitics,

Before launching of a new project, decision-makers should assass che
known results of other projects, and the problems they confronted.
Examinations of this kind will also help in identifying alternative

strategies to achieving new careers goals.

This section has bech devoted to the task of providing the local
planner with basic reseavch suggestions geared to assessing the princi-
pal acpects of the new caceers concept. Without some basis on which to
weigh the velative conceptual merits and deficiencies of a particular
program theory, the planning and implementation of any social action

project will be at best haphazard.

Past evaluation reports of new careers projects should be disseminated
to local planners in such a fashion that they maximize their usefullness
to program planning activities.* Both present and future project
planners and operators would benefit from total evaluation efforts

which record the planning and operating processes of new carecers projects.

“Currently there is a need, which effects new careers specifically
as well as other social action programs, to improve c.isting and vitally
necessary evaluation research and feedback techniques. Thus far, most
available evaluation studies of projects modeled on the new carcers
concept have used scattered site visits while the projects are on-going
and have not assessed nor analyzed the planning or negotiating procecss
nor traced the development of any single project.




Efforts should be made to design and implement a codification system
of complated evaluation repoits and a process of difsemin~tion to new
careers projects begun., Such reports should include long-range impact
studies as well as short-term efforts to detect problems and obstacles
vhich provide immediate feedback to project staffs. wWhere the dg=a are
likely to prove sensitive or embarrassing, ways can be found to mask

the identities of the project involved or to maintain confidentiality,.

Lastly, content analysis of the literature of new careers,
particularly workshop and conference preceedings, would serve immeasurably
to educate program planners and operators in ways of overcoming or at

lecast foreseeing problems that may emerge in the development of their

projects.




The Population to be Served

To plan an effective program of services for a given population
requires intimate knowledge of that population in relation to the goals
of the prograwm. UJuch knowledge ‘¢ essential for the definitior of viable
program objectives and the design of relevant program servic 3, It is
obviously difficult to imagine the development of an effective plan for
the delivery of qualitative services in ignorance of the character‘stic
behavior patterws, the subjective attvibuies, the major problems and
capabilities and the major envirommental influences which affect the
target nopulation, To the extent that plsaning does occur in a knowledge
va. uum, the services delivered ar: likely to be hit-or -miss affairs,
characterized in the main by wasteful~cer~s anld, at beat, "y indifferent
stuccess, The point, which needn't be labored, applies to the planning

of new careers programs as it does to manpower and other services,

Alttough the need for information about all aspects of the
population tc be served is wisely acknowledged, comparatively meager
resources have been devoted to fulfilling this essential requirement,
In common with these who plan and operate other manpower programs, new
careers program executives exhibit relatively little concern, either in
interviews or in their publications, for target population information,

Much more interest is devoted to the client population, to those who are

admitted to the program, These are seldom equivalent populations., There

are in fact adequate reasons for concluding that in new careers programs
there are significant differences between them, Aaron Schmais has remarked
that,

""One problem associated with nonprofessional programs
is the view tha: thev are a homogeneous grcup;




undi€feventiated because they arve all poor, or
inexperienced, or undereducated, etc, Certain
characteristics and attributes have been ascribed
without spprecietion of the differences, and
contradictions among nonprofessionals," *

The nuture, extent and reasons for these differences represent

significant issues for empirical znalysis,

It is true as program planners and operators claim, that
accumulating knowledge about clients or trainees is useful in developing
ingights into the characteristic behavior patterns and attributes of the
broader population of potential clients, However, such knowledge of
clients as has beex acquired is neither complete aor the product of
systematic, empirical study. Develoned in the course of pressure-laden
program activities, this knowledge is largely subjective and impressionistic,
In this form it is neither as rel able, nor as available and comprehensive
as information should be if it is to be useful to program pclicy makers
and planners. Further, there is an implicit danger that unless genuine
efforts are made to acquire target population data, program plans and
ultimately program activities will be developed to serve cniy a select

and possibly a small cegment of the total eligible nrpulation,

Thus, the need for target population data fnr planning new careeiz
programs appears to be thoroughly undexsvood vet is relatively
unsupported and neglected in ractice. This anamoly can be explained by

various related influences.

*Aaron Schmais, Inplementiugy Nonprofessional Programs in ruman Services,
Center for Study of Unemployed Youth, N.Y., 1967, pg. 50,
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* As a practical matter comprehensive data about the population to
be served ars cousideved not essential as long as the number of new careers
training slots are swall in relation to the size of the population, In
fact, applicants have been generally abundant, The task, therefore, has
bren to develop appropriate selection criteria and effective mechanisms
for the selection of applicants and slotting them as quickly as possible
into the program, Thus, a small number of traininy slots in relation to
an abundant supply of eligible applicants ensures the new careexrs program
operator a wide selection of trainees, and removes the vigency of his need

for targ t population data,

: The need for the acquisition of target population data is further
reduced by current practices of federal agencies which reserve to themselves
the responsibility for making major program design decisions., These
decisions appear as program and administrative guidelines. From the point
of view of local communities, it is not too far from reality to
characterize new careers and other manpower programs as packaged programs
in which the cogaizant fedcral agency contracts with a local agency for
stipulated services, The situation is not completely monolithic since the
local agency does have important decision-making responsibilities of its
own which must be fulfi?led, however, within the outlines of the program
as defined by the federa agency. These constraints are not calculated
to encourage the developnent of local planning capabilities, nor the

time-consuming and expensive accumulation of target population information,

: The practices of federal agencies which arrogate :o themselves

responsibility for making :ajor program design decisions is consistent
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with their unwillingness to provide local agencies with the time, money
and other resources required to plan and to undertake planning studies,
Thias situation may be understood in part by heavy political pressures
exerted on federal agencies for immediate and visible results, Even with
new, untested programs, it has become common practice to put the program
into the field now, and patch it up later, Under this dictum, target

population studies and planning generally are not regarded as essential,

: Nevertheless, federal agenciles are clearly aware of the necessity
to accumulate local data and to encourage the development of local
planning capabilities, Since instances of local planning which were more
heavily supported in the past proved relatively unsuccessful, thesa
activities are poorly supported in the present, Still, federal agencies
seek to encourage the development of local planning capabilities, at least
in their rhctoric, much of which is sincere, while denying it tangible
support and viewing local planning efforts with great doubt and pessimisn,
The cycle is vicious., Among the consequences of this situation are serious
deficiences in empirical knowledge about target populations and other vital
issues and inadequate development of local planning capabilities, Thus,
there are few local instrumentalities available to urge or to make use of

research findings,

Mne last point remains to be noted in explanation of the relatively
low priority and support accorded the acquisition of target population data
in planning new carears programs, This relates to the possibility of a

conflict of goals inherent in the new careers program itself, On the one

.
N




hand, its objectives are v ot only to cuploy the poor but to improve

human services by supplewmcniting professional manpower which is in short
supply and by achieving institutional change. Now this is a rather complex
set of objectives, which ig susceptible to rather different program
emphasis, The realities ot dealing with huuan service agencies, however,
appear to have led to a singular propran thrust upon gupplementing
professional manpower shortages .r ordesr to increase the ability of the
agency to p2rform its current functions, Thugs program primacy is given

to the needs of the agency and the requireme ¢s of their jobs rather than
to the needs and capabilities of the poor. This does not imply that many
poor people may not be adequately served by this approach, However,
emphasis on job and agency needs tends to reduce pressure for comprehensive

knowledge of target population,

Though the new careers program in common with other manpower
training programs appears to have been designed and implemented without
detailed knowledge of its target populations, such knowledge continues
to be essential for efficient and qualitative programming., There is no
adequate way of estimating the extent to which the failures o. the new
careers program to serve the needs of its clients is due to a lack of
understandiug of their characteristic patterns of behavior, attitudes
and needs and of the social conditions which affect them, but it is
undoubtedly a factor of central importance. Ultimately, the monetary
and social costs involved in program failures related to a lack of target
population data may be greater than that which is required to obtain such

information in the first place,




Tn the remainder of the chapter, a number of major rescarch questions
have been selected for discussion., As noted in previous paragraphs, interest
in these questions is sharced by new caveers and otber manpower programs,

a situation which shoulild facilitate research gupport, but which has not

yet done 69,

Accumulating and Assessing Existire Data

The imperative need for target population and other data upon which
to develop service programs does nou inevitably suggest an immediate round
of new empirical studies, at least not as a first step. Certainly, our
knowledge of the poor and of the human condition generally is inadequate
and must be continually augmented, On the other hand, there is much
that is known and usable, It is wise, therefore, to address the problem
of accumulating such information about the target population as is available,
assessing it for validity and for relevance to the requirements of plsnning

ney careers programs and developing the means for updating it,

What is suggested here is the organization of a bank or disaggregated
data about local target populations and their local conditions. Such
localized data are not simple to come by, Government publications by
and large preseat statistical information which have not been disaggregated
in a form which can be readily assimilated by local planners of new careers
programs, The Department of Labor's recently innovated Urban Employment
Surveys in the slum areas of six major cities promise to provid:z much

useful data to the planners in those cities, including questions on

manpowver training, barriers to employment, iifetime work experience and
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attitudes towards work, 1In addition, individual communitiecs may have been

the subject of local studies by university and other rescarchers,

The data bank, which should be computerized, may be organized by usc
of one or more techniques., Information may be obtained through mailed
questionnaires, through interviews or through some combination of the two,
The character of the information to be accumulated will have to be detailed
rather specifically, 1In general, such information will be developed in
terms of the range of employment-related behavior and experiences of ‘he
poor, their psychological attrilutes the social conditions in which they
live and the broader social forces which influence their present and
potential employment situation. In general, such information may be
obtained from a variety of public and private agencies=--employment service
offices, departments of public assistance, schools, hospitals, colleges
and universities, settlement houses, social service agencies and many
others, Clearly, the agencies which will serve as sources of data

will vary from one community to another.

The character of available information will also vary widely from
agency to agency. It may or may not be commiled, reliable, comprehensive
or even accurate. The comparability of data from one agency to another
will also be problematic, The difficulties involved in this enterprise
are not to be minimized, Howeve:r, careful assessment of the information

accumulated should produce a set of usable data which can serve ag

(a) a more adequate underpining for program development than
the intuitive, rather helter-skelter type of information that is currently

employed, and

be




(b) as a basis for orpanized efforts to expand knowledge through
the identification of major gaps and inadequacies, How much more
relevart and usable research findings would be il the design of studies
were addressed to expanding a data base in specific areas in which it was
found wanting for the purpose of planning new carcers programs. A data bank
would also provide a more adequate hasis for assessing and for employing
the findings of studies of comparable target populations in other

communities,

Clearly, a data bank which incorporates target population information
is expandable to include data on labor markets, available community
resources, feedback and evaluative findings on new careers and other
manpower programs and g::ch other information as may be necessary for the
planning and operation of new careers programs, The task is complex and
is likely to be more difficult and costly in its inttial development than
in its updating and expansion, This, however, is conjectural, What is
clear is that the systematic development and contiruous refinement and
expansion of an organized data bank is capable of making a most
gsignificant contribution to effective policy formulation, and program

design and operations,

In regard to the research issues discussed throughout the
remainder of the chapter it should be understood that considerable daia
and experiences already exist which should be updated and assessed for
use in planning new careers programs., In many, perhaps in most,

instances, data are lacking and will have to be acquired through newly

designed studies,
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iffective designs of new caveers programs require a complete
understanding of the range of the neceds and work-related capabilities
of those who are potential clients of the program. It is important,
therefore, to develop a comprchensive picture of the experiences of
potwntial clients on their previous jobs «nd their reactions to these
experiences, Inevitably, the behavior and emotional responses that new
career trainees bring to the program will be consequences of many
influences, which are composed to & significant degree of previous work

and related experiences,

Empirical development of this area of knowledge is a formidable task,
which will not be quickly or easily completed, Further it is susceptible
to many conceptual and methodological approaches. Case studies and other
forms of longitudinal studies ace most useful for probing in dcpth the
character of different types of job experiences and their effects on the
poor. This is not to suggest that crogss=-sectional surveys are not also
of value, Ultimately, what is desired is an understanding of the patterns
of job experiences and the dynamics of their relationship to the behavior

and subjective responses of the poor,

Studies may be mounted in the following broadly con.eived areas:

Preparation for Work: Since the new careers program is essentially

a training and educational propram, planners should have a firm grasp of
the types of formal and informal vork-related learning experiences to
which potential trainees have veen exposed in the past, He will need to

know which learning situations and methods appear to be effective for

O
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which groups of potential trainees and the factors vhich make for learning
success and failure, In this connection comparative studies across social
class lines are particularly useful as an aid in develop’ng objective
perspectives of the learning patterns of the poor, Such studies should
selectfvely embrace the totality of formal and informal preparatory methods
and programs in use in schools, correctional institutions, in settlement
houses and other social service agencies, in other government sponsored
manpower training programs, in peer groups, families and other informal
groups. Vocational training in the military services also constitutes

a potentially usceful source of data and insights into the learning patterns
of the poor, More specifically studies should seek to determine who is
being trained; how training is conducred and towards what objectives; the
structure, duration and intensity of the training; their effects on the
acquisition of knowledge and skills and changes in attitudes; the
perceptions of trainces and those responsible for training and their

Outcomes in terms of actual employment,

Employment Experiences: The plan or design of a new careers program

1111 have to consider not only the tyoes and outcomes of work preparation
activities of potential trainees, but their actual work experiences as
well, From one perspective cmployment may be studies as another
significant learning experience, But, the design of the training program
must reflect a knowledge of the range of characteristic responses of
potential trainees in various worlk situations, Measured against the

range of accepted behavior in the positions for which they are to be
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trained, such knowledge provides an essential set of Inputs to the design

of training programs,

Ags in the previous section there are a broad range of conceptual
and methodological approaches to the study af the employment experiences
of a given target population, Here, too, analyses of what actually occurs
on a job may be enhanced by comparisons between working=class, middle-class
and poor respondents, The specific areas within which empirical inquiries

may be directed include:

The job search--including the criteria, expectations and the
processes employed in the decision to search for a particular type of jab,
or simply a job; the procedures and resources employed in locating a job;
the problems and experiences encountered; and the reactions of the poor to

these problems and experiences,

The hiring process-experience, reac:ions and problems in
respect to application forms, personnel staff, interviews and tests: job
offers, received and not recejived and perceived reasons for receiving or
not receiving a job offer; the incluence and reasons for failure to accept

job offers,

¢ Introduction to jobeenature of orientation or introduetion to the
job; type of training received; nature of assigned job responsibilities
and reactions to these tasksj reactions and problems in respect to

“upervisors; co-workers, working conditions; expectations vs, actuality,




¢ Post-introductory job experiences focus upon reactions, problems
and changes in relation to job resporsibilities, supervisors, co-workers,
working conditicas and general attitudes towards the job; extent of
participation in company and union sponsored training programs; knowledge
arni skills acquired through training programs and informal wmcans; incidence

of promotions, wage increases, transfers to other jobs,

Reactions to and Cost of Underemployment-=-perceptions of and
rLeactions to underutilization and 10.v wages and their cffects on attitude
tovards and incentives for work, skill retention, alienation, self-image,
gncial outlook, various forms of anti=-social behavior, health, need for
rblic assistance, family instability and indices of personal and social

disorganization,

: Relationship of the job to other activities=~effects of the job
on family life, peer group relationships, leisure time activities, self-
education and educaticn of children, health, etc, Conversely, what are
the special problems in these arcas--families, peer groups, health, etc,

wvhich tend to impede job performance or continuation on the job?

: Job termmination==-length of time on the job; the reasons for which
<ol the manner in which job termination occurs; reactions to job

termination and the special problems it creates.

Unemployment

In the life experiences of the poor, so frequently chacacterized by
episodic, low-level employment, unemployment and the threat of unemployment

ere significant influences on the workerelated behavior and attitudes of

L vmy
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the poor, This is, of course, a completely unexceptional statement, a
truism, Yel, there is much moire to be known about the efforts of the poor
to cope with problems of unemployment, We know little about the range

of their reactions to unemployment and the extent to vhich joblessness
ramifies into different &i:us of their lives <ind with what consequences,
Unemployment will vary in frequency of occdrence as well as duration,
suggesting that there are different patterns of unemployment and employment
and different patterns of entering and leaving the labor force. Much more
needs to be known about these patterns and the differences in the types of

individuals who adopt one pattern or another,

Thi:se and other questions concerning the nature and effects of
unemployment desexve inedepth analysis, Studies of unemployment among
contrasting groupd appear to have particular value in datermining their
differential patterns and consequences, Studies might be conducted for
example among groups of unemployment prone individuals, others who are
more or less steadily employed, and, perhaps a third group who have managed

to escape both intermittent unemployment and poverty,

There are a small but significant number of poor persons who are
neither employed, nor seeking employment: they are not officially
considered to be part of the labor force, Little is known about them:
vho they are, why they opted to leave or perhaps never to enter the labor
force, and how they survive, without visible means of support, They
represent a special and extreme case of system failure. In=-depth surveys
of this group should produce a substantial body of data, highlighting many

of the aspects of unempl:vment and employment discussed above,
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Behavioral and Pevwsonality Characteristics

In the last analysis, new careers training programs seek change in
selected personal attributus of trainees in order to fit them for appropriate
positions in human service agencies, Presumably, the specifically valued
attributes of knowledge, skill, attitude, et, al,, are derived from careful
analyses of the positions for which training is given, On the other hand,
the types of progremmed services required to effect the desired changes
in trainees must also reflect the distribution of these and related
attributes in the population from which trainees are to be drawn, In short,
new careers program planners must have incisive and coinrehersivae kiorladee
of the range of behavioral and personality characteristics of the population
of potential trainees in order to design the services needed to achicve the

required changes in these characteristics,

This and the previous section are to a degree overlapping, The last
section viewed the target population as labor market pérticipanta and
inquired into the nature of their work experience and its eflects on the
behavior and personality of members of the target population. In this
section, the target population is approached through their workerelated
attributes, stressing studies which attempt not only to describe these
attributes but to analyze them in relation to their consequences and
possible causal influences, among which work experiences are an important
factor, Obviously, the overlapping is not complete. Together they will
yi:ld a more comprehensive analysis than is possible if either approach
is pursued separately, Further, each requires different analytic frameworks

and the services of different research methods and specialists,
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The research issues associated with work-related behavior and personality
characteristics of the target population are innumerable, In addition,
there is e significant lack of clarity concerning the individual characteristics
that are associated with work, and the ways in which they predispose to
success and fallure on the job, particularly in human service occupations,
Such knowledge, which is the product of intensive studies of job requirements
and performance, is simply not available, Hence, the measurement of worke-
related characteristics of the target population must proceed in terms of

genexal, commonly employed concepts and variables,

Employability

In the context of new careers piograms, the concept of employability
is generally employed to define readiness for employment in human service
occupations, It is, however, little more than a catch-all term, which
embraces a broad range of objective and subjective characteristics of
individuals including previous experience, skills, attitudes, maturity,
personal appearance, et, al,, needed to satisfy existing requirements
for employment. As such, the configuration of characteristics defining

employability will vary from one human service occupation to another,

Nevertheless, the concept has specific and useful applications and
is deserving, therefore, of more research attention than it has received
to date, 1Its uses overlap program planning and operation. In this section
operational definitions of employability and effective measurement devices
are needed to assess the qualificatiors of target populations in relation
to human service job requirements as essential foundations for new careers

program planuing. The results of such .ssessments can help shape the content
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of new careers programs and identify the aize and characteristics of

their notential client population, In addition, new careers programs

must have the tools to make clear and specific assessments of applicantg?
work-related strengths and weaknesses at the point of first contact with
them and subsequently to measure accurately the extent and nature of the
changes in trainees which signify improvement in employability, These are

essential tools for program management,

The development of operational definitions of employability and the
means to measure it constitute a high priority research task, Their
fulfillment requires intensive analyses of job requirements and job
performance in specific human service occupations, the design of instruments
to measure and to pattern relevant indiviiduual traits into an operational
concept of employability and the testing and demonstration of the effectiveness
of these operational dcfinitions and measurement techniques on target and
trainee populations, Such research and development efforts will have to
account not only for differences in the definition of employability by
human service occupations, but tor differences in labor market demands and

for sub-cultural definitions among the poor,

Inventory of Knowledge and Skills

As is true of any manpower training program, the design of new careers
programs must reflect not only a clear view of occupational requirements
but an accurate appraisal of the current status of potential trainees in
relation to ti:ese requirements, Such appraisals facilitate efficient
design decisions in regard to the content, methods and level of effort of

the training program itself. It would be useful, therefore, to undertake
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a sample survey of the knowledge and skills in relation to selected human
service occupations possessed by members of the target population. Such

a survey should describe existing levels of such knowlerdge and skills,
their distribution within the target population, the means and the sources
by which such knowledge and skills were acquired, the terms in which they

are couched, and the values placed on them.

Physical Health

The physical health of the poor has increasingly absorbed the
attention of anti-poverty and manpower program planners. 1Ill health is
believed to be associated with many of the problems of the poor which immure
them in poverty. While this is a credible assertion the evidence for it
is far from conclusive or enlightening. More specifically, the new
careers program planner will need to know whether and how various forms
of i1l health are likely to affect Performance both on the job and in the
course of training. He will need to know too the time and resources
required to diagnose and treat different medical conditions and their

distribution within the target population.

This complex area of analysis is not likely to yield to a simple
definitive study. Required information will result from a series of
variously designed studies. However designed, studies in this area are
~ikely to be most rewarding if they employ control of at least comparison
groups. Post-facto studies, for example, may divide individuals in
training and work situations into those who perform successfully and
unsuccessfully and inquire into the difference in physical health between

the two groups. If differences are present and are in accord with the
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general hypothesis that poor health contributes to poor performance, then
an assessment can be made of the extent to which i1l health contributed
to poor performance in relation to other known influences. Other studies
may be organized longitudinally using a cohort of individuals entering
training or employment and proceeding in similar fashion to identify the
extent to which health problems influence their performance. Or s tudy
designs may begin with groups of individuals who are known to possess
specific forms of poor health and then compare their performance in
training and on the job to a matched group of individuals who are in good
health., These illustrations do not exhaust all of the approaches to the

study of physical health in a work-training and employment context,

In the course of their studies, researchers will employ sex as an
important explanatory variable., This applies certainly to all of the
research recommended in this study on the population to be served.
However, there are special reascns fer focusing in-depth attention on
this variable, The important operational problem related to sex was
succinctly stated in a recent survey conducted by the University Research
Corporation. It points out that:

"Only about one out of five new careerists is male. Systematic at
attempts must be made to improve the ratio--not only because
of the obvious needs of unemployed and underemployed males but

also because of the value of the male figure in many human
service activities, particularly education, '

It is reascnable to assume that the predominance of female new

*Mew Careers_Pulletin, Vol. 1, No, 6, June 1969
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careerists is closely, though perhaps not 8olely, related tc the failure
of new careers programs to attract male members of the target population.
Of course, it is possiblz that males have lower selection ratioc than
females and/or higher turnover rates once selected. Nevertheless, the
degree of attractiveness of new careers programs to weligible males is
undoubtedly a factor of major importance. To remedy this situation,
information is needed regarding the attitudes of target population males
to human service occupations and fields, to new careers programs and to
manpower training and anti-poverty programs generally. Their occupational
aspirations and attitudes towards work, which may be deeply rooted in
sub-cultural values systems, as well &8s their previous work preparation
and exerpiences, should be carefully examined and contrasted with new
careers requirements and opportunities. Such information needs and
analyses can be incorporated in the design of studies discussed through-
out this section or they can be handled more intensively as separate,

short-term and rather inexpensive cross-sectional studies.

Subjective Attributes

The cbjectives of a new careers pProgram may be described in purely
behavioral terms: to prepare trainees for efficient and effective
perfornance in retaining and progressing in a human service job.
Nevertheless, it is recognized that there are many critical variables of
a8 subjective nature that influence a trainees' preparation, his job
performance, and ultimately his mobility. It is unnecessary to belabor
the point that planners require as much information as they can get with

reference to work-related subjective attributes of their target population.
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What should be stressed is the planners need for understanding of how
these subjective attributes tend to cluster and how these clusters tend
to be associated with different segments of the target population,
defined in terms of demographic and other objective characteristics.
Finally, planners will need to have data relating to the differential

pPerformance of these population segments in work and training situations.

Fortunately, research methods, however crude, are available for
analysis of the character and distribution of the work-related subjective
attributes of the poor. This is not to say that existing techniques are
completely equal to the difficult task of measuring these elusive traits;
far from it. Indeed, support for the development and refinement of
improved measurement techniques would yield a rich harvest. Still,
useful analyses of subjective characteristics are not beyond the reach

of current research capabilities.

It has been suggested that research in this area should provide
new careers program planners with a typology of target population
groups which reflect varying configurations of work-related subjective
characteristics, and the differential training and job pérformance
records of each population group. This task goes well beyond the analyses
of the effects upon performance of any single subjective factor and
assumes that traits will cluster into more or less identifiable major
patterns. To achieve this research objective, a number of approaches
are possible. For example, one may examine the subjective attributes
based on existing research data, fit these clusters to existing work
and work-training groups, and determine the differences in performance

e
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that exist among them. There are, of course, many other useful research

designs that may be employed in this area.

The discussioﬁ below is organized around a number of subjective
characteristics which are assumed to be work-related. Whether they are
is a matter for research determination, as is the question of what other
subjective characteristics are significantly related to work and to work-
training. Here the researcher would be well advised to distinguish
between work and training for work. The subjective characteristics
that predispose for success are probably not identical in both instances.
In any event, though the discussion treats these characteristics
individually, research should be directed to developing clusters which
can be used to identify segments of the target population and their

differential performance in work and training situations.

l. Occupational Attitudes and Aspirations

Experience in manpower training and employment programs suggests,
contrary to middle-class expectations, that the poor will not accept
training or employment in just any job. For the planner of new careers
programs, the fact that the jobs for which training is offered are in
the public sector may introduce an additional complication. Further,
occupational attitudes and aspirations of the poor may vary significantly

with age, sex, sub-cultural values and a host of other factors.

It becomes important, therefore, for the new careers program planner
to have comprehensive data about these attitudes and aspirations, scaled

according to intensity of feeling and with particular reference to
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human service occupations. He should know how the poor define the
characteristics of a "gond" job and which aspects of human service jobs
are likely to appeal and not to appeal to the poor. Conversely, he will
wish to know who is likely to find various human service jobs appealing
and who is likely to reject them. The plauner will wish to know the
reasons for various occupational choices insofar as they can be known,
and how these choices vary cver the chronological, occupational life
span of the poor. Lastly, the planner will inquire into the degree of
optimism and pessimism the poor feel in their ability to achieve entuy
into their desired occupation; their understanding of the kinds of
activities, prepatory and otherwise, in which they must engage in order
to enter the desired occupation; and the types of jcbs and occupations

they would accept as alternatives.

2. Attitudes towards Work

Negative attitudes cr poor motivation towards work and misconceptions
of the nature of work are often cited as factors associated with poverty
and with severv employment problems among the poor. If this is in fact
a valid judgment, it suggests the existence of a range of problems from
recruitment to training and to full-time cmployment which must be
anticipated and resolved within new careers programs. Accordingly, the
design of new careers programs should be based upon data which measure
and explain the distribution and intensity of the target populations'
attitudes towards and conceptions of work. In-depth studies should
probe the meaning of work and its place in the lives of the poor,

relating it to such presumed alternatives as dependence on public
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agssistance and ecarnings from illigitwmate activities. Specific information
should be provided regarding the many ways in which poor work motivation
and misconceptions of the nature of work are manifested in recruitment,
training and employment, Empirical studies should reflect on the importance
of these attitudes and conceptions in achieving employment success, and
of equal significance, whether they are deeply rooted in personality and
resistan* to change., As noted elsewhere, the design of studies in this
area would be enhanced by studies which compare the responses of the poor

with those of non=-poor subjects,

3. Alienation

Alienation is an extremely fashionable term despite the fact that
it has yet to be clearly defined, Behavioral scientists are still
debating whether it is a simple or multi~dimensional concept, Some of
the terms which have been associated with it and which in a gsense define
it are 'powerlessness,'" 'meaninglessness,' '"mormlessness," "social
isolation," ''social pessimism,' and '"low self-esteem.,” (pe may also
include low motivation and weak occupational aspirations, discussed in
previous sections, as forms of alienation, For present purposes
elienation may be thought of as a subjective condition which is

manifested in many different forms and degrees,

All of this suggests the need for research which is designed to
clarify the concept, measure its manifestations among the poor, and
determine che manner and extent to which it affects training and
employment of new careerists, One may also assume that a program of services
should be designed to deal with the specific combinations of personality

factors and social conditions which reinfcrce each other to produce
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alienation. Such data are not yet available. However, the issue raises

yet another question which should be addressed by empirical analyses.

Clearly, alienation is not unique to the poor: it exists among all social

classes. Yet in dealing with this condition in a training and employment
program, the new carcers planner should know which of its aspects are

unique to the poor and which are generic to the society as a whole.

In the design of such research it need not be assumed that alienation
inevitably constitutes an impediment to training and employment. Its
effects may be as variable as its forms. However, since new careers
occupations gencrally stress goal-directed humar interactions, policy and
program questions may be raised concerning the ability of severely alienated
individuals to render effective human services, and the capability of

training programs to relieve severe forms of allenatione

4, Decision-Making

Entry into a new careers program, its completion and pursuit of a
career in a human service occupation entails a host of decisions on the
part of new careerists. The fact that these decisions are not unique to
the new careerist does not lessen their importance. The point 18 well-
recognized by program planners who seek to aid the decision-making
processes of trainees through orientation programs, counseling, guidance,
information services and countless other ways. Nevertheless, little is
known about individual decision-making processes of the poor in particular.
Empirical studies in this area should assist planners in aiding trainees
to improve their use of information and other resources and to make their

decision-making processes more effective. Towards this end, data should
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be provided about the types of questions and issues which the poor regard

as requiring decisions; the inputs--of information, assumptions, expericnces~-
they employ in arriving at decisions; the criteria they use in determining
whether the question has been resolved; the steps or patterns which may

be involved in reaching a decision; the extent to which responsibiliiy

for decision-making is shared with others; and the major constraints

associated with effective decision-making.

Ccausal Influences

This chapter has been devoted to recommendations of empirical
studies which are calculated to present planners with the type of data
about target populations they requiie to design effective new careers
programs. In the body of these recommendations, additional suggestions
were made to develup insights into the factors which may have influenced
the behavior or characteristics under study. This is certainly an
acceptable procedure. One must first establish the phenomena tha; require
explanation, before launching into studies of social causa':ion. Further,
progrant planners and operators are likelv to cpntinue to be principally
concerned in the foreswucable future with '"what'" should be changed and
"how'" can it be changed, rather than with the etiology of the conditions

which are assumed to require change.

As an addendum to the chapter, another approach to r2search studies
will be briefly discussed. It is based on the assumption that selected
social forces cause or influence various forms of work-related behavior
and attitude in a target population. Research issues or problems can

then be framed to determine its praecise effects and the processes by means
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of which its 2ffects are produced.

This 18 in a sense & revoersal of the approach to research adopted
throughout the chapter. 1t is intended to ¢confirm and to extend
conclusions of causal influence derived from previously discussed studies,
and to provide validetion of them: a requirement fur the use of research
findings which is sealdom honored. It is capable of precvidiug new
perspectives and adding new dimensions to the search for cause and effect
patterns, thereby, contributing to the eseentiiul development of causal
theories. Such theories, incidentailly, are not at all academic in
character, but fundemental to the formulation of program policies,
strategies of change and the design of program services. Unfortuantely,
in the so-called real world, they axe implicit and assumed rather than
explicit, and are based on political and mecral values rathaer than on

empirical data.

The social influences which produce various constellations of work-
related behavior and attitude in any target population are perhaps legion.
Those that come quickly to mind include poverty, discrimination, social-
ization, programs of public welfare, migration and urbanization,
technological change, the davelopment of minority group militancy and
pride, and various economic and labor market changes. These and other
powerful social forces are likely to be intertwinad in cgmptox networks
of cause and effect, which should discourage thes use of singular causal
explanatiéna and social remedies, but seldom does. Analysis and resaeaxch
into the operation of these forcas have a long history, but relatively

few efforts have beon undertakan with the specific purpose of providing
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data for the dovelopment of policies and programs to supply employment

assistance to the poor. Though complex and difficult, vesearch of this
type will yield high dividends in more effe~tiva policies and programs

in new careers and other manpower programs.
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Human Service Occupations and Careers

For rany practitioners and students of new careers programs, tha
critical olement in determining the success of the program consists of the
availability of decent jebs with good working conditions, with reasonable
stability and with opportunities for advancement through training and
education. Offer paople such jobs,'it 18 said, and many common problems
will be greatly diminished. The welfare recipient will choose to work,
the so-called "hard-core" will be attracted, trainces will discover hidden
sources of motivation, and ultimately, the incidence of crime, delinquency

and rioting will be significantly reduced.

These assumptions arae not unique to new careers programs: they are
shared with othar manpower training programs, most notably the Job
Opporxtunities in the Business Sector (JOBS). DBoth the JOBS and the new
careers programs first place the trainee in a full-time job, and train
him afterwards. The expectation is that the acquisition of the job will
do more to motivate him than the reverss procedure, i.ea., to train him
with only the promise of future employment. Whother these assumptions
and expectations are sustained in actual practice are important issues
for evaluation research. However, this program thrust places a critical
initial responsibility for effective job development on new carcers and
JOBS prog.sam planners. Thoy must parsuade employers to open and to
create jobs for tha disadvantaged, to hire them though they are likely
to lack tho usual qualificatjons, and to undertake to train out their

deficiencies.

These are not simple tasks. For the naw carcers planner the task

may be compounded by the requirements of the program concept. The jobs
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he opens and crcates must also be careers. They must relieve existing
shortages in professional and technical personnel, but be structured to fit
the needs and capabilities of program participants and fac'litate
institutional change and improved services to the poor. Ther must
provide maximum opportunity not only for vertical occupational mobility,
but for lateral movement as well. Such movemonts are to be assisted not
meraly by in-service training, but by the opportunity to acquire o'ver
higher credentials through formal education, each lavel of which is to
articulate meaningfully with the career ladder. Thus, in many nstances
the planners' task will entail not only the development of jobs, but

& significant and often a radical restructuring of thc organization
within vhich the jobs are sought. His difficulties sre not likely to

be easad by the fact that‘to fulfill thesec responsibilities he must deal
with human or public service agencies. Public employers have been among
tha.most raluctant to hire the poor. Merit systems and civil service
ragulations which govern job entry and advancement have proven difficult
to change on behalf of the poor. Mnreover, public employment is lower
paying and lower in preastige than private secto: employment and for these

reasons usually less attractive to the poor.

On the other side of the coin there is increasing emphasis and
concern with the inadequacies of public services and the social
consejuences of the fallure of government to provide such services.
There is also a growing public realization and confidence in the ability
6f the poor to perform many of the needed ranctions associated with the

provision of human services and a greater requirement to involve them
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significantly and at many levels in tie development and implemertation

of human service programs. At the same time, professional and technical
manpower shortages in human service fields are likely to continue and
perhaps to worsen in the years to come. In short, there is today an
undeniable movement to enhance and develop the role of the non-professional
in which the poor are playing a predominant role. (Clearly, these trends
supply vitally needed support tc the new carweers planner enpaged in

creating jobs for the poor.

Nevertheless, it should be understood that the new careers planner
angaged in career development activities as an initial step in program
design, is engaged in a function which presses hard against the limits
of current nethodology. This is per se a broad clue to the identification
of research issues ‘n the development of human service occupations and
careers for non-professionals. However, the discussion of research
problems and recommendations in this chapter is organized around the needs
of new careers planners for data in two arcas: Assessment of demand
within individual human service fields for new careers and the development

of methods and techniques for engaging in job analysis and design.

The Demand for New Careers

The new carecers program planner in search of data related to current
non-professiéhal ¢reer jobs and future employment projection in humen
and public services is likely to find considerable moral support and some

helpful hints, but little concrete assistance. Some of the studies that
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are germanc to his interests have been summarized by Harold L. Shoppard.®
Testifying to the growth of public concern, these studles document the
conclusions that the present level of many essential public services is
inadequatc to meet public needs and that an expansion of services
providing many more jobs is required. Many of the new jobs that could

ba coreated within new and expsnded public services could be filled by
persons with low entry skills and training. The estimates of the number
of such new jobs are in “he order of three to five million.** Further,
it is fair to conclude that there is both a backlog of unmet public
service needs and an undetermined amount of new or emerging needs for

which planning has not yet begun.

All of this suggests to the new careers planner that the public
sarvice area contaias a sizable number of demand occupations suitable
for the disadvantaged and for non-professional devalopment. There is,
however, little local data available from the employment service or else-
wvhere which i8 of use to him in program planning. Moreover, the usual
means for ecstimating current job openings and projecting future

non-professional employment in human sexvice occupations may not be

*'The Nature of the Job Problem and the Role of Ne*r Public Service
Employment," the W.E. Upjohn Institute for Employment Research, Jan. 1969.

w*In particular, see the report of the Joint Economic Committee of the
United States Coniress, ''State and Local Public Facility Needs and
Financing, Vol. 1: Public Facility Needs, Dec. 1966. The Report of

the National Commission on Technology, Automation, and Economic¢ Progress
"Technology and the American Economy,' Vol. 1, 1966, pp. 35-37. And,

"A Public Employment Program for the Unemployed Poor' conducted by
Greenlaigh Associates for the Office of Economic Opportunity, 1965.
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appropriate or useful. Thease methods are more applicable to established,
structured occupations and industries in contrast to public and human
sarvice agencies which ave less inclined to be highly structured,
rationalized organizations. Morcover, the availability of human service
Jobs for new carcerists is to a significant degree dependent on the efforts
of program planncrs and operators to persuade or educate and ultimately

to demonstrate the viability and effectiveness of the new careers pro-

gram to the operators of iLiuman service agencies.

Nevertheless, planners are not without the means required for
detaxmining which of the exiating human service f£ields in the commnunity
offers the best prospect for the devel opment of new careers. This
complex assessment will be carried out in the face of severe restrictions
in time, money and staff which are characteristic of the resources
available to planners. As a result, rigorous, scientific studies of
domand in human service occupations and industries is not likely to be
available or considered viable by new careers planners. It is important,
nonetheless, to initiate such r;search 8o that detailed and comprehensive
findings may be available for incorporation by the planner in future
programming. In the present, the planner who is seeking to cetablish
or expand a new careers program may engage in a series of iuformal,
short-term studies, bordering on fact-finding, which will permit him
to decide which human service occupations and industries are likely to

be most susceptible and available to the new careers approach.

Short-term Studigs of Existing Structures

In developing new careers programs, plannors may adopt a horizontal
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or vertical approach. That is, the program may secek to train new
careerists in ~~neric skills, such as counseling, which may be applicable
in different types of human service agencies, leaving it to the agencies
to adapt the skills of the new careerist to their specific job responsi-
bilities. On the other hand, the new careers program any seek to train
for a number of paraprofessional occupatio.is which may be specifically
needed in schools, hospitals and other human service agencies. If
positions for which training is to be given has an 'acceptable"

potential for horizontal mobility. Both approaches, therefore, entail
studies of a broad spectrum of a community's human services occupations

and agencies.

To aid the planner in determining which occupations and agencies
offar the best opportunities for new careers development, and which
training strategy to adopt, short-term studies should be designed to

elicit the following broad categories of information:

: The types and extent of current services supplied by human
service agencies,

: The present organization of tlic agencics within the huugn service
agencies surveyed, and the number and types of professional and non-
professional positions that each contains,

: Average turnover rates and types and rates of job promotion
and wage increases,

: Agencies which perceive a need for increase in services by type
and percent of increasc needed,

: Agencies' need for additionul staff by type and number to meet
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present levels of service and to provide for needed increascs,
: Types of jobs which could be filled at present by paraprofessional
personnel; types of professional jobs which appear to be susceptible to

restructuring and subsequent employment of paraprofessionals,

: Formal barricers, such as civil socrvice rogulations and inadequate

budgets, to the hiring of naw careerists,

: Attitudes and general receptivity of agency heads and decision
makers to the development of a new careers program,

¢ Perceptions of clients of the extent to which each agency is
meeting their needs; cmphasis shoull be placed on current needs, and

needs which require improved service.

The collection of data in these categories can be accomplished by
@ variety of methods which should ba built into the study design. Much
of it can be accumulated by analysis of reports and other documentary
materials produced by each agency. Mailed questionnairaes or informal
interviews with key agency personnel or some combination of the Lwo
constitute the principal data collection instruments. Interviews with
a sample of the clientele of the agencies included in the survey ghould
be undertaken to give planners clues or leads to areas of service which
might be improved or added. 1In many instances data obtained from
agencies can be verified and expanded by inquiries directed to civil
service commissions, bureaus of the budget and other governmental

agencies.

Whether to include in the survey all or a selection of the human

service agencies in a commurity is a question for local determination.

'¢9
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Inevitably, it will reflect the type and amount of cesscntial resources
available, knowledge of the community's needs and the agencies which serve
them, and insights into significant political and bureaucratic conditions

present in the community.

Special Studies

The proposed survey is intended primarily to supply planners with
the type of data they require to select prospective human service
occupations and receptive agencies for new carcers development. It is
not intended to be an in-depth analysis, since the nature of the planning
decision and the constraints under which it will be made do not require
it. On the other hand, there are other aspects of the decision to select
particular occupations and agencies for new career development which
should receive more intensive study. Both in interviews and in
literature, students and practitioners of the new careers program reflect
great concern for such gucstionsas the obsolisconce of certain hunag
sorvice functions; these cffeats of aytomation and other technological
changes on human service agencies; the effects of economic and labor
market changes on human needs and services; and, the projections of
fanand for human services in light of these and other potential major
developments. The bagsic concern in all of these questions is to ensure
the maximum extent possible that the jobs and carcers created for new

carcerists have a high degreec of permanence.

Studies of these and similar questions are susceptible to intricate
analysis. Here, too, the constraints which normally apply to planning

necescitate less complex and less comprehensive analysis. Studies in
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the form of position papers undertaken by experts using availlable
historical and current data and their own specialized knowledge will

adequately serve the needs of new careers planners.

Innumerable protagonists of new careers programs stress the emergence
of new human service functions and occupations, many of which have proved
to be amenable to the employment of those with low entry skill:.

Certainly this has been the case of Medinare, Model Cities, Headstart and
the Anti-Poverty Program and other service programs during the past decade.
In the next decade many profess to see an acceleration of the trend to-
wards new human service functions and occupations accompanying increased
efforts to grapple with urban problems. This eventuality strongly
suggests thae need for research and development of tested and reliable
means for flagging the cmergence of new skills or occupations which
replace, supplement or are added to those which already exist. The
significance of an "early warning'" system lies in the fact that in the
early stages of occupational evolution, while demand in high and hiring
standards are loocoly'structured, new careers programs may be able to
train and place many of the disadvantaged in human service occupations

of great promise.

Deciding to Implement a New Careers Program

The surveys and special studies recommended above were intended to
assist planners select those human service occupations and agencies whieh
hold high promise for new careers development. Once this critical
assessment and selection has been made, the agencies selacted must be

persuaded to implement the new programs under a variety of conditions
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including the guarantec vf jobs for new carcers trainees; the introduction
of new occupations and career paths, new training programs and supervisory
obligations; and, encouragement of college enrollment. From the user
agency's point of view, this is not 4 simple, inconsequential program.
Full implementation will very likely entail significant changes in its
organization and profnund effects cu its present staff and on its
characteristic ways of doing business. Hence, neither the agency's
executives nor the advocates of the i1aw caresrs program are inclined

to take lightly the decision to implement the program. Indeed, it has
often been noted that the success of the program is in no small measure

dependenii on the agency's complete commitment to the program.

The approach to the agency adopted by the new careers plannsr or
advocate at first contact and throughout the agency's decision-making
may well be a significant if not a critical influence on the agency's
final judgment. Yhather it is in veality should be a central question
of nationally sponsored studias. The findings of such studies in
specific human service fields can be generalized and offered as guidance
to local planners. Accordingly, modified case studies or intensive
analyses should be undertaken of the decision-making processes in
agencios which agreed to adopt the new careexs program and those which
hava eithor rojacted 4t or have failad to arrive at a decision after a
lengthy process of discussion or negotiation. To be of maximum use to

new careors plannars these studies should focus on--

:: The ch..acter of the commitment made by user agencies, i.e.,

the specific provisions or aspects of the new caraers program swhich

&<
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the agencies agreed to implement and any which they rejected.

t The objectives sought by user agencies which accepted the new
careers program and the reasons fov rejection among those who did not.

: The strategies, techniques, personncl, et. al., employad by
planners and advocatas in instances of success, failure and persistent
indecision.

: The issues and problems raised in the course of decision-making
by agencies included in each category; the principal means employed to

cope with ox resolve these issues, and the degree of success of each.

¢ The rolc of others, for oxamplu, profcssional ansociations, uniqgns,

governnental agencies, community groups and elected public officials, who

were involved in the negotiation of decision-making process.

‘ The pattern of aevents, if any, of the major, sequential steps which
appear to be characteristic ot the negotiation or decision-making process.

¢ The major influences or conditions which are associated with
accaptance, persistent indecision, and rejection of the new carecrs program

by human service agencies.

Methods for Establishing New Career Paths

The decision by a human service agency tc develop a new caraers program

sets off a series of critical activities that are rather uniqua among
current manpover training and employment programs. These activities

are addressed to the davolopment of naw jobs and carcer patns and to

wubadding thoso now layors of positions within the agoncy's axisting

organizational structuro. This is parhaps the highest and most
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complicated form of job creation. Unlike job development efforts in
other programs, new careers secks not merely to open an existing job

that was not previously available to the disadvantaged applicant nor to
create a totally new job for him that did not exist before. They aim

to devalop and firmly establish in the host agéncy a carefully

articulated hierarchy of new positions within given occupations in oxder
to employ the disadvantaged and to provide maximum opportunities for their

mobility.

New careers plannars and oparators have articulated an urgent need
for the analytic and developmental tasks requirxed to accomplish thise
complex task. It is to this end that the research recommendations
contained in the romainder of this chapter are addressed. Recommendations
will stress learning from the experience of others who have attempted to
develop naw occupational paths, research and developmant efforts to
{improve existing methods and techn! jues and exploration of totally new
methods. Research recommendations will also be directad to the nead for
developing a systematic and holistic approach or models for the devalop-

ment of new carear paths in human service agencies.

Survey of Efforts to Establish New Careexs Paths

New Careers programs still have a relatively short history.
Nevertheless, there is now available a modost inventory of efforts
thrrughour the country to carve out new career occupations and paths for
the disadvantaged in various human service agencies. Although there is
much to be learnad from these initial ventures, few, if any efforts

have been made to analyze and assess their axperiences. Accordingly, it
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is recommended that a nationally sponsored, in-depth survey be conducted
of organized programs which have designed and established new Careers
occupations and paths. The survey should be nation-wide in scope,
including as many diffaerent ‘types of human scrvica agencics as resources
will pexmit. The study design should take account of variations in

the type of agency responsible for producing the dosign of naw carxcers
paths: community action agoncics, human service agencies, unions,

and professional associations. It should include, if possible, aituations
in which new carcers designs were daveloped for new us well as gstablished

structures,
In broad terms, the survey should focus on -

! The objectives and assumptions which guided the effort to deaign
and establish new career paths,

¢ The methods, techniques and steps employad, including both a
detailed description of what was done and why it was done,

! The data vhich were regarded as essential to the design, and how
they were obtained and used,

't The personnel involved in the design effort, their background,
tasks and organization,

! The principal difficulties encountered, the moans employed to
cope with them and tha results achisved. Particular attention should be
devoted to describing and explaining changes in the planned approach to
the design effort,

! The form of the output, plan, oxr design of new carcers paths.
Assuning the product of the design effort to ba a written document,
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what major types of infomation and assumptions does it contain?

+ Tha activities involved in obtaining agroement and approval of
the plan, and their consequences. Speotal interest should center on the
manner by which the plan was presented to the total staff of the agency.

s+ The principal lessons to he learned from the design exparience.

The design of new occupations and career paths suitable for the
disadvantaged is ragarded by program plannors and operators as one of
the most unique and critical aspects of the new careexs program.
Accordingly, their questions about it tend to be numerous and wide-
ranging. As & consaquence the survey design will also have to be

sufficiently broad to encompass many of the following questions:

: In genoial, which agency is most capable of designing new caxeer
occupations and paths--the social service agency, & community action
agoncy, the unions, the profassional association, a privato agoncy which .
specializes in personnel and organizational problems? 1Is the task most
efficiently and expeditiously accomplished by the user agancy ox by an
outside agency? What axe the pros and cons with referenca to these
questions? In some combination of the two most desirable?

:  What are the major difforances in designing new carears
occupations and paths for an astablished structure in contrast to one
which is in the process of being established? How do thiey vary in
requirements, methods, tochniques and processes and in types of problems
encountered?

:+ In designing new careexs occupations and paths is emphasis placed

on the needs of the agency's occupational structure, ite basic goals

56
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and @oncapts and/for tho effectiveness of its service delivery systom?
From anuther perspeative, is emphasis placed on fulfilling the agency's
manpowel and othar institutional needs, an the nceeds of the poer for
parmanent, meaningful employment with maximum opportunity for advancemant,
or some combination of these? How are these varying emphasis explained?
What are their consequences for the methodology involved in the design
process and design products?

It may ba assumed that the goals, objectives and purposas of an
astablished agency axe in some manner to ba examined in whatever
approach is adopted to the design process. How are these greated whan
they are diffarentially, and perhaps antagonistically defined by staff?
Whan they are vagua and poorly anunciated? When they are defined
Jifferently by those inside the agency and thosa, (a.g. clients) who are
outside of L{t? Are new carear occupations and paths gcnerally designed
to an agency's present goals or tu anticipated future changes? How
can the design be structured to account for future changes in an agency's
goals and functions?

: Are efforts made to assess at least in broad terms the extent
to vhich the agancy's goals and functions are consistent with thae naeeds
of its clientale? If so, what methods are employed? Are measurable
indices available, such as performance records in schools? Are clients
and agency staff interviewed? Are there perhaps public records of
complaints about agency service?

¢ Are institutional changes considerad as objectives of the
design process? If so, is it dbuilt into tha structure of new

occupations and carear paths? How is this done? Or is institutional
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change more simply assumed to be a consequence of the cnployment of
disadvantaged persons? Does the approach vary with the type and extent
of change sought? What are the types of institutional change sought by

those who design new carcers eccupatiens and paths?

: Are efforts usually made to determine the extent to which &n
agency or agencies are structured to permit upward mobility? How is this
dona? Where a system's ability to encourage upward mobility is considered
to be low, are efforts made to change the system in order to increase
internal moL!lity? How is this done and with what success?

¢ In most inetances are totally new career laddars created, or are
existing, inadequate career ladders developed further for disadvantaged
paraprofessionals? What are the essential methodological and organizational
differences between these two situations?

: Are special efforts or studies made to remove the formal and
informal barriers to job entry, job miintenance and promotion or doses
this fall out in the course of organizational and job analysis? In order
to nullify their effects, how were thase barriers dcalt with?

: Are all administrative, professional, technical, clerical and low-
skilled positions subjcct to job analysis or is a selection of agency
positions made? On what basis is a selection made? On the other hand,
axe all emplovees in the positions selected subject to job analysis?

How are significant differences reconciled in the functioning of employees
in the same position?

¢ Which of the folluwing wethods are most commonly employed in job

- analysis: self administered queationnaires, logs and diaries, personal
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interviews, observation, critical incidents, conferences, use of experts,
manuals and written Job descriptions and others? Do these wethods vary
with the type of personncl or position involved or with some other
consideration entirely?

t Dr. Sidney Fine's systems approach to job design is one of the
few comprechensive approaches available. It has been the subject of
considerable discussion, and in some instances, critical comment. The
proposed survey should include an analysis of the experiences of those
programs which have attempted to employ encountered and the type of
modifications instituted.

: If gome form of job analysis is employed to identify the essential
components or units of activities of professional and technical positions,
what criteria are employed to distinguish between profaessional and
non-professional tasks? These critaria may not be difficult to define
at either extreme of a continuum of task complexity, but they are likely
to be muchh more problemetic in the middle ranges.

¢ Once the units of activity of professional and technical
positione have been classified, what are the means employed to regroup
them into professional and non-professional positions and career ladders?

In respect to the latter -

- What assumptions are made about the types of tasks that result in
job satisfaction and personal growth?

- How is a determination made that the restructured jobs will provide

a full day's work?

- Are pe.formance standards as well as worker qualifications defined
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for each position? By what mothods?

- Are the rungs on a new career ladder developed in such a manner
that they do or do not overlap slightly? Phrasing this question in a
slightly different way, it inquires into the transferability of some
of the knowladge and skill acquired at one level to the level above.

- Is each rung of the ladder really an esscntial step to the next
one? How is this determined or assurred?

- Does the top rung of the non-professional ladder lead rcalistically
to the bottom rung of the professional ladders? 1Is there some form of
overlapping betwecen the two ladders?

- What steps are taken to insure maximum opportunity for lateral
mobility?

- How are wage scales for non-professional positions determined?
What are the problems cncountered in establishing wage scales. Does the
effort to establish wage scales for non-professional positions create an

impact on other aspects of the wage structure of the agency?

:  Sihce: it may be anticipated that the design of new careers
occupations and paths will substantially involve the restructuring of
existing skilled and professional positions, a similar set of questions
should be judiciously applied to these positions. The survey should
describe and analyze how the entire new careers design process handles
the reconstituted professional positions.

¢ The survey could serve a particularly useful function by comparing
the applications of the new careers design process in the different human

service fields. While application of the process may vary from one agency
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and one section of the country to othoers, ona may hypothesize that the
variations are likaly to be most significant between the human sexvice
fiélds.
Within each human service field the survey should attempt to
develop a typology of non-professional job titles and a comparison of
job descriptions for cach title. There appcars to be a proliferation
of different job titles for similar positions which may create problems
for the lateral movement of new carecerists and for the subsequent production

of a dictionary of occupational titles for new carcers.

The primary focus of the survey as suggested in this lengthy
discussion should consist of the processes and organization of the design
of new careers occupations and paths. There is, however, one related
aspect of the design process that also requires specirl attention. This
has to do with the development of strategiecs of implementing the completed
new carcers design. The issue specifically centers around the necessity
for anticipating resistance in various forms from agency staff and
administration, from professional associations, unions and possibly other
organized groups in the local community, and in some instances in the
state. Yet, the successful implementation of the new careers design
will in large measure depend upon their cooperation. The survey, therefore,
should attempt to describe and analyze the efforts made by various new
careers progrems to identify the forms and content of such resistance
and suspicion and the strategies developed to deal with them before,
during and after the design has been completed. Conversely, many of

these same groups may in fact be supportive of the new careers efforts.
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Who these agencies are, why they are supportive and how the noew carcers
programs relates to them in the course of the design effort should also

be stressed in this aspect of the survay.

In sum, the survey should be designed to embrace the totality of
activities involved both in designing and in implementing new careers

occupations and paths.

Surveys of Job Career Design in the Private Sector

However, intricate the design of new jobs, occupations and careers
may be, it is not a new process. It has been implemented formally’ and
informally for decades in the private sector of the economy, and in
various public sector fields, other than the human service fields.
Detailed studies of the application of job and career design processes
in selected private and public industries are likely to yield
instructive findings for the develcpment of the design process in the
human service field. Such studies should take as their point of
departure the problems and concerns thus far encountered by new careers
planners in applying the process (see previously discussed section).
Emphasis should be placed not only on methods employed, but on their
effectiveness in actugl operation. Private sector administrators may

be somewhat more sensitive to the need for determining the outcomes of

their innovations, and, hence, more asgiduous in accumulating measurable

evidence of change. Hopefully, their conception and application of the
design process will be more developed and rationalized than thosc of now

careers planners.
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Whare business and public agencles can be found which are at least
broadly comparable to human service agencies critical distinctions
should be drawn between the mission and organization of the businesses
and public agencics studied from those which are characteristic of human
gservice agencies. Against this background, the methods, processes and

organization of the design process employed in the private and public

sector may be realistically assessed. Such assessment should in turn

yield many useful recommendations for modifications and naw developwments

in the job and carcer design process employed in human service agencies.

Development and Testing of New Design Methods and Models

The results of the two surveys just discussed should produce
documentation of innumerable problems, gaps and other deficiencies in
the occupational and carceer design processes now employed in new career
programs. Undoubtedly, they will also yield new ideas for remedying
many of these difficulties. But such ideas or research recommendations
almost invariatly require further development and testing before they
are ready to be implemented. The same may be said for recommendations
derived from operational program experience. For cxample, the San
Francisco Civil Service Commission is reported to be in the midst of
de\ .8ing significant modifications in Dr. Fine's functional analysis

approach.

The nced for the development of new design methods and models is
sufficiently apparent to require further claboratio... Neverthelese,
comparatively little encouragement or support has been offered by

Federal agencies for these vital functions. In some instances,
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curiously enough, support is offered only for the testing of fully
developed idvas.® Those who feel the need for further development of

thelr ideas must scareh elsewhera but the pickings are slim indeed.

On the other hand, there are fow clear conceptions of Just what a
process of development entails. All too often in the new careers field
as elsewhere ideas are regarded as developed if they appear plausible
and are elegantly presented with liberal dosaes of fashionable phrascs
and concepts. In most instances ideas require for effective
implementation a careful and systematic procaess of development in which
short-term research plays an appropriate and significant role. Such
rasearch is needed not only to generate additional data, but to test
assumptions, to determine the effactivencss of alternative methods,
to assess the conscquences of problematic aspacts of the idea under

development and for ather purposcs.

Although there appoars' to be a somewhat groater tendency in recent
years than in the past to test or damonstrate the effectiveness of new
ideas, thare has becen no concomitant improvement in testing method-
ology. It is still a racher lax process, subject to special intecrest
and politicgl Pressures. What should be tested, how and why, arc
questions which are not always carcfuily considered. Research which
should be the heart of the testing process is all too often poorly
supported and poorly conceived and executed. Lastly, the interpretation

of test resulis, such as thay often are, proceeds in less than rigorous

*For example, see Title III, Juvenile Delinquency Pravention and Control
Act, 1968.
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or objective fashion.

Continuing inadequacies in development and testing methodologies
seriously retard program development. This i nowhere more evident than
in the need to develop new methods and models for designing new careexs

occupations and paths.
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Community Resources

Introduction

"Community" is a loosely used term which in a program context
usually refers to the target arca of a project. In some instances the
community may be the antire city, in others a county or several census
tracts. Community resources rafer to those ageicies and/or associations
which are located within the community as well as those physically

located outside of a target area but sexrving its population.

The planner must know what agencies axist in tha community and who
the influential groups and persons are (including formal and informal
leaders). In addition it is imperative to know where gaps in services
exist, what the intex-agency reclationships are, and how most advantage-
ously to proceed to change rigid credentialling structures. All these
issues are amenable to researxrch afforts. However, structured researxch
projects are not naccssarily required in every community. Some prdjecc
directors may require reseaxch while others may come forearmed with
this knowledge. The tracking of influential persons and institutions
may already be known to a local planner, or the community may be small
enough or organized tightly enough for a few knowledgeable informants

to be able to precunt to the planner most of the information he will need.

On the other hand, some issues, a.g&., questions of change, are best

approached through a national survey with results published and disseminated

to local operators and plannars.

Evidence presented in the interviews and the literature survey

conducted in this study demonstrated that the implementation of a new
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careexs project nust involve a wide range of community agencies and

facilities.

A project cannot accomplish its goals unless it meshes with the
astablished agencics within the local area. The manner in which the
project is introduced who its primary advocates are will have ramific-
ations for the future course of the project. This section will seek to

identify agencies with which the project should work.

Existing relationships between local agencics are of utmost
importance to an incoming project directoxr. S0 much of the success of
a project of this type depends upon optimum articulation between project,
user agency and educational institution. An assessment of the ralation-
ships between persons connected with various agencies in the community
is important from the point of view of advancing the project by recruiting
influential people to serve on boards a.. working committees. The davelop-
ment of a new carecrs program requires that at lecast three inastitutional
needs be met by established agencies within the community. These are:
an agency to provide the sponsorship of the project, a user agency to
employ the paraprofessionals and an educational institution to provide

the channel for certification.

In addition, there is a host of other community resources which have
a very real impact upon the success or failure of the program, although
they may be peripheral to actual program operations. Oi the one hand, .
their cooperation is indispensable to the establishmant of opportunities

for upward mobility for program participants; on tha other hand, their
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anlmosity is very likely to create great obstacles to program developmenc
and may block it entirely. The groups whose acceptance or reicction of

the program is a crucial factor include: professional associations, unions,
civil service boards, and municipal and state governments, since most of

the jobs will be in the public domain. Thus, should the cooperation of

the local Civil Service Board be withheld, the people participating in

the project will be denied many mobility opportunities. Of course, their
coopexation and that of other groups will depend upon a number of factirs.
One of the most important of these is the quality of past experiences

that community groups have had with the sponsoring agency.

Thus the project planner must be able to maximize the involvement

of those agencies which have a stake in the success of the program.

I. Selection of Participating Agencies

Thus far, this volume has addressed issues related to the new
careers concept, target populations, job analysis and demand occupations
within the human service fields. If it is assumed that the planner
knows the type of persons he is seeking to enroll and train and the fields
in which he i8 going to focus his efforts, than his next question is which
community resources are available to supply nceded service for his pro-
spective new carcers program. This has not proved to be a simple task.
Research can lighten the load considerably. Such research should
include: agency canvassas to evaluate facilities and ascertain willing-
ness to make a commitment to the project; interviews with administrative
personnel to evaluate various inter-agency linkages, .@2.8.,, cross-board

representation, contractual arrangements, committec ties, etc., and house-
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hold surveys within the target area to assess scrvice needs contacts.
Opinion surveys should also bie conducted with current agency staff, to

assces thelr attitudes toward the program and its participants.

A. Sponsor and Trainer

An important question which depends on the local situation concerns
who the sponsoring agency should be and, closely related, vho tha training
agency should be. Tor present purposes, only the first of these questions
will be considered in this section. The other will be discussed in the

training section.

Three principal questions should be asked in selecting a sponscring
agency: (1) Will the project have to use inherited staff? (2) What
18 the relationship batween the agency and other important community
ragsources? (3) What has been the past involvement of this agency with
the target community and what do members of the target population think

of the agency?

For purposes of assessing the ability of an agency to absorb the
new carcers project as a sponsor the question of current staff responsi-
bilities and attitudes must be considered. 1If it is necessary that
the project use staff currently employed by the sponsor, an organigational
study of the agency should be undertaken. Questionnaires should be
distributed to aduinistrative, training, financial, and other personnel
focused upon what their current jobs entail, the relative amounts of
time they spend in various tasks, their opinions about whethar they can

increase their responsibilities to include new careers trainees. The
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questionnaires should also include queries rclated to the impressions of
the staff about the new carcers program. [Experience has shown that if
members of a staff do not think the added project worthwhile they may

continue their old roles thus neglecting the new project.

One consideration that will help decide how to most effectively
utilize resources is the past expariences of a potential sponsor \ith
other agencies., Factors characterizing these local relationships must be
assessad by the local planner. Because 80 much of the success of a new
careers project depends upon the establishment of optimum communication
links with user agency and educational institution unless the sponsor has
the capability for establishing and maintaining such articulation, pro-
spects for successful project program development are likely to be poor.
In most communities an analysis of existing relationships does not
necessitate a formal research study. Interviews with effective selection
of local informants should provide a working knowledge of agency inter-

facing patterns.

In addition to local relationships interests should center on past
successes particular types of sponsors have had throughout the country

in fostering new careers or similar programs.

These and simiiar questions can be analyzed in a national sample
and the findings should have direct implications for the new project

planner.

The analysis should be performed on a sample of projects selected

according to the suggested structural typologies listed below:
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(1)
(2)

(3)

(4)

(3)

(6)

New careers sponsorship, training and employment in one apgency.

A new project created to sponsor and train, but trainees are
hired by user agencies.

A separate sponsor who sub-contracts the training component and
utilizes separate user agencies.

The housing of a new careers project within a functioning
parallel agency. (The term '"parallel agency" will be used to
apply to agencies established uunder specific legislation rele-
vant to anti-poverty and/or manpower problems, e.g., C.E.P.'s
and C.A.P.'s.)

An established political bureau within a community housing the
project.

Interviews should be conducted with staff (including project
and housing agency) and trainees from a variety of pexspectives:

...Characteristics of the trainees such as socio-ecoanomic
status, ethnicity, age, sex, residency patterns, etc., should
be analyzed with a focus upon detecting whether patronage
patterns of one sort or another emerge under a particular
sponsorship pattern.

...The amount of disruption of rcgular services performed by
agency.

.+.The extent of flexibility in assimilating non-professionals
into the agency.

«++The extent to which licensing and credentialling require-
ments are changed.

The project planner must also assess the amount of contact which the

sponsoring agent has had with the target population and area. A household

interview sample should be drawn from the geographic area to be serviced

by the project and from which its participants are to be drawn. This

survey will serve two purposes: The first, to assess the position of

the sponsor and the second to assist in the selection of a user agency.

Because of the applicability of this study method to the choice of user

agencies it will be discussed in the following section.
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B. User Apencies

The sclection of a service field(s) and the position(s) for which
the project will seck to prepare persons should be an outcome of job
abalyais and prediction of demand occupations. However, within most
communities or target areas there are usually two or more institutions
involved in the delivery of a service. The planner must select that

institution which i8 nost able to place the participants in moaningful

jobs leading to career advancement. More than placing people in jobs
the problem is to select that institution which will give the para-
professionals a genuine role in the functioning of the service agency
and in the life of the community, particularly as concerns the poverty

stratum.

The question of who the user agency(ies) should be, will be resolved
in part by approaching potential user agencies to see if it will make
the necessary commitment to carxy a trainee through his educational pro-
cess if funding ceases. Even when it is theoretically advantageous for
a particular community to have new careerists working in a particular
agency, if the administration of the agency will not make this commitment

the agency should not be considered.

The first step in selecting a user agency involves a survey of the
human service agencies within the community which propose to serve the
poor. Questionnaires should be addressed to them asking information

relative to their potential for hiring, ‘supervising, and making maximum

use of paraprofessionals. Background data should be sought about number

and positions of staff, capacity to absnarb more staff, capacity of current
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staff to supervise and train paraprofessionals, arca served, number of
years in the area, number of persons, soclo-economic characteristics of
clients, types of services offered and intercst in offering edditional

services.

Once this data is gathered from agency personnel opinions about

services and community problems should be gathered from communi ° residents.

Identification of gaps in service are particularly cogent. These
"oaps' refer to either needed services not currently offered by
established agencies or the total lack of a service agency realistically
accessible to the target population both in terms of geographical and

psychological distance.

Project planners should undertake household interview surveys among
poverty area residents. Visits to homes and interviews with respondents
should seek to determine both the extent of awareness of the residents
abou: the service agencies in their communities and the extent of the use

of the agencies.

An index of service agencies serving the area should be presented
to respoudents. Data should be sought relevant to:

.. .amount of contact family has had with school, health, welfare
and other agencies.

...whether the family voluntarily sought the help of the agency or
came in contact with it through other channels.

...which member of the family is receiving service by age, 8sex,
principal activit:,6 etc.

...nra they satisfied with services.

103
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If the respondent knows of a service agency but @o onc¢ in family uses
it the recasons for lack of use should be solicited. He might state that
he has heard of a particular agency in his community, such as a public
health clinic, but has no idea where the clinic is located, what services
it offers, whether he can be served by it, etc. Or he night know zome of

this information but yet be fearful of approaching the agency.

It is also of importance to the project planner if the households
in the community have needs which they feel are unmet. Either these
feelings may result because the family believes that they cannot afford
such services or the family members do not know where to receive such
services. Some of these unmet neceds mey be in the areas of tutorial
assistance, recrceation, family planning, health, mental health, etc.
Whether or not these perceptions of gaps are accurate must be checked

with the agencies in question.

A portrait cf agency contacts and affiliated problems will result
from analysis of the responses. These findings will not only have
implications for the community agencies which should be approached to

serve as user agencies but also for best sponsorship selection. New

services performed by sides or mon-professional human service workers may

be instituted in a new agency or attached to an established one.

On the basis of a household survey of this type one can make
objective judgments rcgarding the accessibility of the services and
directions for change and whether completely new services are needed or

whether additional manpower employed by c¢xisting agencies will more
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quickly and economically serve the community.

The findings should be analyzed by demographic chavactoristics,
residency patterns and past cmployment and educational histories of the
respondents. An analy8is of this kind will seek to detewmine if a lack
of particular services are due to organizational factors (c.g., insufficient
staff), to the nced for totally new and additional services or to in-
efficient patterns of service delivery which omit some groups from

recaiving the needed services.

This information might be useful to the agencies surveyed as well
as to the project planner. In fact, findings which point out that the
institution is not reaching the people of the community may help to

convince an agency to undertake a commitment to a new careers project.

C. Educational Institution

The section on community collegcs contained in Volume III provides
research undertakings relating to this Program component. In addition,
the program planner in discussing inter-agency relations should seek the
reactions of both sponsoring and user agency about any past working

relations which they have had with the educational esta lishment.

II. Other Community Resources

For purposes of program Planning the initial canvasses of voluntary
and public social service agencies cannot be limited to those which will
be directly Participating through contract arrangements in the project.
The following section will deal briefly with several other potentially

important community resources.
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The fact that unemployability is one major tarpget of the new careers
Project means that sooner or later within the life of the project the mobile
worker must come in contact with the credentialling and licensing systocms
existent in this community. The project planner wmust have knowledge of
the systems involved, profcssional accreditation requirements, academic
degree requirements, union membership requirements, civil service codes,
etc. In addition, he must know at which point his target population is
most likely to fall short of mceting thesc various standards, which of
thege standards are "unrcalistic' and should be changed, and which are
functionally sound, and who are the influential persons and organizations

upholding these liccnsing and credentialling procedurns.

A. Civil Service Commissions

If the non-professional movement is to grow, if the opportunity

structure is to be opened up so that jobs can become careers and

aldes can rise to become ultimately professionals, major institutional

changes will have to be considered. Civil Service requirements

will have to bc altered.... (%)

The first priority in any given community is the collection of civil
service regulations and examinations pertaining to the fields for which
persons are to be trained. However, gathering such information should

be undertaken in conjunction with braoder resecarch endeavors which have

potential use for many communities.

A comparison of civil service regulations and examinations should be
undertaken in a field by ficld analysis across the states. Of particular
interest would be those states which have substituted oral for

written exams and those positions which have wide gaps between the

*Frank Riessman, 'New Carecrs," A. Philip Randolph Educational Fund, undated,
p. 17.
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steps. The lecal project designer should be copnizant of modifications
initiated elsevhere to provide ideas for change in his community and as
laverage to convince local authorities. Research should also be applied
to testing the efficlency of non-written tests in selecting workers. The
project director also should be knowledgeable about projects which have
succeaded or failed in creating changes in thesc systems to enable workecxs
to enter and move up in what had been closed fields. He must also
familiarize himself with the formal and informal leadership systems in

the local community in order to scek alliance with those persons who may

support plans for change.

B. Other Agenciles

Change strategies must take account of idiosyncratic conditions
existing within each community. However, there are at least two resaarch
endeavors which should take place on a national scale and be preparéd for
use by local planners. A review of available evaluation reports should
select projects in which there had been a deficiency of mobility opportu-
nity due to blocks in gaining accessibility to licensing or credentialling
opportunities. Structured interviews should be conducted both with the
project personnel and with personnel in the credentialling associations.
Questions should be directed to the steps they undertook to change the
standards, alternate suggestions they made, whether they succeeded or
failed. 1If the latter, whether they intend to reopen thz issue, and the

extent to which they think there is possibility of change.

Confidence in the knowidege of how to go about producing these changes

will be enhanced by a systematic comparison of the perspectives of the
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projact personnel and stalf of the association regarding the strategies
and the stops employed to achieve change, In addition, information should
be sought regarding the rat.ionale behind the position the association is
taking and whether they feel that there is any room for flexibility in
their position. The association's spokesman should also be probed about

the ways he feels the project should have handled the situation differently.

The research undertaliing will scrve to devise models by which to :

construct strataegy guidelines in changing restiictive regulations.

Research can also play an important role in representing the ''change
process' as it is now being undertaken. A thoroughly documented account 3
of change maneuvers and the various reactions solicited in different !
settings - in labor unions, profecssional associations, state licensing 3

bourds, etc. - will have implications for the local project planner.

C. Organizations of Workers

The professional organizations are important to the life of a new
careers project because they control many certification procedures,
(National Association of Social Workers) or because the position they
formally adopt toward the introduction of paraprofessionals will strongly
influence the receptivity potential of their members (United Federation
of Teachers). The professional groups are not the only groups of workers
that a project planner must deal with., Unions of non-professionals are
also likely to be important to the functioning of the project, especially

if new careerists rapidly acquire membership.

1C8
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That there are at present paraprofessionals working with human sor-
vice fields must ba taken into cousideration by the project plamners in
at least two respects. The first involves whether to consider them as
part of the project's target population and recruit them for the program,
The sc¢cond concerns the necessity for gaining the cooperation of these
groups because the non-professionals who are bypassed by recent recruits
represent a potential impediment to successful program operations. How-
cver, 1f these paraprofessional workers are formed into unions or other
types of action groups their active support can be extremely valuable.
These workers must accept the new careerist if the project is to take root.

In some cases, non-professionals have been glamorized as the

leaders of the anti-poverty war; in other cases they have been

seen as competitive threats to professionals, and cleavages

between professionals and non-professionals will mirror the

hospital model where non-professionals have been employed for

many years with no possibility of upgrading or career develop-

ment. ()

The project planner should inventory the unions in the field for
which he ias training, and meet with the leaders of these unions or less

formally organized non-professional groups to ascerxtain their opinions

and conceptions of the project.

From these meetings he will arrive at strategies for approaching
various fields among which may be their inclusion in recruitment efforts,

(But this will be discussed in ancther volume.)

(*) Frank Riessman, "New Careers," A. Philip Randolph Educational Fund
undated, p. 17.
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Another possible interest group which may be present is the New
Careerist movement, which has arvisen siuce the introduction of new carcors
programs in a few major cities where such projects exist. The trend has
been for new careerists to form iunto a national association following a
political action model as is taking place in New York, San Francisco and
Washington, D.C. This movement is new.and most communities will not have

to deal with it as an important community resource for a while if at ail.

I1I. Introducing The Project

In introducing the new carecrs program to a community the planner must
decide between a '"saturation policy'" or a piccamcal approach which seeks
to introduce the program institution by imstitution. Briefly, the
"saturation' concept, advocated by many zespondents interviewed in this
study, adds paraprofessional staff to all o» many human service institutions
at about the same time within a limited geographic area. The geographic
area may be an entire city but for demonstration purposes an urban renewal
area or a Model Cities arca would be a more workable location. A
demonstration project of this sort would seck dataon whether this total
community approach: 1) allows for greater mobility on the part of the
trainces, both lateral and vertical mobility, 2) creates greater willingness
by other user agencies to open entry positions to paraprofessionals,
3) incites greater impetus for and finally more actually visible
institutional change within the user agencles, and 4) effects changes
in credentialling, licensing and civil servico system entry regulations

and test requirements for entry level positious.
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IV, Combinations apencics

Although new careers projects are comparatively recent innovations,
this study has found communities within th. country in which local
resources and institutions have been optimally utilized to facilitate
tha institutionalization of the prcgram. Community colleges have changed
entrance requirements and added new services and courses; oral tests have
bean substituted for written tests in.order to gain Civil Service status
and community associations which have never worked togather before have
unitaed in an effort to make the program viable. An example of such a
cooperative venture is the Nurses' Aide to LPN Upgrading Program. This
program is operating in New York City under the sponsorship of District
Council 37, AFSCME, AFL-CIO and the Mew Yorle City Health Services
Administration, Department of Hospitals. Unfortunately, knowledge of
innovative uses of community resources are not disseminated so that other
projecis may make similar studies. Therefore, as an aid to the local
planner, information relevant'to innovative use of local resources should

be gathered and disseminated.

Mailed questionnaires should be sent to proiects throughout the
country and to relevant community resources within their locales, i.e.,
public school, hospital and welfare administrations, unions, professional
associations, public interest groups, etc. The questionnaires should
seek to measure the extent of the cross-involvement between project and
outside agencies, how the involvement was initiated, the motivations to-
ward the involvement, the opinions of the parties involved towards the

results achieved to date. Suggestions should be¢ sought from the agencies
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about other beneficial contacts within the community that are not yet

participating. 1If the agency is not involved the reason should be sought.

In addition to analyzing this information, a workshop of educators,
project directors, and others involved in such projects should be organized
so that experiences can be shared and dissewinated. Information concerning
the dynamics of community involvement shiould enhance efficient use of
community resources by the project planncr. The workshop approach should
also sack ideas for new combinations of resources and increase a sense of

commitment to the new carcers philonophy among the participants.

Planners who ~ttempt a new amalgamation involving public and private
sector organizations should set up their training and development projects

with resecarch components to measurc the effactiveness of the cooperation.

In conjunction with this, investigations should be undertaken by the
local planner to discover possible melding patterns of funds provided

under different types of Federal and State legislation.

In summation, this chapter has dealt with research suggestions to
asgist the project planner to acquire full knowledge of the resources in
his community in order to:

+ooorganize a unified effort to institutionalize the program

++.know where needed services should be placed, and

.+.change credentialling requirements.

Research Priorities
A large number of research needs, studies and areas of .nvestigation

have been discussed in this volume. Not all axe of equal importance or
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immediacy, though each has been justified in relation to its contribution
to the advancement of new carcexs programs, However, judgments of
research priorities follow no ¢lear or objective rules, nor do they
possess any great stabllity in the face of rapidly changing fashions in
program concepts. Still, they are useful guides to decision-making and

to action.

In their present stage of development, the most immediate neceds of
new careers programs involve the development and testing of effective
methods for designing paraprofessional occupations and carears and for
introducing them into human service agencies. Respondents in this study
tended to stress this need. It is at once central to their programmatic
efforts and it involves a high oxder of speciulized knowledge and skill
for which most have had neither training nor experience. F'urther, it
constitutes a manageable areca of programmatic concern in which well
directed rescarch and development efforts can have an immediate impact.

For these reasons it is recommended as an areca of top priority.

Only a little less urgent are the rescarch studies associated with
the identification, assnsament and use of community resources. This is
a perpetuel problem area which has afflicted many social programs, often
with disastrous consaquences. Nevertheless, solutions are not closer at
hand today than in the past. They continue to weigh heuvily on new
careers program planners and operators whose programmatic reliance upon

other community resources and agencies is often critically important.
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On the whole, those interviewed in this study were not inclined to
stress problems and issues related to the target population. There were
some exceptions, of course, which centered primarily on the tendency of
males to avoid participation in the program. Generally, respondents
seemed satisfied with their knowledge of their target populations, and,
perhaps were even morce satisfied that they would have little difficulty
finding qualified recruits for their comparatively small programs. It
is apparent, therefora, that for many practitioners research in target
populations is not regarded as an immediate or high priority item. 1In
long range terms, however, improvement in the ability to diagnose the
needs and potentials of target area residents takes on much grecater
importance. The hall mark of increasingly sophisticated programs in
their capability on the one hand for making judgments of greater refine-
ment and validity regarding the needs of their clients, and, on the other
hand, for developing appropriately diversified and refined mcans for
treating or cerving clients on an increasingly individual basis. Thus,
it is suggested that at least modest support for research on target and

client populationt is essential for long-range program improvement goals.
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Introduction

The first volume of this document dealt with all considerations
necessary for the launching of a New Careers program. The studies and
research undertakings in that volume were designed to be utilized by
planners of programs, both on a rational and local level, to determine
the paiticular directions of their program. The volume attempted to
offer a research guide which would address itself to such qu ~.ions as:
will a New Careers program meet the needs of this community or should

another manpower proegram be launched?

On this background, it examined the types of populations which might
be addressed by the project, and the types of occupations and career

ladders upon which the project might focus.

The final section of the first volume dealt with the problematic
issues involved in relationships between the projé¢ct and relevant com-
munity institutions and resources and the manner in whcih the program

should be introduced into a community.

More relevant to the concerns of the local operator of a new-caraer
type program are those topics daiscussed in tlie second volume: Designing
and Operating the New Careers Program. Of the topic document, this is
the Volume which deals most specifically with ongoiug operation .. prob-
lems of New Careers. It is in this volume that most of the problems
presented by the interview respondents are dealt with if they are deemed

subject to research amelioration or clarification.
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Identification of specific and discrete research undertakings in this
volume proved difficult, Most often, projects offered in this volume may

overlap with projects offered in other volumes,

But, understanding this overlapping, it was decided to rajterate

some segments of studies herein so that tha volume might stand on {ts own.

The local project operators may make use of Volume II, therafore,
without necessarily reviewing the entire New Careers Research Guide,
On the other hand, persons on a national or regional leval may wish to
emphasize projects contained in this volume while at the same time

undertaking studies geared to m..e basic design-planning problems,

This volume begins with a discussion of recruitment and selection
problems, issues and research suggestions., ‘this section of the guide will
be of most value if the studies recommended herein ave blended with those
in the Target Population Chapter of Volume I, However, the wajority of

them lend themselves to particuler community level undcrtakings.

Research Recommandations

Program operators tended to be more corcerned with problems of
selection than of recruitment, sincve generally the numhers of recruitees
involved in these projects are small, "hus, whiic etudies are suggested
dealing with recruitment issues, the major portion of this chapter is

devoter to the selection process, Recruitment queries are usually

related to methods of recruiting specific populations, e.g. young xen,
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Unly after a thorough understanding of the qualities desirable for
a particular paraprofesaional poasition can we devise methods to select
persons with these qualities, Thus, the chapter deals with studies
designed to isolate and define in terms of performance variables the
skill, knowledge and personality qualifications most applicable to the

opened slots.

But once this knowledge is at hand, the most effective way of
selection presents a pvoblem, The chapter deals with research undertakings
which will assist the program operator in choosing among the various
selection techniques used in new careers-type programs, in designing and
jmplementing new selection models, and in deciding the persons who are best

at making selection judgements,

Research Recommendations in Training

The training chapter is devoted primarily to research designs
which will enable the operator to evaluate methods, Major focus is
given to controlled experiments in which methods, techniques, atmosphere,
etc, of training is varied. The use of rigid control designs in such
manner nay eliminate much of the ambiguity currently surrounding ways of

training low-income populations,

These experir nts should be given top priority in new careers and
other manpower programs, especially because there is so much material

published on the subject currently with such scanty emperical bases,

Such experiments will deal with crucial training issues, some of

which follow:
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(a) the relative effectiveness of core versus generic training;

(b) specific areas which are better taught using in~class methods
or on-the~job training methods;

(c) comparison of i sults when trainees are placed in homogeneous
versus heterogeneous classes in relation to: age, sex, use of
English, academic background, academic achievement, type of

human service field, etc,

Lastly, the chapter deals with two areas of research and development
placed in a slightly lower psoition in priority than the experiments, The

first is a perusal of the types of materials which need to be developed

or improved upon for training paraprofessionals.

Several needed types of materials are suggested, Of top priority
are remedial materials for adults, both English and Spanishe-speaking.
A second, but somewhat differently focused priority are training manuals

for trainers of paraprofessionals,

Problems specific to training new careers programs is the third

order of discussion. Crucial to these are training transferability and

classroom/field mix.,

Education

The third chapter of this volume has been moved to Volume IV,

Since it is a problem of program cperation and design, following the
process design of this Research Guide it should be included in this

Volume and thus is mentioned in the Contents. However, an equally
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Important consideration in organizing this report is the audience for

which each volume i35 written,

Participants in funding and mo~itoring studies geared to the
educational components of new careers programs are likely to be colleges,
universities or the Office of Education, The dominant reason for adding
a fourth volume is so that these groups may receive a Research Guide
addressed to them, The chapter which oncircles the second volume is
Supportive Services and Project Organization, Most of the studies
recommended in this chapter are principally management oriented, They
deal with the structure and procedures of projects and the relative
eff!:iency of various institutional complexes, Of paramount importance

among these studies are those utilizing techniques of cost-benefit

analysis,
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Recruitment and Selection

In planning and organizing new carcers projects, the first question
to be resolved after assessing the needs of the community in terms of
manpovwer shortages and social service gaps and devising job prototypes
to fill these, is which members of the target population should be

recruited for the newly available positions,

As seen explicitly in the organization of this report, research on
recruitment is inherently connected to research on selection, Although
it is possible for pedantic purposes to separate all the issues,
improved results will be achieved by carefully planning studies which
not only deal with those to be recruited but also the manner of
selection, Meaningful rcsearch designs in these two areas will combine
a systematic culling of successful job requirements for human service
work with small experimental projects, Studies solely on recruitment
methods may also be non-practical for new careers projects because the
number of trainee slots are ordinarily kept so low as consequently not.
to require much effort to get the appropriate number of applicants to

fill them,

The questions addressed in recruitment of new careerists usually

center upon the following issues:

1. Should recruitment efforts aim at the unemployed, or
underemployed persons already in the fields;

2, Should recruitment drives emphasize the social utility
of the new positions or the upward mobility opportunities

for the participants;
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3. Should a project racruit from the target population persons
who would most profit from the experience, or those who would
best fulfill the demands of the project positions for which they
are to be trained?

4, What are the most cfficient means for recruiting a particular

segment of the target population?

Desipnation of Qualifications and Requirements

As a bxoad overalli poal, a first step should be the determination
of requisites for a given job based upon the qualities, skills and
knowledge attained by persons who have successfully performed in &
particular or similar job design, Ouce this is determined, one can
proceed to design the most efficient manner in which to select these

persons who possess these attributes.

If there is available current experience with these job positions
the problem is simplified and efforts mus- relate to cataloguing, analysis
and dissemination, If not, the research problem becomes considerahly

more complex,

Unfortunately, in our survey of local program operators there seemed
to be a lack of real wateriul about the persons who become 'successful
Human Service Workers," Central to the gap in knowledge is a basic
conceptual issue: What is a successful human service worker? The issue
of recruitment and selection for new carcers positions must start at this
juncture., Research in this issue is particularly necessary since new

careers projects are active in changing performance concepts.

1<1
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Interviews plus literature surveys have led to the conclusion that
\
the field of alementary education is the wost advanced in defining success

in terms of individual performance,

However, while in education various measurement devices are being
tested to determine the qualities of a successful teacher, in the fields
of social work, health, ctc, there is still no attempt to define qualities
and skills neceded, In education, there has been most success in terms of
rating scales, both self-perceptive and pupil perspectives, These same

devices may be designed for oiher fields.

It is recommended that a group of knowledgeable practitioners in a
given field be brought together. These persons in a series of brain-
storming sessions, could construct a ranked listing of those attributes
needed to perform successfully in a given field, Once this is defined

the type of person to be recruited would be the composite profile,

An alternate technique for systematizing job requisites is to
compare persons employed in similar projects who have advanced with
persons who have remained at entry lovel, A first step is to interview
supervisory and administrative staff about the factors they felt w..e the
real determinants in selecting thuse persons who have started on the
ladder toward upward mobility., In our judgment, this will yield statements
of a8 subjective nature with little attempt at determination of any
operational means for actually measuring differences in possessions of
the qualities indicated. INMost program interviewers stress that they

look for qualities such as maturity, social commitment, etc. Each of
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these are subject to the subjective judgments of the intake workers as

to what manifasts maturity, This problew is further cowplicated when the
selector comes from a different social background than the applicant,
Applicants and interviewers may have different viecws on definitions of

personal qualities,

Rather than only ilaterviewing administrative personnel, the researcher
should speak to the project participants in an effort to reconcile the

views of the two types of informants,

In the interviews with:the paraprofessionals it is suggested that
stress be placed upon ways they feel that they handled various situations
to demonstrate 'maturity, etc, Such a gathering of specific on-the~job
examples can then be converted either to interview questions or test
items to provide a clearer indicator of a person's human service skills
than ius currently employed, A further manner in vhich such a study
could contribute to knowledge of liew Careers would be the objectification
of promotion criteria, in situations where stress is to be placed on

qualities rather than functional skills.

Recruitment Efforts

Efforts should be made to assess the recruitment channels and
activities utilized by manpower projects in local areas, DBy assessing
applications on file in other agencies of the community, the local
planner may determine whether or not there is a necessity cf launching
an independent recruitment effort, Analysis of open files at the State

Dmployment Service, CAAs, CEPs, 0iCs, etc. will also yield data on the
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characteristics of the target populations seeking entry into job trainiug

programs,

The planner would profit from information identifying the extent to
wvhich these agencies had adequately tapped the reserve manpower of the
target population and whether the persons on file could meet the
requisites of the new careers positions, A beneficial by-product of
research would be a standardized application form for all manpower
training projects within a geographic locale leading to expedient referral

systems,

If it is demonstrated that the various agencies have qualitatively
different tupes of applicants on file, an analysis of the various
recruitment efforts yielding the various types of pcrvionnel would assist
the planner in designing his own recruitment drive, Research could play
a fruitful role in assessing the extent and naturc of the differences in
applicants responding to new careers recruitment as contrasted to those

who had applied at the recruitment sources,

Studies should be designed to determine the innovative recruitment
procedures which may be required to attract the interest of various
desired populations, particularly those who have not been applying to
new careers projects, llew channels to specific populations may also need

to be forged,

Before «losing this discussion on reciuitment procedures one
research concept should be mentioned as possessing value in explorations

of recruitment procedures,
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The technique of computer simulation may prove especially fruitful
in selecting the most effective method of reaching a desired population,
particularly armed with much of the data called for in the gtudies

recommended in this chapter,

The application of various techniques, i.e. leaflets, newspapers
notices, public meetings, door-to-door campaigns, etc, can be simulated

upon various populations.

This method may yield data to aid selection of a recruitment method
wvhich will be most effective as well as most economical, The simulation,
should be undertaken at the national level but results distributed for

action on a local basis,

The local program operator may in turn request the addition of new

designs to the simulation to meet local idiosyncratic conditions,

Recruiting and Selecting Specific Target Pupulations

The legislative guidelines for new careers projects are extrenely
flexible about the persons to be recruited and selected, Unlike many
other manpover training programs, selection is not exclusively limited
to the unemployed or disadvantaged, Thus, participants in new careers
irojects may be persons from diverse experiential backgrounds, income,
education and ages., Demand for the type of supportive services, training
and career opportunities opened in these projects and the inability of
the projects to accept all applicants led to three often mentioned

problemrtjc areas,

1<5
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Interview data, particularly from program operators cited the
arcas of:

(a) lack of opportunity for those alrcady employed by the
human service agencles, particularly underemployed
paraprofessionals and non=-professional and clerical
personnel;

(b) elegibility for enrollment of persons from the 'unemployed
middle~class' and

(c) ‘creaming' or arbitrary selective enrollment due to the

pressures toward occupational advancement,

A, Non-professional personnel

This is a particular prcblem in the field of health services where
there are con:iderable numbers of individuals working in positions which
do not feed into a professionally oriented career ladder or whose mobility
opportunities are limited, ¢.p. nurses aides, The lack of available
populations may dictate using only one field of service, i,e. hospical
care, as a target to assess differential program impact in those cases
where new persons were recruited, and those incorporating old line

personnel into new careers positions.

The problem raised during our interviews centered around two
issues in the dispute of unemployed versis underemployed--differential
competencies and resistences on the job, Doth these problems can be
explored through longitudinal studies of the progress nf new carcers

recrults in their mobility both occupatiorally and educationally,
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The first issue can be addressed through o« brief questionnaire dealing
with population characteristics and percentages receiving promotions,
raises, degrecs, etc, Iucluded should bhe questions enabling an analysis
of the difference. “n the demographic characteristic motivations and

interests of project enrollers and employed nonprofessionals,

In addressing the issuve of resistances a sample of projects
recruiting from one or the other of the two groups for similar positions
should be closely examined, Programs which utilize new careerists in

tctally new positions should be selected as a sample for a parallel study.
\

This issue, is harder to grapple with and required on=-site interviews
of supervisors, union leaders, etc., vho are in a position fto analyze

relative ease and difficulty in promotional opportunities,

While residences may be great in areas vhere career ladders are
credited through a redistribution of tasks, they may not be as great &
factor in those fields in which paraprofessionuls are working in completely
new types of roles within traditional settings, Although this hypothesis
remains to be proven initial impressions point to the‘evidence that
paraprofessionals within the field of education are being perceived as
of little threat to accredited teachers if they are employed in outreach
positions while cieir working as teacher sides or assistants meets with
greater hostility, The implications which differential resistances have
for recruitment and selection procedures must be cxplored if one is to
understand hov ty effectively implement career ladders in various

occupations,

1<
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B, Unemployed iliddle~Class

The largert group of persons applying te new careers projects from
this population are middle-aged housewives who have dropped out of the
labor market vhile raising young children, and uow when their children

are grown are sccking re-entry, A second group is the retired elderly,

Though not trained nccessarily for specific human service
occupations, the majority of these persons are better educated and
cone from backgrounds where they have encountered a greater varicty

of academically oriented stimuli than have the disadvantaged,

A central resecarch question relating to this population is the need
to design recruitment and especially selection procedures which will

relate equally to this group and to the disadvantaged applicants,

C. Creaming

This area is particularly pertinent to the new careers programs
because of the emphasis to select those persons who, through work and
educational experience, will advance career-wise, Although persons spoke
of 'creaming'' and there emerged a general conseansus that it was a factor
in new careers selection, when project operators were uestioned directly
the types of persons ''creamed' could not be easily categorized,
Examples of important qualifications were persons with academic skills
above the average existing in poverty areas; persors who evidenced
carecr motivation; persons vho had participated in or completed other
manpouer-training programs; and persons with apparent interest in changing

service delivery systems and vho had backgrounds of social action activity,

1K8
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As a first priority in tackling the questions of "ccseaming' empirical data
should be amassed to determine if, in fact, it doas exist, ‘This

question must also include a relative aspect to determine if vhatever
"ereaming' 1s present in new careers programs differs in proportion to
that existing in the many other federally-financed manpover programs.
Viewved from this perspective, the issue then becomes do persons who may

be 'creamed' for new careers programs differ from thosc selected for

other programs,

As to the programmatic decisions to be made once the data is
gathcered and analyzed, this must revolve around considerations other

than rescarch findings,

Research geared toward specific selection techniques and problems

which may result in 'creaming" will be dealt with.in the following scction,

The topic of selection of specific populations for new careers
programs would be incomplete without suggestion of a study geared to
ways of reaching a population which has not as yat been sufficiently

recrulted.

These projects, by and large, have been unsuccessful in efforts to
recruit significant numbers of males. Most available demographic
surveys of participants in new carcers projects document that an extremely
large proportion of adult women are enrolled despite the fact that in
certain fields operators state that they are making efforts to recruit
men in this study. Respondents were asked their opinions as to why men

did not apply, lany maintained that central to this problem seems to be
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the commonly accepted notion that human service occupations are 'female
employment,'" Primarily in ficlds such as elementary education, where it
has recently been shown that males in a claésroom are beneficial, is this
"feminine" image held to be a factor., The problem of recruiting males
deals with breaking down this stereotype, as well as exploring other

reasons why men arc not applying.

The first step in this study is to verify the hypothesis stated
above or to uncover the other reasons men are not applying to these
programs, &¢.g. low salaries, disinterest in education, unfamiliarity,
etc, This should be done through surveys of unemployed males living
in target arecas of these programs, One would devise a questionnaire
seeking to determine what their impressions of human service occupations

actually are,

Interviews devised to explore this particular research question
may well be combined with other community surveys which have been
suggested in this chapter, In fact, a randomly selected household
sample geared to assessing general attitudes toward the project would
yield this data. Special effort, of course, should be made to interview

all adults in the houschold rather than only heads of lLiouseholds, This

will enable the responses of males and females to be compared to determine
if there exists different reasons for a reluctance to enroll among men

and women not enrolled.

While the possibility exists that the results of such a study

will yicld data stating that there are objective factors retarding

13¢
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recruitment amoug men over which the project operator has no control,
i.e, salaries, hours, etc, chere also exists a chance that misinformation

or spurious thinking may be o causal factor,

Selection Procedures

llew Careers projects have employed selection procedures which
ranged from first-come, first-served approaches to complicated psychological
tests and group discussions involving a pancl of sclectors hidden behind

one-wvay mirrors,

The variety of selection techniques points to the need for continued

studiee .

In treating this issue there are a variety of methodological
apprqaches vhich may be used, (ne method for refining vhat exactly were
the qualities selected by various procedures would be a survey of a) the
enrollee populations of randomly selected samples of new carcers .programs;
b) the enrollee populations of nou-new careers manpower programs

and c) program applicants from both groups who were not accepted,

Included among the variables to b: explored, in addition to basic
population data, should be health conditions, years of educational
attainment, and performance levels as measured by standardized public
school tests, If funding permits, it would also be beneficial to
conduct interviews and tests of samples of the four populations to
determine differences in general interests, motivations and social action

concern,




11 - 18

In view of funding shortages, an alternative method of comparing
the success of various selection techniques is retrospective analysis,
Through this method one cen identify after the fact, those selection
methods which had the most success in enrolling traineees who turned out
to be highly motivated and effective workers, lere, the given Is the

selection method and criteria used,

In the retroactive analysis it is possible to include a sample of
"drop-outs' in order to attempt to assess whether the inability of
certain programs to hold certain types of persons correlates with

inappropriate selection requirements.

A third method by which to obtain a specific understanding of
where recruitment and selection problems exist is to do a cross=-area
survey. Within the general range of fields in which new careers programs
are working, different aspects of the problem may exist. Although this
type of survey will not be launched particularly with respect to selection
problems, it is suggested that the following types of questions and
others related to selection be asked of program operators for inclusion
in quarterly reports to the national level:
...demograrhic characteristics of target population
.. snumber of applicants;

demographic characteristics. past work history, educational

attainment, interests
...numbers of applicants accepted; reasons for acceptance
...description of selection methods usecd

The quality of the selection should emerge from those responses.

The responses should be analyzed and compared on a field of service

variables.
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The knowledge of types of persons applying and selected for varicus
fields will clarify if certain fields attract certain types of people.
On the basis of this data, research must seck to determine the source
of attraction or lack of attraction of certain groups for the field and

the type of recruitment efforts needed to counter this trend,

Lastly, the imbalance may be a direct resuit of recruitment efforts,
1n all cases where the characteristics of program participants significantly
differ from that of the target population the sources and methods of

recruitment and selection must be examined.

Selection Problems Relating to Multi-Agency Tnvolvement

The recruitment and selection questions surrounding new careers
programs must also focus upon the need to create criteria acceptable to
the project, the educational institution and the user agency. There are
two related issues which are basic to this topic, and which the ''state
of the arts' has not succeeded in making translatable from one milieu to

the other. One is the relationship between present attainment and future

motivation,

One means of approaching this problem is through a series of
conferences between the various inter-related agencies so that all will
at least decide on a minimum set of acceptance criteria., Instances
have emerged in new careers projects in which a group of applicants
pass the general admissions criteria for the project, yet fail to gain
acceptance to the affiliated educaticnal institution, and/or advancement

in the user agency.
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There are basically two areas where the issue of whether or not

academic attainment is indicative of success in ones employment emerge,

“he first is between the newv careers project and the user agency.
Whereas much of the literature and mystique surrounding the new careers
concept de-emphasizes the requisite that any academic attainment should
be required mauny of the fields the paraprofessionals enter demand a
certain amount of competency in reading and writing., Even if this is
not the case, mobility in many instances means at some point the person

must pass a competitive examination,

The second is between the project and the enrollees. Exploration
through brief questionnaires of the views of paraprofessicnals regarding
needed basic skills would shed some light on this issue.  In the course
of our interviews it became clear that in this area operators and

paraprofessionals differed.

The philosophy of new careers, based upon social change theory and
job analysis techniques often views the performance of a specific task
as requiring minimal academic skills, This, ir. fact, might be the case,
On the other hand, the self-perception of the paraprofessional himself
may and often does demand much more. According to the results of these
intervieus program operations may have a more relaistic assessment of the
skills needed in daily performing of a job as well as the impressions of
the paraprofessionals regarding their lacks or abilities in these skills
and whether they see it as affecting upward mobility or wages. With this
information the project might wish tn amend some selection requirements

or institute pre-enrollment training courses,
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Summary and Priorities

Most important on a national level are those recommended stud.ies
cn the methods and techniques currently being used for recruitment aad
selection of new careers enrollees and the characteristics of those

apolying and those selected,

Studies of emplovment and training interests among contrasting
groups fe.g. youth versus adult, male versus female, unemployed versus
underemployed) would appear to have particular value in determining
differential patterns of responsc to the program, and conseqdences in

terms of over-application or lack of application,

Unfertunately, the results of these studies will not answer some
of the mocre difficult questions relating to recruitment and selection,
"here is a host of other questions, assuming priority in the minds of
the local operator, concerning the factors which enhance or hinder
recruitment and selection practices. Among a number of such concerns
mentioned in this chapter which appear of paramount importance are:

1) what are the subjective qualities sought by thc project intqke
personnel and how can they be objectified; 2) this leads to thé need
for development of a clear and unbiased listing of job qualifications
regrding knowledges, skills and perscnality characteristics; and

3) the design of instruments.




Training

Jt was demonstrated repeatedly during the course of our interviews
that the training portion of the New Caraers project may be the central
issue that can lead to a successful project or a failure, tlany concerns
vere Mentionad relating to training., Among those host frequently and
urgently cited, and which lend themselves tu research resolution vere

! type of curriculum approach to training, specifically core vs.
specialization,

: what is the optimum relationship between classroom training and
on-the-job training - how can these two aspects be coordinated,

¢ who should the recipients of the training be: only trainees;
supervisors; old-line paraprofessionals; combinations of all these.

: what should emphasis of training be in relationship to New

Carcers goals,

rProgram operators also tended to be involved in the search for
innovative teaching methods and materials for the dicadvantaged adult
trainee, jia relation to remediation work and also to job content, skill
training and communications. The population of New Careers trainees
also present special training needs such as English as a second lan-
guage. Although this is more efiphatic a problem in the East and Yest
coasts, since the largest New Careers projects are also located in these
areas it is recommended that special research attention be paid to this
group., The leugth of training, sponsorship of training, type of in-
structors and other issues generic to all manpover training programs

are also present in New Carcers.
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Uhere many manpower programs have single tralning tasks and goais
New Carcers has at least two basic training tasks and in many instances
vell over that number of phases. To list the [raining components
taught by some New Carcecers projects: Remediation for High School
Eguivalency, Basic Fnglish for those persons who speak English as a
sccond language, Orientation to basic work habits and attitudes, Com-
munications training, training in core human service directed work,
training in specific entry job raquirements, on-the-job training, train-
ing to pass entry Civil Service Regulations., Uhercas there are issues,
questions and problems relating to each of these components, emphasis
in this chapter will be on those components specifically central to
the New Carcers concept or over-all concerns which pertain to the total

training experience.

Thus, we will start at the training of human service occupations
followed by exploration of problems of specific job training, on-the-job
training, the intermix and juxtaposition c¢f the two components and end
with remediation and other more generic training issues. New Care~nrs
has expanded upon the concept of core curriculum development in its
trairing for human service occupations. This concept seeks the com-
monalities among the various human service fields and approaches the
training from the point of view of these commonalities. Core curriculum
approaches differ from training geared toward a specific occupational
line in its appraoch and in its end result since it presupposes that
after the orientation training the trainee will then be in a position

to select the particular human service field he wishes to enter.
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To rate the job preparation provided by the two curriculum approaches
an cxperimental design would be most advantageous. ilatched groups
should be randoinly selected and exposed to the two types of curricu-
luit and then placed in the same agencies., If all other training com-
ponents were similar any difference observed in the performance while
on the job or in their occupational futures may be attributable to the

exposure to core versus specific curricula,

This procedure may supply data not only about total performance
in relationship to entire curriculum perspective but also which par-
ticular aspects of job performance may be more effected by the kinds
of human service orientation offered by the New Careers project.
Ratings in particular aspeccts if analyzed against curricular approaches
may provide this data while analysis of cffects of curricula by student

characteristics will also be insightful.

These questions will help establish types of training for differ-
ent persons and the relationship between an individual's goals aad the
curriculum approach that would be most helpful to that person. Experi-
mentation along these lines need not be completely limited to total

core or total specific curricula.

Not only should controlled experiments bé devised to evaluate
curriculum approaciios but it is a method by which to judge the relative
merits of other aspccts of training which have been problematic for
program operators and trainees. Only by controlling personality and

job variables and systematically modifying training conditions can




optimum patterns be arrived at, The basic design may be applied to

various issues and tho ifpact items to ke tested to weasure effect will
be cssentially the same, But unless the independent variables are
clearly defined and isolated, tha factor which ia supposed to be aval-

uitted will not be assessad,

One of tho problems in the trainirg for carcer advancement integral
to New Carcers problems is the training that is necessary for the persous
vho will be working with the entering paraprofessionals - &s co-workers
or supervisors. Indeed, all trainers surveyed agrecd that an objective
of the New Carcers project was job performance of the paraprofessional
within a cohesive working unit and that must necessitaie the training of
professionals whn are cmployed by the user agency as well as training
with the paraprofessionals, The problem for the trainer is whether the
training of professionals is best accoiplished in isolation, in joint
training with the paraprofessionals, or in a mixture where both groups
are trained independently but mect at regular intervals for joint
sessions, By cxperimenting with these different approaches to professional

training scveral items should be studied.

It is desirable for objective evaluators to be present within the
training scssions to assess impact of different methods upon the train-
ing experience itself as well as the results of the training upon the
work performance of the professional and the interaction between them.
Ideally, rescarch of the training component should te designed not only
to incrcase the final impact of training, but to improve the on-going

process through a continual fced-back sysvem, as long as the input from
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the research process does not chauge or alter the independent variable

of the original experimental design and all groups are exposoed to siwmilar
phenomenon, The question of professional preparation leads directly

into the issue of the relevance of the training to the on-the=-job work

experience and vice=versa,

For improving the remediation position of lew Carcers training
programs it would be extremely desirable to study the curriculum and
techniques employed in other trainiag situations for disadvantaged youth
and/or adulcs, A list of institutions should be surveyed including other
training programs, schools of continuing education, vocational education
institutes, adult basic education courses, etc, Included in the survey
should be materials uscd; such as texts, audios-visual materials, etc,,

and tests of achicvement and comparable recsults,

The point of contact betwecen training off and on the job is an area
which calls for priority consideration, in a systematic research program,
The entire concept of New Carcers in which cemployment processes form a
reul situation rather than the reverse pattern which {s the more prevalent
situation rests upon the juxtaposition of training and work as a single
integrated learning experience leading to adequate job performunce toward

carcer advancement,

One can think of severcl aspects of the project tiraining and on=the-
Job training which may or may not correspond in the actual situation:
goals-===are the goals presented by the government funded project the

same as these of the supervigor in the user ageicy; personncle===do the
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two types of tralners approach the situation similarly, are their
training efforts coordinated, are they mutually supportive, do they
contradict cach other; scope and content of training-~~=do the specific
areas of Training weigh up in content, what are the areas covered by
each, are the same attitudes and work behavior items stressed; train-

ing methodg-«==are trainers permitted to participate in the same mamer
in carh cype of Training, are questions respected similarly, are author-
itaries, democratic, or lease fair loadership patterus followed; evalua=
tion====are the criteria wheraeby trainers are cevaluated nuiually reinfor-
cing, arc trainers acquainted with their evaluations in both instances,

do trainers consult in evaluating individual students?

Job performance ard successful carcer advancement is very dependent
on the correspondence between these two training components, The above
listed arcas give some idea of the various ways in which what is ox-

pounded in one arva may l:iclp or cenfuse,
Studics of the training correspondence arc essceatial,

In summary these rescarch tasks should be undertaken in reapect

o training mixes vhich can be combined into a single long-=term study:

a) Survey of vhat the current training plcture presents in tcorms
of the above questions including observations of training processes both

in=project training and on=-the=job training;

b) lLvaluauvions of the tvo training components and opinions by

the c¢lients and the trainers about possible enforcing or contradicting
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anpects or trawds,

c) Beperimentation and demounstration of techniques instituted to

enable the tun components to more closely parallel cach other.

The design for systematic rescarch and experimentaticn should emanate
at the point at wvhich the {irst tuo steps are analyzed to assess the pav-
ticulay aspect(n) of the uraining components that are most subject to
flaws in coordination, Amonz :the changes which might enhance the inter-
face between the components would be: joint training of project trainers
avcl user agency supervisors, standardized texts or wanuals which would
cover both wipects, utilization of examples cmanating from on-the-job

-

training experiences about the linds of behavior and attitudes stressed, etc,

This chapter dealt mainly with the training needs of paraprofessionals
engaged in upgrading programs as a totality but 'he point should be utressed
that the training nceds of particular sube-groups of traineces should be
studied., A survey of the training needs of older workers, Puerto Ricans
and youth as cxamples of these apecial groups who are involved in New
Carcers Lype programs should be conducted nout only of representatives of
these populations currently enrolled in training projects but also of
members of these groups curreutly employed in paraprofessional positions
in human sexrvieen who are not enrolled in a program of career advancement
to seek to wderstand what their training needs and intecrests are and a
sarple of tliese sub=groups vhich are potential targets for carcer advance-
mont training, i.e., underenployed, unemployed and, among youth, thosc

enrolled in accondary achools vho are identificd as potential dropouts
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or those wvho will araduate without interest in continuing cducation or

do not have a readily marketable skill,

llovever, a survey of the potential trainees themselves will not
fully answer the question of their training needs as the receptivity of
the labor market in human services fields may differ markedly in respect
to one sub-group as opposced to the other, This receptivity is particularly
important in torms of the age extremes as there may be many human service
positions for vhich the over 45 yecar old worker or the adolescent youth
will not qualify. ilention of gpacial groups of trainers and their par-
ticular training needs leads invs another area vhich is a source of con=-
cern to project operators. This is the mix of various sub.nopulations
within one training situation, either within a single classroum or within
a single work unit during on-tha=-job training, Among the opinions ex-
pressed by operators, trainers and traineces with whom we conversed
contradictory opinions were expressed, Ono 2xample. pointing out tue
necesslty of oystematic research on the problem i8 - in respect to
age differences: it is preferrable to separate according to age because
the pace of youth vho have recently been 1n school is much more rapid

than that of adults,

Particular emphasis, at least in the literature and verbal rhetoric
of New Careers is pgiven in utilizing the "positives" from the background
of the traineces as a basis upon which to build curricvlum content,
Although as a principal making training experience relevant to the life
expericnces of poverty populations is given much advocacy, little is

actually lLnoun about vhat in the background or diverse backgrounds of
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the trainces should be used and hov to incorporate this into the training
experience, Research ncaeds Lo be undertaken to define exactly what are
tha "streangths' that someonc from a disadvantaged community learns, vhat
are the peculiar coping mechanisms that allou for functioning, what knowledge
about the neighborhood political and economic structures does one living
in and aware of the community possess that an outsider does not,
Information of this order not only will provide a relevant basis upon
vhich to base a trainee curriculum to interest the disadvantaged trainee
but in itself can be adapted as part cf the content of a curriculum aimed
at training the supervisors and professional voriiers within the user
agencies about the characteristics and life experiences of the incoming
paraprafessionals, Curriculum materials based upon a survey of this order
should be cvaluated when introduced so that they can be improved upon,

The reactions of trainees and trainers are important Lo a continuous

process of re-examination of training content and improvements,

Descriptions of wvhat on-the=-job traiuing activities actually consist
of would be a useful rescarch endeavor for future planners of ilew Careers
and other employment advancement programs, This component is more
difficult to design and operate than classroom training in that there has

not been developed a successful model for rn=-the=job training,

Nne of t''e major requirements for designing on-the-job training at
this time For New Careers programs is to separate the dynamics of this
component which distinguish it as a training experience for paraprofessional

workers involved in an upgrading program from normal supervision that would
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be given a non=professional during the courase of his performing a typical
"dead=-end'" job, What distinguishes onsthe=-job training from typical
supervisian? Comparisons of these two processes within similar employment

establishments will address the issue,

They may or may not differ in the following aspects:

frequency of contact

setting of contact

length of contact

regularity of contacts

number of other persons present

positions of others present

evaluation procedure

evaluation criteria

frequency of responsibility shifts

To fully understand the problem of the difference between the role
of supervisors and training and the role difference be..een workers and
trainee, interviews should be conducted with examples of euch working
in comparable settings. It would be desirable to interview professional
workers who normally supervise nonprofessionals during the course of their
job responsibilities but vhe were assigned also the task of on-the=job

training for persons involved in the New Careers programs to ascertain

their definjtions of differences in the two assignments,

ne problem which affects training for ilew Careers on the project
as well as the more formalized credentialled training is the transferrability
of the training experience from onc situation to another, Many projects
designed along a New Careers nodel award certificates at the end of the
initial project training., "Thus far these certificates have little value

in the labor market outside of direct involvament within the project. A
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gurvey should be conducted on a national scale to asaess the merit and
trans ferrability of these certificates to other training programs, other
agencies in the field in which the program participant was trained, other
human scervice fields and across scate lines, Efforts should also be malde
to ascertain vhether MNew Careers certificates can substitute for tests
when such are required for specific jobs, i.e., civil service positions
or licensed practi.:al nurses, ctc, As a hampering factor in upgrading

as vell as lateral mobility, the question of the transferrability value
of a certificate is also linked to the method by which new projects for

paraprofessionals are tounded, It was mentioned by several respondents

that they had trouble piacing their trainces because of this.

Despite the nceds for paraprofessional workers who have been trained
in somc programs such as departments of mental health, funds for the hiring
of such persons ave usually extended as parts of training grants, Thus
the employer is forced to train its own workers from scratch; and similar
workers trained elsewhere cannot switch erployment cites, The extent
to which this situation is typical and the number of persons affected by
it shuuld be known so that if changes are required at a policy level in
order to maximize training resources the foundation for making such
changes is firm, Perhaps processes can be worked out so that several
human service agencies can pool their training funds and other resources
and thus trainees can choose among them and move freely between them should
they decide upon changing intitial choices. This question is closely
related to the issue of who, or more precisely, what classification of
agency is the best to act as the training facility. The range of agencies

functioning as such within New Careers is broad,
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On the topic of lluman Relations training or the part of the training
curriculun which deals with the community in which the program is located
and which its traineecs are to serve, a frequently voiced complaint both
by paraprofessionals and trainers is that if the New Carcerist is
indiyenous to the arca he or she usually knows more about the subject
than does the trainer, The individual project director should undertake
a study of the target community to be served by his paraprofessional
workers gathering statistical data in the major problems in the area
and their prevaleuce, and the kinds of demographic data contained in
ccensus reporte, The service agencies in the area, eligibility
requirements, addresses, telephone numbers and contact persons should be
collated and distributed, Relevant contacts with wider based agencies
should also be collected and distributed., This kind of a factural basis
upon which to develop the training is necessary to measure job performance
as well as to stimulate and motivate the trainees. In discussing the
various aspects of project training this particular component has been
cited most often by trainees as weak and as a 'waste of time" for them,

an aspect for vhich they saw no performance function,

This discussion in training methodology will conclude with one
other problem confronting ilew Careers programs in regard to training,
This is the area of assessment of the impact of the training upon the
trainees., In order for this type of training, with its unorthodox focus
upon carzur performance, to be accepted for accreditation some standardized
measures of learning achievement must be developed in the form of tests=-

written or verbal, attitude scales, trainer rating form, etc, The development
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of thesa instruments is a rescarch task for which the local project
operator will probably not be granted funds, nor have the personnel who
are qualified to tackle this issue, Nevertheless, llew Carcers type
training will be dependent upon some such undertaking before it becomes
institutionalized, and thus research funds should be allocated toward

the development, testing and refining of such instruments. Those projects
which 2re attempting to change academic credentialling pattorns by .sceking
credit for training and job experience will particularly benefit by having

some formalized way of demonstrating achievement.

Assessment of past materials written for adult remediation and the
reformulation of these into lessons relevant to the skill training needed
for the career placement would increase the amcunt of utilization received
from this part of the training. At present, there is an acknowledged
dearth of remediation materials that can sustain the interest of mature

learners. If materials were adaptcd learning may proceed more rapidly,

Theoretically the student who is exposed to a mix of work experience
and academically oriented training will proceed at a fairly equal pace
in his or her progress in both components, In actuality, this may not be
the case as some trainees may be more academically oriented while others
fail at classroom measurements but respond to on-the-job training and
perform well. If New Careers orientation is to be truly a new road to a

career its training must be flexible enough to account for this.,

Yet, assessment of the students progress in each cowponent of his

total training experience may be two entirely separate processes and the
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types of judgements exercised by the different training personnel do not
get relayed to the students or the other trainers. Research should be
undertaken to devise measurements of work performance that can he specified
as to particular qualities or tasks rather than total evaluations so that
the project trainer handling the more academically oriented curriculum

may profit.

However, besides serving as a coordinative mechanism, the results
of these performance measurements should be analyzed in conjunction with
socio-economic and personality characteristics of the trainees, What
types of trainees do better in certain training situations than in
others=--what types of handicaps tend to hamper performance in one setting
or another, etc? On the basis of this kind of research not only will needs
for adapting curriculum emerge but special needs of certain subepopulations
of paraprofessional trainees relevant to one or another teaching approach
may be evidenced. An obvious example is the English As A Second Language
group. Whereas, their deficiency in language is obvious and clearly
points to training to overcome this particular lack, the ramifications
faulty English may have upon other aspects of training is not known, nor

are other common characteristics this group may have,

What are the consequences both for the program and for the trainees
of mixing particular groups together either during training sessiouns or
in work situations? What different emphasis must training have for
different groups of persons. Can an on-the-job training experience
actually have a negative effect if it keeps the career-oriented

paraprofessionals isolated from other nonprofessionals within the same
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ingtitution? This latter question is an important one in fostering the
grovwth of carcer lines within a user agency, The relative costs of
providing on-the-job training to New Careerists only or to the entire
nonprofessional staff should be investigated, If the addition of the
training component to supervision increases the productivity of para=-
professional workers even if they are not included in the other aspect
of training, it may be beneficial to the user agency. However, this

leadsto dissatisfaction about the dearth of advancement opportunities,

Since the next chapter deals wi:h supportive services, the role
of the counselor during training will not be elaborated upon here., The
coordination necessary between trainer and counselor should be stressed,
In relationship to this, the attitudes of the trainees toward the training
process should be assessed both because one's self-image, attitudes toward
training environments, and motivations are especially important in .eir
ability to absorb material and because changes, both positive and negative,
in these attitudinal factors during the coucse of one's involvement as a

trainee will point to other kinds of subject adaptions,

In addition, although the funding for released time to participate in

community college accredited programs is relatively small, there are greater

numbers of paraprofessionals engaged in in-service training prog~ams that a:

not as yet accredited, Systematic documentation of the content of these

in-service training programs may provide the basis for establishing new types

of courses in the accredited institutions as well as possibly serving as
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leverage to commence institutions to graut credits for iun=service training
already completed. 'Thig will teac¢h a larger section of paraprofessionals

than will purely government funded upgrading programs, In-service training

must also be provided to the paraproféssional who has been working in the

agency but who now must assume a somewhat different role ond new responsibilities
with the advent of the paraprofecssional program., Skills must be taught

a8 well as attitudes.

What are the actual attitudinal and role changes necessary in the
professional in order to work with the nonprofessional? Analysis of working
relations by field and employing establishment and interviews with
professionals who have not been exposed to the program will provide a
factual base on which to adapt current in-service training ani create new
approaches and curricula, Previously, these courses were based upon
theoretical conjecturea of what the role changes would be. Now that the
program has progressed through several years, efforts must be diricted
to testing whether these assumptions proved valid, where gaps in
professional training exist, what uranticipated modificaticns are

required, etc.

For the purpose of coordination with other training programs and
increased ability to utilize innovations across project lines as the
innovations would be applicable and advantagrous, the project should
compare its training component with other occupational training programs
for the disadvantaged existing in the community, Such programs may
include Ne.ghborhood Youth Corps, OJT, JOBS programs, CEP, OIC's, etc.

The similarities and dissimilaricies of training componants should be
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agoessed in terms oft target population, selection, personnel, content,
methods, goals and costs, Of course, a cross program analysis of training

compouents of this type is also feasible on a national level,

Furthermore, the training of New Careers participants when this
project is incorporated within a larger project, as in cases when
Concentrated Employment Programs or Cowmunity Action Agencies sponsor
the New Careers project, the differcnces in training should be compared
to New Careers training operating under separate auspices., The emphasis
of such a comparison is upon whether the traiiing foaturcs of the New
Careers project is distinguishable from other training programs under
the auspices of these umbrella agencies, So, what are the unique
features within this component and are these features the same orx

different than to those incorporated into isolated New Careers projects?

Structurally, the New Careers training programs cre essentially
employment=related occ:pationally-oriented training and have been handled
as such during the bulk of this chapter, Hcwever, the "institutional
change" goal within the New Careers concept must also be incorporated
as a training goal. The issue remains how this goal becomes translated

operationally into training.

There is a need for assessing the manner in which this goal is
presented to the participants within a training program. 1Is it taught
in terms of skills of community organization communication, inter-team
cooperation or human relations or is it presented as an attiﬁudinal goal
or one aimed at increased motivation or enhanced self-image? The manner

{1 which these goals are presented and whether the definition of the goal
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comag from project administration, trainer, trainee or is a joint endeavor

important to ascertain in analyzing and demoustrating the ceflcctiveness
of the training coffort, Certainly, of the threc major poals of a project
designed along a New Careers wodel, the {nstitutional change 18 the nost

difficult to evaluate cither for total impact or training assesswment,

Although this chapter is directed to the local level, it must be
noted that a racurring complaiut voiced by trainers of paraprofessionals
18 that they fecl as if they are working in a vacuum-beginning their
dosign efforts with no knowledge of what programs in other parts of the
country or in other fields are doing. The amount of duplication of

mistakes must certaiuly be great,

The trainers state they do not have sufficient paid time to allow
them to write Jown successful curriculums which they have developed.
'This emphasis on implementation rather than training curriculum
development forces the indivi{ual trainer to work from unfinished notes
which have utilization for no one but himself, 'This situation suggests

the need for development grants,

”
Some consideration should be taken within the design of a New

Careers training program for job training programs that the participants
may have been enrolled in prior to their enrollment in this project.
Because of the recent trend for poverty populations to move from one
training slot to another it is an important consideration to asses how
much of the material to be covered will be new to the majority of

participants or the extent to which there will be repetition, Once the
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content of the other training proprams is lknown then the trainer can

dassess whove his trainees are weakest from their past histories,

dtudies should be done of the training needs of professionals who
lack the ekills and experience of training, supevvision, team work, coachi.g,
ete, The project training team must assume the rosponsibility for conducting
{n-service training classes to convey these skills to the professionals
emploved by the user agencies. However, if efforts are being made on the
part of the project to acquire accreditation from teaching institutions
for training given the paraprofessional, asséssment should also be undertaken
about what kinds of credits or certification can be oifcred to professional

workers as induccments to take in-gcrvice training courses.

Many trainers have not been in a teaching situation for many years
and their involvement in the training program may cause severe disruptive
forces in their personal lives, On the other hand there may be positive
effects, The impact of the training experience upon the personal lives
of the participants should be studied as its implications will have rami-
fications for the logistics of training, methods, materials and supportive
services needed during the training period, The differences in impact
should be analyzed by core vc.:1s generic curriculums, remediation versus
occupational training goals, etc, Some efforts should be made not only
to calculate the effect of the classroom training in the on=the=job
training component through performance evaluation but also the reciprocal
eficots. Does the work experience component in turn effect learning
bahavior in the more orthodox trai.ing environment? One way to approach

thits issue is to follow the putterns of trainees from the orientation and
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basic training before the on=the<job training was introduced to see if any

measureable differences in learning behavior can be noted with the introduction

of this faaturec,

Studies should be undertaken to assess the nature of the relationship
established between trainer and trainec during the training period.
Current edunational theory tends to stress the dynamics of relationship
and quality of interaction u2s an important eclement in a learning situation
over and above the content and methods of instruction, The quality of
this relatiovship and the impact upon both trainer and trainees should
be analyzed by: atmosphere of classroom-=-authoritarian, laisce-faire,
damocratic, ethnic similarity or diffcrence botween trainer and trainee;
sex comparigon; socio-economic status comparison; past experience of

trainer; past experience of trainees,

If these variables do make a difference in receptivity to learning
the implications for selection of trainers are clear, Interviews with
trainers and trainees should also ferretout the amounts of dependency
that the traince has for the trainer, whether the dependency serves a
beneficial or hampering function, and {f the latter, how it can be
neutralized, The same type of study should be undertaken to assess and
analyze the relationship betwcen trainer and on-the-job trainee. Whether
or not the relationship has the same significance and if the significance
18 greater or lesser, the reasons for this and its implications in the

learning of the trainece,

The cvaluation of a training program in the usual manpower project

depends upon the end results of the training--whether the trainee was placed
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in a satisfactory job, what his subsequent employment record was, whether
his job performance was satisfactory, whether he coantinued his educational
development, ctc, Within the New Careers program these measures of success
are also relevant; however, because of the close linkage between training

and job performance, more immediate muasures wust be developed,

Certainly, during any period of training, even though the overall
training results are effective, there are sessions which should be improved
upon and others which are complately successful, In order to maximize the
training experience, and possibly shorten the time of training, methods must
be developed for immediate assessment and feedback to the trainer about
the success or failure tc achieve the particular objectives of any one

training session or series of sessions focused on a sinrgle objective,

It is important, in ovder to enable this research to be successfully
undertaken that the objective(s) of a training session be clearly
specified by the trainers, This task, aside from its utility in early
identification of probleoms and feedback to trainer, is a step, and an
esscntial one, in the achievement of a written curriculum for the training

of paraprofessionals,

Questions related to the responsibility of the project to insure
the quality of the design of the on-the-job training were not answered
systematically. It geems that this portion of the project varies
considerably dependent upon the personalities of the project administrators.
A study, conducted on a national level, about the kinds of receptivity

to the training responsibilities by various user agencies, how much control

156



I1 = 43

they allow the project to have in the design, the kinds of coordination

with the projeet training staff, etc,, would be helpful,

Where employing agencies have allowed maxinum cootdinstion and
controls and have waintainod a consistent quality in their training
the types of contacts made by the project and the criteria used to
select the user agency should be collected, This information when made
available to the local project operator will prove useful in determining
how to approach agencies about their training obligntions and how to
ascertain which agencica have the interest, personnel capabilities,
and facilities to conduct effective on=the=-job training programs
connected to upward career wmoblility, This same sort of assessment
should be undertaken with regard to the possibility of contracting out
portions of the training programs. Most frequently, projects will contrazt
with a national consultant fix to undertake the initial phase (carcecs
training of the trainees) or with community colleges or other educational
institutions to conduct the remediation, Component criteria for

selection of contracts should be included in national guidelines,
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Project Ovganization and Suppoxtive Services

In the areca ol project orpganization and supportive services interest
is focused upon the wost efficient forms of organizing projects and
the most cffective type and manner of delivery of supportive services to

project enrolleces.

This chapter will deal with those services designed to ''support"
the trainees, many of whom come from deprived backygrounds, to achiave
and maintain employec status. Such supportive services are: counseling,
nmelical dental scrvices, day care, remediation, and job readiness training,

e.g. gcooming, atc.

This area is closely linked to project organization in that the
way in which supportive sarvices £it the project design is a cruzial
varivble in success. Thus, although the crucial question in this arca
is how the organizational structure of the project declivers services
those services must be must be multi-directed. A unique facet of new
careers-type programs is that often the dcliverers of the service require

that service to the same extent as the formal recipients.

Relationship of the supportive service elements to the working
life of the program participants is an extremely delicate matter. The
manner in which such services are delivered to p.oject enrollees
is often a kay factor as to whether the new careerist ccts as a

"gervice-giver' or as a ''pecer" to the agency clientele.

Accordingly, cempirical studies dealing with new careers projects,
should be launched to study the issues listed below. In selecting

samples of these projects, two key variables are: the characteristics
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of the enrollee population, and the field of human service.

Hopefully, analysis of project organization and its relation to
supportive services will reduce the amount of projects in which the lack of
coordination among the various program stages an enrollee must traverse
produces additional strains and anxicties. Particularly in a complex
program model such as new careers additional strains may produce serious
effects which will impede the eirollee's performance on the job and in the

educational setting, as well as possibly affecting his personal life.

Types of Supportive Services
Other sections of this report dealt with studies designed to acquire

empirical data on the needs of new careers target populations. These
studies provide a basec upon which the project director at the local level
can rely to aid in recognizing the range of problems with which his

enrollees are faced and providing needed services.

In addition to services required which emanate from problems
enrollees had prior to entry into the new careers program, studies
should be undertaken to identify additional supportive services which
might be needed due to the nature of this program. One example of a
significant difference between new careers programs and other manpower
programs which might necessitate new kinds of services is the generally
obscure demarcation betwcen trainee and employee status. Unlike many
programs in which the trainiug period is ended and then the enrollee is
hired, new careers enrollees are trainces at the same time at which

they are working in the agency in which they hope to become permanent
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employces.

Thus, the program participant is exposed to input at least from
his "trainer" and his ''supervisor.'" This situation may be further
complicated depending upon the extent of additional supportive service

an enrollee is given.

Intervicws with project enrollees at various points within a new
careers program will yield data relating to: the crucial needs at each
stage, including emotional and psychological insecurities: and the
manner in which these nceds were or were not met. Attention should also
be given to infomation needed by enrollees at various stages. Analysis
of this data will provide guidelines for specific services to be in-

cluded in a project! and the time frame during which to provide them.

Organization of Supportive Services

Studies must be launched specifically of the supportive servicaes
of a project so that a project operator has a basis for determining the

answere to two questions:

a) What has proven to be the most effective method by which
to deal with a particular problem?
b) What are the most effective ways to coordinate and organize

the delivery of these services?

The former question may be addressed through a study such as that
recommended in the above section. The latter may be approached through

management studies of the range of structures in the various service
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fields with particular cmphasis upon

Types ol secrvices offered the new careers -enrollees;
+ Who provides the services - which agency and which specific
personnel;
: Who are the services available to;
: What are the similarities and differences between supportive

services offered project enrollees and those offered agency clientele?

A crucial factor is whether supportive services are provided under
the aegis of the employer agency, training agency, a non-project
community agency, or any combination of agencies; and the linkages
between the agency(ies) and the project (the fact that services are
Provided by one or another of these agencies may be a product of
availability of service or choice by enrollee of the "helper'" he
prefers.) Another significant question is whether the new careers
Project is an autonomous progran or a component of a multi-service

agency.

Although it is highly conceivable that additional inter-
organizational models will be found, the following illustrations

present different agency complexes which should be included in the study.

a) Community mental heaih clinic which offers it services on a
scheduled basis to project enrollees.
b) A new-careers project which provides its own couselling

services to its enrollees.
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c) A project which is locrted within a uulti-service umbrella

agency, e.g. CEP, receiving counselling services from another arm of

the umbrella agency.
d) An educational institution which provides the supportive

services and the linkage to employment for project ¢nxollees.

Once the various inter-organization constructs are grouped it is
important to seck clarification re: how each structure effects the

following areas

Motivation of paraprofessionals to continue whithin the field,
Job performance of paraprofessionals,
Upward mobility,
¢ 2tiitudes of other persons employed in the user agoncy toward
the paraprofessionals;
Efficiency of suppo.tive service delivery,
Costs of supportive services per paraprofessional,

Efiectivencss in providing transitional linkages between

program stages.

It is important to note that the reacommendation of this study is

based upon thce assumption that the quality of supportive services

will be impaired or facilitated by the process by which it is delivered.

Services Related to Problems Unique to New Carecrs

One rescarch undertaking necessary to new carcers programs emanatas
from the fact that many of the program enrollecs are adult women with

family responsibilities. This fact, coupled with the goal of new carcers
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to radically change the life style of its enrollces, must produce
various reactions, by enrollces' husbands and/or childten which may

affect family relationships.

Data should be gathered on the problems this creates for female
anrollees, the situations in which it occurs, and the kinds of supportive
services which may alleviate some of these problems. Some of these
services may be provided by the project, while othars e.g. day care,

may require cooperative efforts with community agencies.

Another resaarch issue concarns the variety of counsclling roles
uwd models usad in new careers projects, and the variety of persons
who simultanecously attempt to "help" the enrollee. The manner in which
“"multipla-counselling" craatas strasa for an enxollee, and a way by

which to smooth potentially disturbing situations will be imporxtant:

rasearch findings.

Obsarvations and racordings of interchanges between such persons
and project enrolleecs will yield descriptions of the manner in which
different approactes are performed in the project situation and source

material on techniques for most effective 'counsalling."

A third ares requiring a unique counselling approach concerns the
fact that much of the curriculum material to which enrollees arae exposed
closely rasembles problems in theoir personal lives. Their open exposure
and intellectuel handling may prove tu be extremely difficult for some
preject participants who may need assistance and guidance during this

period. In this instance, rosecarch should first test the hypothesis
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which is presonted here, then attempt to develop new supportive serviues

if the hypothesis proves correct.

Social change theory is a major part of the wurricula cxapined *
during this study. It is one goal of education and training to make the
trainees capable of changing malpractices by "attacking" the institutional
structures of thu agencies where they ara placed. What was surprising
howaver to many of our respondents wias that the trainees began to practice
new found social change techniques on them either concurrently with amployee
agencias or instead of attempting change in these institutions. Particularly
with reference to the goal of Institutional Change materials, '‘many problcms

emerge for enrollees which way require additional supportive services.

What is necessary for project planners to understand are the factors
which contribute to upheavals within pProject structure, e.g. demographic
characteristics of participants and staff and the stresses this places on
enrollees. To clarify: much training emphasis within new careers projacts
is geared to explanation and illustration of service inadequacies. Examples
of inefficiencies in service delivory, both delibarate e.g. due to
discrimination, and inadvertentlgég; due to laci:i of know-how about human

services in poverty arecas, are presented to the trainees.

Unfortunately, data has not teen collected on the prevalence of types
of 'uprisings" within new career projects. This data would serve several

purposes for project planners.

1) It is important to understand the causal factors underlying project

disturbances. Those that come to mind may be aconomic disputes, placement
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shortages, intorpersonal conflicts, or political or Lldeological differences
between trainees and project personnel. Analysis of these reasons will
serve the purpose of asscasing whetlier causes are duc to local situationss
or if there are factors within the project framework which leads to
disillusioument and conflict. The instance cited above where students may
in fact be acting out part of the training presented to them would be an
instance of the latter type which may ultimately be viewed as a positive

feature of naw careers programs.

2) By and large, prdjects have successfully handled these aituations.
Research attaention should be drawn to methods used in handling any social
action conf*icts, whethur involving the project itself, the educational
and/or training agencies or the employment site. A study directed toward
this question should document all tactics used by both sides of the conflict.
Most of this analysis will be arfter the fact and it will be both difficult
to locate the necaessary informants as well as to sort out the facts from
various perspectives of an emotionally charged situation. However,
interviews may be supplemented by published accounts in news media,

professional journals and new carcarist publications.

3) Data should be gathered on the programmatic rasults of all conflicts.
Such assessment should yield valuable data relating to those organizational

and structural changes within projects desired by participants.

4) An attempt should be undertaken to utilize the data gatherad on this
issue to devise forms and uses of supportive services which may be required

to enable the enrollees to cope most effuctively with the conflict situation
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and to acquive the maximum bonefits from exposure to it,

New Careers Prejcct Orgairvlzation

Clearly, a flrst puiority in rescarch loading to the most efficacious
organizational structure, is a study of tho type of agéncy or institution

in which to lodge a project.

New careers legislation permits the channeling of funda to avast
array of types of agencies: ecmployer agencies, ceducational agencics, anti-
poverty programs, manpower agencies and unions, otc. Each of these
generic types serve different functions with regard to the institutional
complexes of any community, and the rcle they play and their goals, both
professed and latent, will invariably have an impact upon the functioning

of the project.

However, there scems to have been little effort made to assess the
raelative merits of lodging the project in any given type of institution.
One obvious reason for this lack is the relative youth of the program.
Experience with new carcers projects, however, has now reached the stage

at which such & policy quaestion should be asked.

Data, gathered through questiomnaires addressed to the local projects,
on the problems of implementation of the model in the various types of

agencics should be sought,
This data should be assessed using the following indicators:

a) a major qualifiable indicator of differences will be the amount of time
which elapses botween various stages of project development and growth.
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b) a second qualifiable indicator would be the costs incurred in. reaching
cach program level in project development. In order to gather this data
technical assistance might have to be supplied to the projects to enable
the cost accounting.

There are basic stages occurring in cevery ncew careers project. Thus,
policy-makers sliould have a firm grasp on the times and costa involved at
ceach level. Some of the stages of comparison would ba: racruitment and
staffing of projact personnel; recruitment and selection of program
participants; development of supportive services; contractual arrangement
with aducational institutions and training agencics; placement in field
positions, etc. Through such cross agency comparisons it may bacome clear
that there are cortain institutional structures that have better "success"
at launching this typa of projact than do others. Of course, other variables

must be correlated besides generic classification of agaoncy type, among

which arec

Past expericnc: with manpower and/or anti-poverty programs;

Past experience with educational programs;

Past cxperience with poverty populations;

Available community facilities;

Inter-organizational ties;

Basic agency goals

Although we are introducing this study around tha issue of type of
institution or agency in which to lodge a project there are various other
organizational features which will benefit from this analytical model,
such as: whether private or public educational institutions .should be

used, etc.

Q . 16’?
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Such research undertakings will result in a range of relationships
between organizational and structural variables. The basic overview
question being: What modification in project structure will yield the

greatest facility in project devalopment.

Carner Ladders within Project Structurcs

New carcers projects often are faced with the organizational problem
of staffing their own administrative, clerical and supportive service
staffs. This stage, crucial to all manpower programs baocomes more significant
to new carear programs as it is indicative of whether they do or do not

follow their own philosophy.

Suggesting carcer designs to cmployer agencies, it is too oftan the
casa that the project does not incorporatc career ladders of its own.
How prevalent this is among these projects and the ramifications of the
prasence or absence of an in-project carcer ladder for paraprofeasionals

is recommended as an area for research exploration and illuminsation.

The first part of the survey will seek to determine to what extant
carcer ladders exist in th~ projercts through such questions .as: Are
educational and training opportunities offered staff; who ar» cha recipients
of these services; what criteria are used with which to assess performance
for raises and promotions; what are the requirements for various positions,

etc.

The effects of existence of carecr ladders must also be explored.
The researcher may i.itiate the concept of carcer ladder ramifications into

his quostionnairc Ly asking questions similar to the following:
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: In negotiating with employer agencies do you ever point to your
own experiences in staffing as a positive exampie? If yes, what cffects
do you believe this has?

. Have menbers of your staff ever complained about lack of mobility
opportunitices?

: Have project enrollees cxpressed displeasure with job qualifications

for project staff?

In addition, as has been suggested above, a bank of data including all
qualifiable data pertaining to time-cost factors will scrve multiple
purposes, among which will be: correlations between time-cost variables

and the presence or absence of in-project career ladders.

Channels of Funding

One more rescarch issue in relation to structure is the question of

how funds are fed to the individual new careers projects.

On the wholae, this is not a question which has only relevance to
new careers, for what the funding difficulties are is problematic for most
federally-funded projects. However, new careers being no exception it is

worthy of a management efficiency and cost accounting study.

This study should attompt a stap-by-stip tracing through the '"funding
mazo'" describing all processes and fowms necessary but also atempting to
define the unanticipated problems which arise, g.g. the unexplained delays

duec to technical discrepancies, ctc.

Within cach institutional complex typology the researchers should
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select a representative project to investigate., All persons handling and
directing funds should be described with titles, qualifications and tasks

parformed.

Tha primazxy focus of the survey as described in these few paragraphs
should assist in the procecsses and organization of the design of fund
allocation, utilization and accountability. Comparison of the various
processing routes as wall as analysis of reasons for difficulties should
lcad to an understanding of the most efficient ways of administering funds,
accounti&g for funds spent, and requesting funds, as well as point out
those structural complexes which provide the most difficult financing

problems in terms of bLoth money flow and funding accountability.

Conclusion

One critical question which must be asked in starting off on a new
carcers type project is that of organizational structure needed to reach
the criple goals of manpower, anti-poverty &nd institutional change and
how these affect project development and the eurcllees. Among the factors
which we have attempted to point attention to in this chapter are the

following:

: The type of institution acting as sponsor, trainer, employer,
etc. The major differences in designing and imp.ementing new carcers
projects in an established agency in contrast to one which is in the
process of being cstablished?

: The linkages between the various agencies fulfilling various roles

in relation to a project enrollee. If they are in fact fulfilled by

170

i 1 b i

o Vo 0 B AN R L 08 B

o 2L

o el bttt Buear



IT - 757

different types of institutions: are they all articulating the same goals,
does the structure facilitate communication; how do the professionals in
each relate to cach other and to the trainces.
The staffing patterns and carecer ladders utilized within the
project.
: The supportive services available to project participants: is
there an explicit or implicit difference in services offered to participants

and to clients.

A rccommendation which has been reitcrated many times in this report

{8 that an csscntial rescarch undertaking is the cstablishment of a centralized
data bank. In this area, particularly, many of the research undertakings
designed for new careers programs may be germane to other manpower programs

and a data bank will facilitate their usage.
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Introduction

The essential need for evaluative studies has been stressed in each
of the earlier volumes. These studies were intended to assess the
effectiveness of individual components of new careers programs=--recruitment,
selection, training, educational and various support activities. Each
component was presumed to be addressed to onc or more appropriate
sub-objectives, Theoretically, fulfillment of the program's sub-objectives
will lead to the achievement of its principal or ultimate objectives,
The studies proposed in this volume are intended in one sense to determine
whether this is in fact the case, whether the assumed relationships

between a program's sub-objcctives and its ultimate objectives hold.,

The focus of this volume, consequently, is on the ultimate objectives
of new carcers programs. Has the program actually accomplished what it
was designed to achieve, At what cost? These are the questions which

increasingly occupy the attention of program administrators and of the

broader public. Less concern is exhibited for the effectiveness of

the mechanics of the program, The result is that while there is great
pressure on new careers programs to relieve existing manpower shortages,
to employ the poor and to improve institutional services, there is
comparatively little willingness to support much needed research and
other necessary resources to improve the capacity of the program for

achieving these objectives,

Nevertheless, the studies proposed in this volume are addressed
p rimarily to the establishment of an empirical basis for effecting
improvements in the planning and operation of new careers programs,

They should be of use not only to those whose programs are specifically
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subjected to empirical evaluation, but to others who are alrcady
involved in the program or are preparing to do so, For these groups,
evaluative research should provide:
1, descriptions and analyses of program activities including
problems encountered and changes effected,
2, measurements of program outputs in terms of both its defined
objectives and unanticipated consequences, and
3. exrlanations of the programmatic and non-programmatic

influences responsible for the measured outcomes,

If the purposes of this volume are to be achieved-=-program
development and widespread dissemination and use of evaluative research
findings~--the studies will have to do more than measure progrem outcomes.
Such measurements are basically meaningful only when there is intimate
knowledge of that which was measured, Failure to describe and analyze
the program which was evaluated severely limits the usefulness of research
findings to a knowledgeable few, Similar limitations attached to studies
which fail to explain the factors, both programmatic and non-programmatic
which influenced the perceived program outcumes. VUhether one is willing
to describe a given set of measured outcomes as successful or unsuccessful,
it is clear that by itzelf it does not explain the findings., It sheds
little light on the differential contribution of individual program
components and other influences to program results, It does not provide
answers to such questions as: Why did the program not achieve better
results? llow can the program be improved? 1If evaluation research is tn
contribute to the improvement of new careers programs, it will have to

be designed to provide such explanations,
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In a very concrete way, program cevaluation closas the loop of a
problem~solving process which is initiated with the identification and
analyais of the problem and proceeds to program planning and operation,

As noted earlier, program evaluation is here considered as an indispenasable
component of problem=solving processes leading to continuing efforts to
heighten program effectiveness. In this volume, therefore, the principal
thrust and structure of the studies recomncnded are derived primarily

from thi goals and concepts of the new careers program discussed in
Volume I, To ascertain whether new carecrs programs have in fact achieved
their aati-poverty, manpover and/or institutional change objectives,
evaluative studies are described which focus on the impact of the program
upon the paraprofessionals themselves, the agencies which employ them,

the clients they serve, and the broader professional structures in

which they operate., Uithin each category, the studiés recommended will
consider measurement and analysis of outcomes which were not directly

addressed by program planners,

To explain measured outcomes the studies in this volume will rely
almost exclusively on programmed factors and influences, such as an
agency's job structure, the relationship between paraprofessional and
other staff, the availability and use of community resources, the nature
and effectiveness of its recruitment, selection and training programs
and the type of educational opportunities available to paraprofessionals.
This procedure neglects the influence of non-programmed factorsc upon
measured program outcomes, This is certainly not intended. Clearly

there zre many events of a political, social and economic nature which
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oceur in local communitios and in the nation whiech have critical
consequences for the nou carcevs programs, They arc omitted here simply
because thelr diversity makes them avkward to handle in the framework

of this discussion, But, they must be reflected in the design of

individual research studies,

On the other hand, the impact of non-professional events upon new
Loreers progrims can be designed as separate studies, TFor example,
much useful gulduaace for new careers program planners and administrators
can be derived from studies of new national policies and programs
intended to reduce inflation, to control the environment, to provide
educational vouchers and to establish a new family assistance or income
maintenance plan, These issues are susceptible to 'before and after"
research designs applied to a nationally representative sample of
communities, Similar studies of new or contemplated policies and piograms
at state and local levels should also be undertaken, That is to say in
terms of institutional impact the goals of llew Careers programs are
8imilar to those which are supposed to result from the use of machines.
What role can the paraprofessional play in the face of new mechanical

developments?

The creation and spread of these devices might have three
alternative effects upon the paraprofessionals:
(1) the programmed instruction devices may perform the same
tasks as a paraprofessional;
(2) the activities of paraprofessionals may serve as auxilliaries

to the machines and the combination may provide the teacher; or
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(3) the utilization of paraprofessionals with mechanical
~eaching devices way eliminate the necessity for a
teacher per ¢lass format, For example, a combination
of paraprofesgional aide and direct=circuit television
may permit one fully trained teacher to function
simultancoualy with tuvo or three classes, can be carried
out with regard to various combinations of machine and
paraprofessional utilization at preschool, elementary and

seconddry levels,

By their very nature the studies in this volume are often oveu-
lapping. This reflects the fact that new careers program objectives
are not mutually exclusive and in various ways coexist symbiotically
with a single agency, As a result, though the studies are discussed
discreetly they may be variously combined between and within the four

major categories which comprise the structure of this volume.

It is worth remarking apgain that impact studies should contain detailed
descriptions of the new careers programs under analysis and explanations of
the factors and dynamics which influence the program outcomes measured in
terms of the program's impact on the paraprofessionals, the agencies, the
agencies' clients and on professional structures and values. In the
studies discussed below it is assumed that project descriptions will
be appropriately incorporated into specific research designs, As a
consequence, the discussion focuses upon the types of measurements
which should be made, and on the analysis of potentially explanatory

variables,
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A Hethadological MNoto

As noted, the studies discussed in this volume involve essentially

similar research problems:

(1) to measure the extert of change upon paraprofessionals, human
service agencies, their clients and upon the structure of
selected human service professions, and

(2) to determine the extent to which these measured changes may

be attributed to the program and to othar influences.

These problems of measurement and attribution of change may be
approached through a variety of designs and methods. llowever, a longitudinal
study design offers the greatest potential for dealing with both problems,

On the other hand, cross-sectional studies of new caraerists applied at
an appropriate point in their new carecers may also be usefully employed.
Daseline data essential for the measurement of change may be acquired

through retrospective questions and other available techniques.

While cross=sectional studies undertaken at a single point in time
are perfectly capable of measuring change, they are less adequate than
longitudinal studies for dealing with the dynamics of change and for
resolving the attribution problem., Yet they are less costly in time and
money. 'Iltimately, the design selccted will be determined by the anticipated
uses of a study's findings, the resources available and varying conceptions
of the nature of the problems involved, Generally, however, longitudinal

designs promise the greater contribution to program development and refinement,

The measurement and attribution of change are aided considerably by

the use of control or comparative groups. The types of groups which may
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be usad are numerous: paraptofessionals in human service ocoupations

who are not in the new carceers program, paraprofessionals in nonshuman
gservice occupations, trainees in such other manpower training programs as
the Job Opportunities in the Business Sector, or any randomly selected
group vhose characteristics closely resemble those of the experimental

new careers group, Comparisons between now careerists and trainees in
other manpower training programs are especially attractive., They offer

a vehicle for incorporating in the research design a series of significant
questions closely rclated to the principal concerns with measuring and
attributing program change. ‘ihe same is true for studies of nonenew
careers paraprofessionals in human service occupations and of new careeriats
in non-human service occupations, The former is capable of producing
selected benchmarks of program performance against which to measure the
outcomes of the new careers program. The latter are likely to shed new
light on the potential and impediments of human service occupations in

relation to other occupations.
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Impact on Pavaprofessionals

The new careers program is significantly though net oxolusively
rolated to anti-poverty objectives., Lven if this were not 80, it would
be important to ascertain in spe:ific terms what the program has done
particularly for the poor paraprofcssionals themselves. Has it alleviated
unwanted conditions of underemployment and unemployment? lias it enabled
them to become established in the job market as more than marginal workers?
llas it provided a reliable escape routc from poverty and near-poverty?

What other effects has the program had upon paraprofessionals?

Potentiaily, the effectas of the program are obviously numerous.
lot all have received cqual public attention, nor have all been the objects
nf program planning., DBy far the greatest stress has been placed upon
anti-poverty objectives. It has been assumed further that the accomplishment
of this objective must proceed through structural changes in human service
occupations which provide maximum opportunity for upward mobility,
Emphasis upon upward mobility has been so intense that it is perhaps
the single most important criterion fo: determining program success,
It is no longer simply a highly desirable means to achieve anti-poverty
goals, it is an end in itself which is implicitly related to social goals
that are much more complex in nature., Thus for many observers it is not
sufficient fqr the new carcers program to place needy persons in jobs
whose rewards not only exceed their expectations but which substantially
relieve their inadequate financial and' employment conditions. The program

must also provide opportunities for genuine career advancement.* What is

* See, for example, the useful report of the National Committee on
Mmployment of Youth, '"Where Do We Co From lere?" December 1969,
In particular, see Chapter X, p. 1,
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What 18 ocritical about upward mobility are not simply wage increcascs

but advancement in occupational status,

The implications of these operative conceptions for research are
clear, First, the impact of the new careers program upon paraprofessionals
must be studied principally in employment terms, Second, within this
context primary attention should be devoted to determining the type and
extent of career advancement, There are, however, additional non-employment
related cffects of the program which also deserve analysis, For example,
there is evidence to suggest that the new careers program may have a
seminal influence upon the development of leadership in poor communities
and upon the broader movement for community participation. Accordingly,
recommendations for studies of non-employment effects of the program

will be treated here as a second major research category.

l, Fmployment-Related Outcomes

Consistent with the objectives of the new careers program there
is an expected series of basic outcomes which should be subjected to
initial measurement, Thesc outcomes should be compared to similar
measures of the new careerists research subjects taken prior to their
participation in the new careers program and to control or compare

groups, At a minimum such measurcs should include:

¢ Changes in occupational status which reflact upward mobility,
There is something of a problem here which is related to tha period of
time within which such advancement should occur, Protagonists of the
new careers program appear to be somewhat conflicted on this point.

Motivated by anti-poverty objectives and the belief that the paraprofessional
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can fulfill certain tasks more effectively than the professional, they
argue for a relatively rapid rate of advancement. On the other hand,
their recognition of the need of the paraprofcssional to acquire
specificed educational credentials as well as other prerequisites for
advancement appears to argue in the opposite direction. The question iu
crucial in determining when measurements ¢f change in occupational
statua are to be made. The danger, of course, lies in uwirealistie
expectations of rapid change. Neverthelecs, meadurements should include
type of change and reasons for change as well as the interval of time
associated with the change, Did the status changes involve expanded
and higher orders of technical tasks, or supervisory, training or
administrative responsibilities, or some combination of these? Were

the changes based primarily upon superior individual job performance,
length of time in grade, acquisition of education or other credentials,
& reorganization vhich produced a general upgrading of existing
paraprofessional positions, of some combination of these? In addition,
data should be obtained on the extent to which the upward mobility

of paraprofessionals occurs within the agency of original placement

and the aextent to which it is related to a change of employer,

: Changes in wages, Wage incrcases obviously do not necessarily
signify career advancement, Nevertheless, they are of special
significance for the poor among the new careerists and for thosec
whose career goals are relatively modest, But, of course, wage
increases are of tangible and psychological value to all, These

values increase with the size of the income and the shorter the period
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of time in which it {8 earned, Wage increases may be the means by which
many ncw carcerists escape poverty, but they may also affect their decisions
to remain in the occupationul field for which they were trained, 1In
addition to the size of wage increases and the time interval in which

they were earned, studies should also reveal the bases for wage increases,
There is8 some reason to conclude that paraprofessionals avc paid an equal
entry vage and receive equal pay increascs in any single agency despite
differences in their jobs and in the quality of performance, As against
this reported practice, there are questions as to how individual

performance and the acquisition of educational and other credentials are

evaluated and reflected in wage increases.

: Job stability, which may be measured as a turnover rate or more
simply as the number of voluntary and involuntary terminations. Clearly,
one would also wish to know the reasons for and the censequences of job
terminations for the paraprofessionals involved, However, job stability,
in fact, may simply be a function of the paraprofessional's perception
that there are no better opportunities for employment elsevh¢re, Thus,
in respect to the issue of job stability, research designs should
incorporate analyses of feelings of job satisfaction and job security

as well,

¢ Lateral mobility, Presumably, one of the objectives of new
careers programs 1s to maximize the opportunity for paraprofessionals
to move from one jub to another with the same or different human service
fields, By this means, it is hoped to contribute to the paraprofessionals'

emp loyment security and the maintenance of his non=-poverty status., Thus
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study designs should include measurements of hovizontal job wobility of
paraprofessionals, whether this occurs within the same or different agencioes
and fields and whether it involves the same or different sets of job
vesponsibilities. Reasoﬁs for such movement as well as its outcome (for
wages, job satisfaction, etc,) should also be probed. These data should
be supplemented by inquiries into the perceptions of paraprofessionals
(regarding opportunities for lateral movement), then attitudes towards
their present job, and the strength of their desire for a job with a
different employer, In connection with the issue of lateral mobility,
study designs might well incorporate an analysis of the multiplicity of
paraprofessional job titles and job descriptions in human scrvices. Tha
presumed absence of standards and of uniform ways of establishing job
equivalencies among different agencies impede lateral mobility to the

disadvantage of the paraprofessional.

Commitment to the human service field or occupation.
Transcending many of the research issues discussed previously are
questions related to the paraprofessional's attitudes towards and
commitment to the human service field or occupation for which he was
trained. This commitment provides iim with an important identity,
motivates him towards further self-development, aids his performance
on the job, and distinguishes his present employment from that of just
another job., Whether and to what extent the new careers program has
been successful in developing this commitment among paraprofessionals

and the degree to which the anticipated attitudinal and behavioral
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consequences follow should be subject to intensive analysis, Commitment
to human services may have a cause and effect relationship to such other
new carsers objectives as carcer acdvancemaent, wage increases and

employment security,

: Improvement in work performance., Lven if the .cw careers program
fails to achieve its objectives for many participants, i. may still
contribute to the clarification of their occupational go.:.s, their
ability to pursue them and ultimately to their job performance.
Undoubtedly many new careers trainees will chnose after vatying periods
of time not to remair as paraprofessionals in human service fields and
seek other forms of employment, The question is whether their experience
in the new careers prugram has contributed anything of value to their new
enterprise, While the program does not attempt to justify its support
on this basis, it is an important consideration which, if fully realized,
may aid some former new careerists to escape from poverty through other

routes.,

Measurement of these program outcomes at some appropriate point
during employment of a sample of new careerists when compared with
relevant baseline data should yield a significant picture of aggregate
change. For maximum utility to program planners these data need to be
further refined and, through appropriate statistical technicues,
differentially related to the program or system influences which
affected them., For example, the program planner will wish to know
not only what employment-related changes occurred, but which of the

new careerists revealed vhat types of changes (or none at all), and
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which of the many progremmed experionces were infiuential in producing
the perceived effects, Of course, he will also wish to know which
program components played an insignificant role in determining the

measured outcomes.

It is assumed that the broader question concerning the extent to
whaich the measured outcomes are a consequence of the new careers program
or of other influences is an essential prior step in the task of
attributing the refined results to various program aad non=-program
influences. The use of control or comparison groups arc intended to
facilitate this determination. In a sens¢, therefore, the next steps
involve various types of data analysis in order to explain perceived

program outwomes or iack of them,

The explanatory variables or influences are manifold, even if
confined only to the new careers program. A numbor of the
major influences are selected for brief cumment below. But it if worth
noting again that research designs and procedures should be flexibly
constructed so that non~program influences and ecvents can be detected

and studied for theiiv effects on program outcomes,

* Personal characteristics of new carzerists. .his Sroad
category of influences will serve to rafine and tn «xplain perceived
changes. TIt is obviously safe to assume that the program will not have
an equal impact on all participants, Inevitably, iv is going to bHe
more effective with some than with others, and those who have been

affected will be changed in differcat ways and degrees, The task, thten,
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ig to identify those who have been influences by the program, how and

to what degree, and who has not, Clearly, such data are essential in
modifying the program system to ensure that its potential cffects are

fully realized among the lavgest number of participants,* The variables
which may be employed to distinguish the program outcomes among participants
run the gamut from sex, age, education, family status and relationships to

prior work experience to a battery of psychological factors,

¢ Human Service fields, agency and occupation types. Manifestly
new career objectives are likely to be more casily achieved in some
human service fields, agencies and occupations than others. Each
present different sets of needs, problems and obstacles, Some fields,
agencies and occupations are experienced in working with paraprofessionals
prior to the inception of the new careers program, others are not. Some
are old and wall established, while others are in the process of
development, They vary in their needs for manpower, in the effectiveness
of their services, and in their recognition of the need for change in
their service delivery systems, These differences have been described in
broad terms. While obviously significant in determining program outcomes,
they may in fact rank behind such specific variables as the type of career
ladders established for paraprofessionals, the nature of agencies
personnel policies, the influence of supervisors, the zvailability of

in-gservice training and educational programs, and others,

: Career Ladders and Personnel Policies. In many ways the design

of carees ladders and the development of job description and personnel

* In many ingtances, perhaps in most, follow-up cexplanatory studics
may be needed to uncover in greater depth the pyoblems, needs, cte.
of those with whom the program has not been fully successful.
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policics which meei the service goals of the ageney and tha ncods and
capabilities of new carcerists are among the most difficult of the many
new careers program planning tasks. Thaey wmay also be among the wost
influential Lactors in determining employment-related effects on
paraprofessionals, These are also the activity arcas in which many
resistances are manifested to the new careers programs from budgetary
restrictions, and from management, professionals and other staff, from
civil service regulations, and unions. The manner in which these
influences function to rectard or cnhance the achievement of program
objectives need to be clearly identified and analyzed., But their influence
should be understood in relation to the structure of carcer ladders in
different human service fields and agencies. Our interest might focus
on the definition of individual levels or rungs on a job ladder =- for
example, in terms of job descriptions =- and the spacing between the
laddered levels. An integral aspect of this issue consists of agencies'
personnel policies which in effect control movement up the ladder, In
sum, the character of existing career ladders and associated personnel
policies determine the types and amount of opportunity for upward and
lateral movement available to paraprofessionals. Thc NCEY study
previously quoted regarded these factors as critically important,* The
specific research issues associated with these variables are profuse
indeed. They are abundantly represented in the interviews conducted and
the literature ceviewed in this study, reflecting the major concern of
the effects for the crugial role of career ladders and personnel

policies in the achievement of new career objectives,

*« National Committce on Fmployment of Youth, '"Where Do We Go from Here?"
December 1969, Sec especially Chapter 3.

\(o N RS




111 - 17

: Traiuing and Educational Programs,., There is an increasingly
accepted hypothesis that, '"When agencies provide only limited opportunities
for advancement, there is little motivation for continuing in=-service
training'' = i.e., bayond the initial period of job orientation,’

This statement might well apply to training outside of the agency and

to opportunities to study for an associate of arts degrec, Certainly

this is a credible assumption. Increasingly one hears that the new
careers program has stalled at entry level jobs, that budgets required

for promotion and higher salaries have not been made available. Analysis
of the character of carcer ladders and personnel practices anid of the
forces that influence them was provided in the previous paragraph., It

is essential, of course, to know how pervasive this condition really

is. DBut to the extent that it does exist, it largely obviates analysis
of the impact of training and educational programs, There are exceptions,
however, Some interest may be generated, for example, in those few
paraprofessionals who somehow manage to achieve promotion even in closed
systems which do not make training and educational opportunities available,
Or, some agencies may have highly selecti.. rather than open policies on
those who will be permitted to participate in training and educational
programs, This situation presents some opportunity to gauge the impact
of participation in these programs upon the achievement of employment
related objectives by paraprofessionals, However, this is an obviously
biased situation., C(Clearly, the best situation for analysis is one in

which there is a relatively open ladder and relatively easy though

* Ibid, p. 6
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optional access both to further training and to education. It is possible
here to ascertain the relative contribution of training and education
programs to carcer advancement and other employment-related cffects by
analyzing groups of paraprofessionals who do and do not participate, After
all is said and done, however, one suspects that where agencies have a
recasonably oper and well-articulated opportunity structure and where
training and educational programs are comparatively available, the
successful completion of these programs by definition contribute to

career advancement,

Relationships to Supervisors, Professionals and Other Agency
Staff, It is generally assumed that the manner in which new careerists
are integrated into the total agency and the degree to which integration
is successful will be influential in their achievement of employment-
related objectives, At one level, analyses should reveal whether
there is any significant impact on these objectives of formally established
provisions for integrating new careerists into an agency (e.g., through
the '"buddy system') and of organizing a service delivery system through
a ''team approach' which functionally incorporates the new careerists,
At the informal level interest tends to center on the quality of the
interaction between professionals and other non-professionals on the
one hand and new careerists on the other, The attitudes of the former
towvards the latter have been described as often hostile, resentful and
fearful, In turn, some new carcerists are said to be scornful of
professional competence and to adopt a superior air in relation to

other non-professionals, Concern for such intra-staff{ friction and
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dissension was widespread in every phase of this study, While it is
often assumed that such conditions retard the achievement of employment-
related benefits for new careerists, this proposition remains to be
empirically verified., Staff tensions may in fact have the opposite
effect., Some observers maintain that what is most iwportant is the
racial and ethnic mix of old-line professional and uon=professional
staffs and new careericts, This assertion too can be tested through
analysis of study data. For obvious reasons, it has ofton been
assumed that the role of the supervisor is critical not only in relation
to the employee's or the new careerist's job performance and stability
but to his work attitudes and, ultimately to his upward mobility, At

the same time much of the literature and many of the respondents interviewed
in this study referred to the need for improvement in the quality of
supervision primarily through training programs., However, tlie specific
contribution of supervisors, particularly in relation to other influences
has yet to be empirically established. The NCEY study found their
contributions to be rather minimal in agencies whose structures provided
little opportunity for upward mobility.* The data of this projected
study should be employed to determine the effects of different types of
supervisors on the mobility patterns and other employment-related effects

of new careerists,

Influence of Civil Service, Professional Standards and Unions,
Reference has been made earlier to the influence of these factors on

career ladders, and the personnel policies of agencies employing new

* Tbid, Chapter 7
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careerists. In particular, civil service job classifications and
regulations, and the activities of professional organizations and
pravailing professional standards are frequently mentioned obstacles

to the achievem:nt of new carcers program objectives, As a consequence
cach merits a comprehensive analysis of its impact on the role of new
careerists, For example, how and to what degree dees the role of new
careerists and the activities of cmployment-related benefits vary among
public agencies in which civil service systems are more and less
tractable to the cmployment of new careerists, On the whole, how do
agencies which are not governed by civil service compare with those
which are? Are intractable civil service systems a genuine impedimert
to the achievement of employment~-related cbjectives or are they simply
a mask for the operation of more basic negative factors? Similar
questions should be asked of the impact of professional associations aad
standards and of union activities, In situations where these factors
constitute a basic and significant handicap to the achjevement of
program objectives, comparative studies may be required to explain

fully precisely how and why their negative influence is manifested,

This portion of the discussion may be concluded with a brief zeference
to the significance of the age factor in new carcers programs. In the
Scheuer amendment to the Economic Opportunity Act the target population
was defined as persons 22 years of age and older, Subsequently, this
eligibility requirement was modified and new careers programs have
accepted persons under this age, The incorporation of youth raises

many questions subject to clarification through research. They relate
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largely to the applicability of the new carecrs approach to youth and o
the assumption that they can contribute to human services and maintain
an interest in these oceupations and fields, It is possible that youths
arc more capable of contributing tc and have greater interest in some
occupations and fields than others. In any case, it is necessary to
determine their specific training problems and capabilities (which are
likely to be different than those who are older and further removed from
formal learning cxperience), whether established curricula in human
scrvice fields are appropriate for youth, and whether such curricula

may be incorporated in high school programs.

Thus, the questions raised broadly inquire into the potential
of youth to derive benefits from the program and to Zonctribute to
the improvement of human services, In the context of this discussion,
it is suggested that research should explore the program outcomes related
to the participation of youth in terms of their career progress and
their contributions to institutional change and improvements in human
services., Thus, the age factor should be stressed in the construction
of samples and design of studies discussed throughout this entire
volume, On the other hand, it may be appropr.ately handled as a major

research issue for the purpose of scparate and more extensive analysis,

2. Non-Bmployment Related Outcomes

Unquestionably, the new careers program is potentially capable
of affecting participants in many areas of life = as family members,
friends and citizens, In general, such effects are likely to be among

the consequences of significaut change in the employment status of
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individuals, Although they are not the primary or direct objectives

of new careers and othor work-training programs, they too may have
important long-lasting effects, A responsible approach to the evaluation
of new carecrs programs should attempt to identify and assess their

broader and often unanticipated outcomcs,

On the other hand, it is apparent that the consequences of the
new carcers program for its participants at work, in the family or in
the community, reflect a tangle of influences which is difficult to
unravel, Tor example, the pattern of effects may be mutually supportive,
so that the full recalization of potential program benefits at work for
many new carcerists may require changes at home and in leisure time
activities. On the other hand, it may be that visible program impact
upon the non=work activities of new careerists as a whole emerge only
in those agencies in which significant work-related objectives are
achieved., There is a manifestneed for careful and detailed analysis
not only of the emergence of non-work related effects of the new
careers program but how, if at all, they are related to its work-related

benefits,

While the approach to the research design and methodology previously
described applies also to the identification and assessment of non-
employment related objectives, one or two comments are in order. It is
apparent that non-work situations are susceptible to an array of
influences which are many times broader than thosc present in the job.
The impact of new public policies, the continuing drive for community

participation and control, changes in education and other institutional
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practices, and other, perhaps purely localized events may affect the

non-~work situations of peopie (including ncw careerists) more directly
and vitally than their employment conditions, Researchers, therefore,
should be especially sensitive to these borader forces in interpreting

the findings from their control and experimental groups.

Lastly, it is worth repeating that where feasible it will be
particulaxly useful to develop control or comparison groups of
individuals who are not only employed at comparable wage levels to new
careerists, but whose employment has resulted from training in other
manpower training programs. This approach will prove helpful in determining
whether perceived non-work effects are the results of improved employment
conditions generally or of other manpower training and employment programs
as well or whether they are in some sSense unique to new careers programs,
The possibility that a series of work and non-work-related outcomes are
not uaique to the new careers program does not by any means devalue it,
On the other hand, knowledge of what is unique about its outcomes for
participants will aid planners in developing realistic prospectives in

their efforts to impruve the program,

Clearly, non-work-related outcomes may be sought in many different
areas, A few are suggestively discussed below. As in the carlier
discussion of work-related outcomes, research studies will first have
to establish that change has occurred, then describe such changes as they

are perceived and explain them in relation to specific influences of

the new careers program and of other forces,
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¢ Family life, In a multitude of ways program influences upon
new careerists are likely to be experienced intiially in the howe.
increasaed iuncome, steady cemployment, greater prestige assoclated with
the new job, and the prospect of furure occupational progress are among
the factors which may alter many establishad patterns of behavior aud
attitude among family members. The tendency, of course, is to assume
that all such changes are likely in some fashion to be positive or
favorable, This is not necessarily the case at all, All too frequently
the reverse is true, Analyscs are essential of the extent to which
negative family impacts occur as a consequence of participation in
new careers programs, thecir specific nature and consequences and the
conditions under vhich they occur. With such findings in hand program
planners may be able to devise the means, perhaps through various forms
of supportive services, to reduce the frequency and severity of those

negative outcomes.

¢ Political and other attitudes. By virtue of the nature ¢f much
of their job training and subsequent experiences, new careerists are
likely to acquire new at+titudes as well as a new body of knowledge and
job skills. In part, this may involve a new awareness and new pustures
not only to things around them but towards themselves as well, Although
such attitudes are intended to contribute to job competence, it would be
surprising if they were not carried over into other areas of life. At
the very least, one may expect changes in new careerists' self-image,
outlook on the future, increased expectations for their children, new

views of their neighborhoods and living conditions, different attitudes
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towards the quality and problems of various social services and in other
areas as well,,,., DBut, ccnsiderable interest centers on the type and
extent of chauges in political attitudes. The experience of being part
of "the system,'" perhaps foyx the first time in their lives, is assumed
to be a strong impetus for change in the political beliefs of many

new careerists, Some, it is held, who entered the program with
comparatively radicual belicfs will become more establishment=-minded,
Others will become more radical or adopt a radical posture where it did
not exist before, Of course, it is not known whether the new careers
program has any effect ut all in the formulation and change of political
attitudes, or if it has, how strong an influence it is, Notr is *t known
which new careerists are most susceptible to change; which towards more
consexvative and which towards more radical views. The issue is of more
than passing intetrest not only because one may assume that guch changes
may affect job performance but because they are likely to be reflected

in various ways in community affairs,

! Participation in Community Activities. For many of the same
reasons noted in the previous and earlier paragraphs, involvement in
the new careers prcgram may result in more active participation by new
careerists in various types of community affairs. These may range from
local P.T.A.'s to militant social and political action groups, However,
it is not necessary to assume that radicalization of political attitudes
is an essential precondition for greater community participation, For
some, this may well be true, Other reasons mav impel some new careerists

te join various community ventures, only to find these activities more
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influential then the new careors program ia radicalizing or otherwise
changing their political vioews, For this purpose, the analysis does not
have to assume a direct causal relationship between significant changes
in political attitudes and participation in community affairs, However,
the analysis snould attempt to determine the degree to which changes in
political attitude precede and follow from participation in community
affairs, 1In short, research should establish the many patterns of re=
lationship between the new careers program, and changes in political
beliefs and participation in community affairs, The NCEY study suggests
another particularly interesting line of analysis., It claims that,

"In agencies where opportunities were linited to the entry level

of with no access to higher level jobs, the drive towards community

control was found to be Presenting alternative opportunities

for advancement, The thrust towards decentralization and com-

munity control In many services has increaged opportunities to

politicize situations and to fill political vacuums, For com-
munity residents and paraprofessionals there are political situa=

tions to be jockeyed for,'
Whether blacks and ghetto dwellers are more likely than whites and non-
ghetto zesidents to change in the direction of greater participation
is still another relevant and interesting question, In sum, the analysis
should reveal the extent to which the new careers program serves to

motivate its participants to take a more active role in community affairs,

: Free-Time Activities, The greater participation of some number
of new careerists in community affairs will help in some measure to

explain the impact of the new careers program on their use of free or

* Ibid, Chapter 9, p,3

—
. at——————————— R .
- — S T ——— 0 ——————————— S S ———. S

PN

FICR RN VR N

el e

S SERUE U

et e A L e h s



11T - 27

non=-working time., Pectentially, program outcomes can be made more
extensive and of considerable significance to new careerists in terms

of their jobs, self-development, family relationships and the 1like,

For example, whether job-related or not, formal and informal educational
activities may increase, There may be an increasc in the frequency of
recreational activities engaged in by the tamily as a unit and a cor-
responding decrease in recreational activities pursued by new careerists
as individuals, Friendship patterns may be changed to reflect new
interests, to avoid compromising a newly developed image, or possible
avoid any possible entanglement in illegal acitivites. At one extreme
the changes may be sufficient to suggest the emergence of a new style

of life, which has the potential of significant multiplier effects

for others,
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Impact on Human Service Agancias

In the last analysis, new caraeers programs do not seek to obtain
a series of benefits only for their participants. This objective is
of lmmense value to ba sure, but it is one which can be considered
both as an end in itself and as a means to the achievement of other
ultimate program objectives. Thus, che establishment of new careers
programs entailing the complete integration of new careerists into
agencies' structures and the availability to them or career advance-
ment, job stability and other benefits, is viewed as ecssential to the

achievement of basic changes in the agencies themselves. In turn,

b ar rw e e ks et Abem e

this objective may be regarded as instrumental for the attainment of
needed improvements in services provided by the agencies. In concept,
therefore, there are clear, functional relationships among these objec-

tives which are less chain-like in character than they are circular.

F et i W e A b, WALt e o 1 etk

The term "institutional change' is popularly employed in describ-

ing what are presumed to be requirements for agency change. It is
neither a very clear nor specific term. Nonetheless, it continues to

be stressed in many quarters as an absolutely cssential condition for
vitally needed improvements in client sarvices. Its origins iie in

the observable failures of many human services, agencies and institu-
tions. Manifestly, for the purposes of this discussion, agency or
institutional change must be specifically associated with the inception
and operation of the new careers program. Although research designs will
have to identify precisely what is to be understood as institutional
change and the criteria by which it will be measured, it is clear that

the changes envisaged by most protagonists of the program go far beyond
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tha simple introduction of paraprofessionals or new careerists into
existing agencies. It is time, of course, that adding a new layer or
series of layers of new careerists at the bottom of agencies' present
tables of orxganization constitutes an important kind of institutional
change. Unless this step leads to or is accompanied by other signifi-
cant. change, the effort is conceeded to be a failure. Indeed, many
experts interviawed in this study are extrcemly pessimistic about the
capability of the new careers program to effect wihat they regard as
essential institutional changg. But the matter should be subject to

empirical analysis.

The question is in what areas should changes of what types ba sought
in order to satisfy ihe rhetoric or theory of new careers programs?
Before rasponding, a critical caveat of vital concern to researxchers
should be noted. 1In many respects the new careexs program can be regarded
as a major aspect of the drive for greater local participation in or
control of sarvice agencies. Still, the two are not the same. Thus, it
is possible to conceive of community pr2ssure forcing significant insti-
tutional change upon agencies which have no new careers programs. The
jobs that may be opencd to community residents as a result of this pressure
may not be paraprofessional positions at all, but regular entry level jobs.
By the same token, other agencies which have estahlished new careers pro-
grams may also be subject to community pressure for other institutional
changes. If there are similar pressures from new careerists employed by
thcse agencies, there may be some difficulty in distinguishing the relative

effectiveness of cach of these forces. While the problem of recognizing
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the competency and often identical interest of local community activi=-
ties vis=a-vis service agensics is important, it should not present

insuperable research prohlems,

A brief description follows of the arcas of agency activity and
organization ia which institutional change attributable to the influence
of new careers programs should be sought, What should be uncovered for
empirical examination are changes accoﬁplished or agency initiated

activities intended to lead to change,

: Agency Goals, Changes in agericies' goal dafinitions or in
their priorities may encompass new needs which should be met or ex-
pansion or contractiom nf goal definitions to improve the quality and
quantity of services, Changes in definitions of the eligible popula-

tion or the geographic area to be served should also be included.

¢ Agency Services, Changes in agency goals do not inevitably
pressage changes in services, Outmoded goal statements may simple be
redefined to reflect current practices, The opposite is also true:
changes in services may be instituted to enable an agency to better
achieve its established goals. However, in many instances there will
be a direct relationship between the two., What should be looked for
is a series of possible changes including changes in strategy (e.g.,
from a clinically oriented approach to the emotional problems of
clients to an approach which seeks to open new opportunities in em-
ployment, housing and other institutional areas for needy clients),

as well as in methods and techniques in such arecas as recruitment,
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intake and follow=up, Researchers need to be alert not only to changes
in agencies' service patterns but to changes which stem from new or
expanded functions of professicnals which have been made possibie by

employment of rew careerists,

! Decision-Making, The processes by means of which decisions are
made to change an agency's goals, strategies and service delivery methods,
structure, et al, are also vital areas of potential institutional change.,
What 18 of critical concern here is whether these processes are changed
to enable new careerists to participate in a variety of decisions ranging
from agency policy to daily operational problems. In some instances
agencies may be persuaded to add community or client representatives to

boards and other policy-making groups.

t Agency Structure, The structure and personnel policies of an
agency from its board to its lowest skilled employee, encluding its job
classifications and description, organization, standards for promotion,
training and educational services, et al, represent other major areas
of institutional change, Of necessity, the analysis should focus on
structural changes involving professionals and other agency employees
as well as on new careerists., These areas yere amply discussed in a
previéus section in relation to their affects on career advancement and
other employment-related program outcomes for new carrerists., The orien=
tation here, of course, is towards institutional change which is likely
to enhance client services, In this.regard, the structural areas listed
present opportunities for testing many important, but hypothetical rela-

tionships, For example, i: is often maintained that the new careers
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program is more likely to affect institutional change in thcse agencies

in which new careerists have a face-to-face relationship with clients

than in those in which the intevaction is leds direct. The same is said
to apply in agencies which integrate new careerists into a team ?f other
paraprofessionasl, Ultimately, it should be poasible to disceré through
analysis the types of structural changes which are most closely %ssociated
with the greatest employment ralated outcomes for new careeristszand

improved services for clients,

¥

Measurement and explanaticn of institutional change can be incor-
povated into research designs described earlier in this volume.* Taat is,
a longitudinal design employing comparison groups of new careerists and
others can be employed in the study of institutional change as long as
the example contains agencies representative of different fields of
service, auspices and size, It is also desirable to include agencies
which employ varying mumbers of new careerists since it is often assumed
that the smaller their number the easier it is for an agency to neutra=-
lize their presumed pressure for change., In addition, the sample of

agencles should include those which offer specialized services and those

which offer multiple services, Lastly, agencies which are newly established

and those which are long established should also be included,

It appears, therefore, that for the purpose of an intensive and

complete analysis of institutional change, it may be difficult to construct

“See section entitled, '"A lMethodological Note," p.III - 6,
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a sample which would be optimum for the purpose of evaluating program
outcomas upon both the new careerists and the agencies which employ
them., It can be done if sufficient wesources are available or if the
scope of evaluation is limited to one or to just a few service fields.
An alternativa desipgn for studying institutional change would emphasize
selection of an adequate sample of agencies, in terms speclfied in the
preceeding paragraph, taking care to include a comparison group of
agencies vhich have not instituted a new careers program. This desing,
would permit various types of analyses of employee=-related program out-

comes as a by-product of its major concern with institutional change.

Impact on Clients of Human Services Agencies

The most important and unique contribution of the new careers
programs in the opinion of many of its advocates is its potential for
enhancing the services provided by human service agencies, Institutional
change is regarded as meaningless if considered apart from this objective.
While improvement in the employment and other conditions of new careerists
is acceptable as a program value of significance, it will be regarded
as insufficient unless related to improvements in the ability of agencies
t? meet clients' needs. The new careers program is not seen as just
another manpower training and employemnt effort, However, many believe

that the employment of new careerists, their involvement in the decision=

making processes of agencies, and other institutional changes are essential

changes required to meet clients' needs. There are instrumentalities
for improving the agencies' capabilities for communicating with and

understanding its clients, for holding agencies accountable for the
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effectiveness of their services, for maximizing the efficiency of human
sexvice agencies, and for achieving other cssential conditions necessary

for improvement in client services.

"More of the same' inadequate scrvices oitered to larger numbers
of clients is also not accepcable._ The human service agency which ia
now providing high quality services {8 a rarity in the view of observers,
Hence, emphasis is placed on achiaving necessary changes in the quality
of services through the new carears programs, Clearly, howvever, what
are to be reparded as relevant types of client outcomes and whether
and how these are to be judged as changes of greater or lesser quality
are questions that can be resolved ounly within the design process of

each study,

The detection and measurement of qualitative changes in clients'
needs and conditions are very often trying tasks of long duration, to
say nothing of the problem of isolating the factors responsible for the
changes., The problems involved are manifold. Many significant changes
are dften, I believe, lying well below the level of perception, and
slow to develop, They may be evanescent or permanent, terminal or
triggers for other effects which should also be measured though largely
unanticipated by the program design., Many changes, whether behavioral

or attitudinal, are likely to escape detection and measurement,

Nevertheless, the situation is far from hopeless, Many changes
are observable and a great deal can be learned from their analysis.

Their study is likely first of all to require time. It will also
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require a battery of research methods = various types of tests, ques-
tionnaires and methods of observation. Data should be obtained fron
clients, service agency staff and significant others., Wherever pos~
sible, measurements of attitudes and behavior should be direct, rather
than through intermediaries commenting on possible changes in the

3ubjects,

An apprcach which is frankly experimental in a number of respects
is particularly needed and eppropriate for the study of client outcomes,
At one level experimental efforts should be encouraged to refine exist~
ing methods of measuring change in attitude and behavior and to devise
new means entirely, At another level encouragement should be given to
experimental or controlled studies of the effects upon clients of
variations in agency goals, treatment modalities, structures, auspices,
etc., through the new careers program and apart from it. While these
studies may take different forms, their designs should provide for

longitudinal analyses and the use of control and comparison groups,

The designs fo studies which attempt to assess the impact of new
careers programs on client services must incorporate a sizeable number
of questions which have immediate planning and operational significance,
Apart from the broad question of the eficctiveness of the program for
this purpose guidance will be sought for the most etfective ways of
deploying new careecr.sts to achieve maximum improvements in client
services; of assessing the validity of the implicit assumption that
greater benefits to new careerists are associated with enhanced services

to clients; of determining those conceptual methodological and structural
\
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changes, beyond the introduction of the new careers program, which are
most closely associated with improved client outcomes; and of ascertain=-
ing the extent to which community pressures for improved services as
distinct from the new carecers program are effective in producing

such services,

For the most part the discussion has skirted an important distinection
which must be considered by rescarch designers, On the one hand the
distinction relates to those client needs and conditions which agencies
officially recognize in their goal statements and to which thair
service programs are somehow addressed, On the other hand, oftan there
are many needs which are neither formally acknowledged nor addressed in
any manner, To the degree that new careers programs are fully effective
it is assumed that they will facilitate greater achievement of agency
goals, and that they will be the instrumentality to accomplish a re=-
definition of agencies' goals to take account of the previously unmet
needs of clients, It is assumed that the latter cype of institutional
change will also yic:J improved services to clients through the oper=

ation of the multifaceted new careers program.

In view of the many difficult methodological problems involved in
evaluating the inpact of new careers programs on the clisnts of human
service agencies, it would scem most advisable to conduct separate
atudies on this problem, Of course, they may be incorporated into the
lmpact studies previously discussed (on new careerists and institutional
change). Sampling and other desizn considerations involved in studies

of each program objective are quire compatible, One may even achieve

<8
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certain economies by combining evaluation of these three program
objectives into a single study, However, each ia a major effort in

its own right suggesting that such all inclusive research designs are
likely to be unweildy and to entail inevitable compromiscs in data
collection and analysis, The results are likely to involve signiflcant
loss of compreheusivencss and depth in the studies' findings and conclue
siors. They are likely, thercfore to be less than maximally useful

in the planning and operation of new carrers programs.

T
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In the considerable amount of discussion and controvarsy generated
within the fow short yecars of the new carcers programs, there is some
evidenca, however soft, for the balief that thesa programs have producad
effacts which ramify well beyond the boundaries of loczal agancies. They
appear in some measure to have influencad the thinking and the activities
of people and agencies from local communities to the faderal government.
While all such multiplior affects have not yat baen identifiad, let alona
studied, it is reasonable to prasume that one araes in which such effacts
are likely to bo manifasted includes the human services profossions

themselves.

This assumption is based on more than tha large amount of controvarsy
which has devaloped in professiotial circles with the introduction of the
naw careers program. It reflects a number of cardinal principles which

are central to the rhetoric of naw carxears programs. 7Two of these seem

to be particularly crucisl te che program concapt, sexving to justify it

and to "sell" it. The first relates to verifiable shortages of professional

parscnnel in many iwman sarvice fialds. It is assumed, consequently, that

such sh. rtages may be rclieved by job restructuring so that various

guneralist tasks requiring less skill, knowledge and experience may be

abstractod from profassional positions and redesignad as jobs for

paraprofessionals. In a sanse this measure alone is believed tv

contribute to improvemant in agencies' sarvices by adding critically

needed manpower resources and parmitting greater conservation of

professionals' tima and attontion to more spacialized tasks. The second

assumption, however, carries this proposition further. It involves the
ERIC - %0
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balief that the paraprofessional can in fact perform cortain types of
functions better than the professional. This is especially the case whara
the agenciaes' clients are drawn from tha impoverislied sections of tha
population. 1In these instances, paraprofessionals are said to have a better
understanding of clients' needs and behavior patterns and a greater ability
to communicate with and to supply information to neady clients than

middla-class orionted professionals. Thesa capabilities drawn from the

e aforeg swid g dR e

ilfe cxperiances of paraprofessionals should be reflected in more effective

A lits, St

1$Yis,

performance by pavaprofessionals in salected typas of essentia) human

RN LR

sarvice tasks. The corollary of this proposition holds that the para-

Yalba s

profussional is wore dedicated or more closely oriented to the needs of
clients and to the welfare of the local community than the professional
whose dedication to ~lients is divided by his allegiunce to abstract

professional standards, values and associations.

AP EIBLA R P bt B T S B R b e ¢

The issues and argumenta involved here are very xeal and very complex.

b oprn e

Whether and how they are resolved are likely to have a broad and significant

RS STN

ol e M1 B

range of conssquences for the various fields of human services. As an
object of aompirical study the impact 2f new carsers programd® on human
service profesuions may be desi.gned to focus attention on program outcomes
(a) within local agencies and (b) within broadar but rolated agencies.
Studies of local agancies presant a much needed opportunity to test the
assumptions described in the previous paragraph. Studies of rclated
agencies should seek to assess the effects of new careers programs on
broader professional goals, concepts, service methodologies, values, ;

standards, and on eligibility requirements for membership in professional

ERIC
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4s8ociations. Changes in professional education and in types of personnal
Yoecruited into thc profession are also important aspects of this atudy.
There is lastly the matter of relating the changes in thought and action
occurring in these two spheres to each other. It should, for example,
ba determined whether and in what respeste the changes in the parformance
and attitudes of profassionals in local agencies are channeled into and
reflacted in the Policies and practices adopted by professional associations.
Interest also centers on tha extent and the manner in which professional
associations influence or retard changes in local agencies. But resesrch
way reveal that thare really is no effective relationship between the two
at all.

§ Obviously, the character of program outcomes, if any, will vary with

; the field of human sarvica studied, the type and size of the agencias and
a host £ other factors. Here too the design of this study is generally
compatibla with those of the pravious studias discussed, although provision
should be made for intensive data collection among pProfessional associations,
releavant government &gencies, privata foundations and various educational
and training institutions. It is possible, therefore, to graft this study
on to the others or to conduct it indepandently. The decision will be
datermined by anticipated uses of the study's findings, the conceptions of

the research problems involved, and the time and financial resources

available.

In the study of human service professions as in other studies discussed
in this volume, efforts should be made to disentsnzic the influence of new

careers programs from that of the drive for community participation and

T
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III-41
control. In some respacts tha task is more difficult here than elsawhera

because tha locus of concern is not confined to local agencies and com-
munities, and is for that reason less subject to iontrol through research
designs. In many human service ficlds, for example, there is only one
professional association which is likely to be subject to multiple
influences focused around new concepts of commuynity involvement including
the new careers programs. Tc the extant that the association considers
of professionalism, on tha role of professionals and on similax issues,
it may be responding to an integrated configuration of influences rather
than to individual stimuli. Consequently, it s hazardous to assume at
the outset that the specific impacts of the necw careers program per se
can be pieced out of the whole and assessed. The extent and the mamner
in which it should be done can best be determinad by exploratory studics
preliminary to the development of the rasearch design. Regardless of the
methodological difficulties involved, the cffort is worth the cost for

thare 13 much to be learned.

In sum, studies designed to measure and explain the cffects of
new carears programs on human service p.ofessionals should at a minimum
attempt (a) to detarmine the extent to which the programs do in fact
compensate for shortages in professional manpover; (b) to assess the
procusses and products of job restructuring; and (c) to ascertain whether
the poor in contrast with the professional does possess certain inherent
capabilitiaes for relating to needy clients which are reflected in superior
performance in selectad tasks. Some of the specific and intertrelated areas

for investigation within local agoncies should include -
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t Changos in the roles of professionals. Thase changes should

be carefully des:ribed, Particularly in ralation to newly created

roles for new careerists. In this regard, it is of more than passing
intarast to detormine the bases on which tasks and functions are classi-
fiad a8 professional or Paraprofessional. Their thrust or rationala
should be oxplained, though diffarent staff members may nave different
perceptions bf the reasons for change. Comparisons should be drawn

& batween old and new professional tasks and assessments should be made
concerning such questions as the direction of change (e.g., have the jobs
; of professionals been upgraded, downgraded or unaffectec in terms of

knowledge and skill requirements?), the capabilities and roadiness of

PRTEAERL Te

professionals to undertake new roles, the zonsequences for tecruitment,

selection and training, or new professional staff, and the effects on

T I g e

professionals’' salaries and on other personnal policies and Practicas

relatad to professional staff,

THTEL

o e g e

¢ Changes in Concapts of Professionalism. Change in role definition
may be closely ralated to new concepts of professionalism, but not in-
evitably so. Theoretically the latter embraces many elements in addition
to role definition, e.8., aligibility requiremonts (which may include
minimal levels of training and/>r experience, and licensing or other
formal requirements), approved goals, practices, standards or performance
and personal conduct. In reality, however, many human service professions
function with vague or fluid conceptions of Professionalism which varies
greatly from agency to agency and with relatively little control exarcised

by any central professional group or legal authority. This obviously
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presents some compléex problems for rescarch., Neverthaless, it is pos-
sible and essential to describe or characterize aexisting concepts of
profeinsionalism and to determina the extent and direction of change.

For example, it is a ratlier commonplace observation that changes ara
occurring in many human service professaions under the impact of new carears
programs and the drive for community control., IKstablished profassionals
arc accusad of baing daetachad, paternalistic, or of acting as "“colonial
administrators." Dcmands are Leing made that loyalty to professional
principles, objectivity, and dispassionate modes of professional behavior
should be replaced by commitment and responsiveness to local communitias
and their needs, by emotional and behavioral as wall as intellectual
iavolvement with clients, and by advocacy of their interests before tha
establishment. How far these new conceptions of professionalism have
actually taken hold, in which fields, agencies and professions and with
what apparent consequences are proper quastions for ampirical investiga-

tion.

: Attitudes of Profaessionals. The reactions fo professlonals as
a group to changes or to proposals for change in their job definitions
and in their professional orientations, to the new carears program and
to demands for community participation and control are matters of signi-
ficant import. They are likely to have critical consequences not only
for the succees of new curcers programs, but for potential improvements
in human services generally. It is certainly fair to assume that the con-
cepts and activitics relcased by the new carears program as wcll as the

amphasis on local community secrvice have raised vital questions among
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professionals, challengad established principles and produced critical self-

examination among professaionals. Are they responding with feealings of anxiety

or are they hopeful? Do they view new carcerists as 'clients," as their

potantial replacements, as a means of reducing costs and salaxries, or do they

san new carceerists as parthers who can bring a new and needed dimension to
tha sérvice program? Similarly, do they believe that commitment to the
community, to an advacacy role and to the full participation of the com-
munity in agency activities are essential to the improvement of human
services...One would also wish to know whather these attitudes and beliefes
change with time and experiaence, and whether such changes are subject to

ganeral and oxplainable processes and patterns.

¢ Changes in Profecssionul Performance. Analysis of the attitudes,
beliefs and postures of professionals are important for what they can reveal
about their potential behavior. While thesa subjective states are uncertain
pradictions of behavior in combination with other motivational, situational
and cultural considerations, thay have an important bearing on actual job
performance or behavior. Proposed studies in this area should attempt
to identity the various predictors of professional performance. PEmphasis,
howevar, should be focused on the measurements and explanation of change
in the job performance of professionals. It is important, thereforc, to

describe and to rate the performance of professionals before and after the

introduction of a new careers program. Are professionals generally performing

new tasks or devoting more time and attention to certain previously assigned
tasks? Are they now employiag specialized knowledge and skills which they

has little or no opportunity to use in the past? Has performance improved
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in quantitative and qualitative terms? Ox, has absenteceism, tardinaess,
turn-over and other indicators of pcor morale increased?...A second arca

of critical concern involves a comparison between professionals and new
careerists in respect to tasks previously assigned to professionals but which
are now performed by new carecrists. These are likely to be generalist
tasks for which training is relatively simple, e.g., recruitment and intaka.
Comparisons of the quantitative and qualitative performance of new careerists
will have to proceed in relation to what is found in each agency. However,
efforts should be made to compare the performance of new carecrists in a
ranse of tasks with that of professionals classified by educational
attainment and years of experience. Probably the greatest intevszst centers
on comparisons between new carearists and young, middle-class, bachelor's
degree individuals who are newly hired for their first so=called profas-
sional pn~sition. There are 1ﬁdications that in some agencies the two

are often assigned to similar functions, which when coupled with disparities
in salary help to create dissatisfaction among the new careerists. Their
Job strengths and weakncsses and the outcomes of their performance for
client services should alsc ire probed...The formal and informal relation-
ships between professionals and new careerists are of profound and apparent
concaern to program administrators. As may be expected ceports of the
character of these interactions vary from the supportive to the hostile
bordering on sabotage «f the program. Relationships between the groups,
particularly those which are antagonistic, are said to be entangled with
racial and class differences. There is a need consequently to describe

the nature of the relationships between new carcerists and professiorals

in formal and informal settings and to identify the influences which make
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for positive and negative interactions between the two groups.

Anticipated variations in the roleg of proicssionals, in their concepts
of professionalism, attitudes and performance and in the policies and
Practices of professional associations, institutions of higher education
and similar organizations can be explained by a number of commonly used
factors including field of service, type.and size of agancy. Howaver,
there is considerable interest in the differences among agencies which
provide professionals with Opportunities zor upward mobility through in-
scrvice training programs, support for graduate or advanced training and
similar measures. The interesting nevertheless. Another factor which
many believe is also significant in explaining agency variations is the
absence or presence of outreach functions; for example, in schools or
correctional institutions in contrast to neighborhood and community saervice
centers. It is implicitly assumed that outreach functions tend to siress
the role of new careerists, to make them more central and viable and,
consequently, to have greater impact on all aspects of professional

activities.

The major studies recommended in this volume are closely inter-
related, creating the possibility of telescoping significant aspects of
each into a single resecarch design. While this has the advantage of breadth
of coverage, it presents the disadvantages of shallowness and diffusion
of effort. The overriding importance of evaluative studies argues
forcefully against designs which sacrifice depth of findings in order to

obtain inflated scope of effort.
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Two of the studies in particular descrve high priority. First,
the logic of the new carcers program requires evaluation of the program's
impact on client services. In the final analysis the program will jus tify
itself primarily on the basis or, utlimately, it will be discarded. This
appears to be recognized by program planners and operators. Thus, their
insistence upon the need for widespread institutional changa, and, in many
respects, upon the establishment of maximum opportunity for upward
occupational mobility for new caraserists can be undarstood as essential

conditions for the achievement of improved servicas.

Second, evaluation of the impact of hew careers programe on the
occupational status of its participants, particularly those who are poor,
i8s also critically important. For many obsarvers, the program's manpower
and anti-poverty goals are paramount. Ih iny-event,:current affofta to
extend the program into various Public service arcas stross its potential

contribution to the employment of the poor and to improvement in searvice.

Throughout this volume, institutional cudnge has been treated largely
as instrumental for the attainment of the employment and service objectives
of the new careers program. In many ways, the program's impact on the
structure, values and norms of human service professions may also be
regarded as instrumental. It is very likely that research designs which
seek to evaluate the program's impact on employment of the poor and on
agencies' services will incorporate analyses of institutional and
professional change as intermediate Program objectives. However, support
is needed for independent studies of how and under what conditions new

careers programs chieve these intermediate program objectives. The
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findings of such studiea would do much te enhance the effectivanass of

the program's plaaning and operational activitied.
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The Fiald of Education

The field of education as Employer of Paraprofessional Workers
reprasents many similar and different experiencas in comparison with workaerw
in other human service fields. There are actually three basic types of
paraprofeasionals within elementary and junior high schools, although
currently they are not all involved in "ralcased time" educational programs,
leading to careexr ladder molility. This study deals mainly with those
pargprofessionals involved in instructional tasks within tha classroom
e. 8. educational aldes assistants and associates. A sacond type of
paraprofessional with which we had loss involvement are those new positions
such as community aides serving in experimencal programs. Only peripheral
treatment is given the thixrd type of paraprofessional - those employed in

traditionally dead-end school joba, such as cafeteria aides, etc.

This chapter will briafly cite areas where research efforts may be
applied to planning and operation activities of New Careers educational
projects to suit the needs of the trainees, children, perents, teachers,

administrators, the school and the community.

It begins with identification of research which should be applied to
Plannirg for the use of the paraprofessionals within the schools, proceads
to & discussion concernad with designing the operation of a project focused
upon the public schools and concludes with an analysis of problems of assessing
the impact of tha paraprofessionals within the school system upon various
factors affected. New careers research questions as framed within this
chapter will therefore genarally follow the orientation of the first three
volumes. However, within this chapter only specific issues which are

crucial to public schools will be highlighted. The attention given to these

Q . ‘- "“2
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{ssucs does not negate that veseavch undextakings rocommended within the
broader context of human servicaes are not equally valuable when education

is the usger agency.

Astivities associated with increased employment of paraprofessionals
in public schouls are proceeding simultaneously with other important
educational trends some of which proclaim similar goals. Clearly para-
professional developments are taking place within a changing educational
system, while representing one of the significant iustrumentalitics ol

change.

Developments published in newspapers, professional journals and
newslaetters conter upon three trends - all of which have implications

for the design and implementation of paraproiessional programs.
These trends are:

- the increasing use of machanicrl techniquas for teaching such as
closed-circuit television channels, programmed teaching machines
and programmad taxt;

- the pressure toward public school dcocgregation;

- the trend toward community participation in the program and policy
of public schools

Presently, progress in desegregation is proccading slowly, and,

by and laxga, tho schools which are involvued in this movement are not
likely to try new approaches to education in the near future. The issue
of desagregrtion will therefore be omittod from this discussion. The

firot and the third trends, howaver, must be includad as a basis for

rescarch suggastions to aid the implementation of the new careers concept

. eRJ
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since they have direct implications for the selection and recruitment of
the parvaprofessionals, their use within the school system, their intev-
action with professionals, pupils and community, the types of carear
ladders developed and the direction and types of uneedad change. A para-
professional training program within any school in which either of these
trends is evidenced must emphasize the preparation of the paraprofessionals
(ac wall as the profecssionals) to decal edequately with the emerging

aituation.

One of the principal target arecas for exploration into the effeacts
of community involvement upon paraprofessional programs is New York City,
particularly the district surrounding IS 201 in Harlem and the exveri-

mental achool discrict in Brocklyn.

Althovgh existing community control practices in New Yoxk City
cannot be conr.dered typical of the country, it would be a serious
error to undertake any research on paraprofessionals within public schools
and neglect these axcas. Further, tha political influences upon the new
catecrs program in these areas may bc vory diffaerent than in othar
schools districts, and the vamifications of which may be quite ralevant
to tha development of the concept. That a series of analytic studies
on these experimental districts should be set up is the least that can be

recommended.

The typical objectives of New Careers Program in education include
changing the role of the professional teacher to allow her to act at top-

most capacity alleviating the shortages of professionally licensed
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teachers and increasing the learning of studonts.

Current Status of Paraprofessional Programs

I'n order to establish career mobility ladders for paraprofessionals
within public educational institutions the current status of the program
should first be reviewed. Therefore, one of the first rescarch tasks to
be undertaken 18 a descriptive survey of the roles that paraprofessional

are currently performing within public schools.

The paraprofessional program within public schools has thus far been
deacribed or evaluated as it appears in specific experimental situations.
The program in Minneapolis, Minnesota is an example of such an ovar-
reported case. However, there is no data indicating that this is by
any means a typical case. In fact, because of the amount of publicity
given to it the chances arc that it is quite extraordinary. It is
important for future program implementation that more representative
situations be included in any kind of descriptive analysis in order to
provide a broadar-based understanding of programmatic accomplishments
arnd problems. 1In such ctudies, the research designs should provide for
a diversity of social settings, size and type of paraprofessional woxk

force.

Although it is a relatively simple mattur to obtain a listing of
faderally funded educational paraprofessional programs such a list would
eliminatc a wide range of programs which may not be career oriented but

have a potantial in that direction.

A random sample of schools should be salected throughout the country,

. RRS5
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ensuring that all geographic areas are coverad and that both rural and
urban areas are included. Brief questionnaires should be sent to
superintendants of school districts for purposes of complling a descriptive

account of the status of the program within public schools.

The questionnaires should seek reasonably objective data pertaining
primarily to characteristics of paraprofessional staff deployment.
Educational services providad by the paraprofcssionals should be
described by the school administrators. Inquiries shuuld also be directad

to the following items:

Numbers of paraprofessionals employed

The number of hours worked--per day/per waeck

Hourly pay

e

"" Ratio of paraprofessionals to pupils/teachers

Deployment patterns

Types of training provided--by whom?

L X

Titles given the paraprofessionals, job descriptions, etc.

At present, this type of survey will give specifics on the current
status of the movement toward use of paraprofessionals in the school

system,

Responses from school administrators will serve useful rescarch
purpose besides pure description. Once a naticnal picture of the program
is obtained it will aid cfforts toward solving programmatic problems.
Hypotheses can be formulated about predicted changes in the general

and local pictures. This information may also be fad into a data bank
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to aid in sowple selection for specific experimental studies on which to
base conclusions rvegarding optimal patterns of utilization for particular

situations.

One of the reasons why aides who are to work within school systems araq
"creamed' is that the jobs they are to perform are more closely related
to academic skills than arc some other types of paraprofessional
occupations. A survey of education aides working within the public
schools can be instructive in documenting exactly who is working within
schools and in assessing the relative cffectivencss of different
classifications of aides. This same survey can telate'to the two other

racruitment problems.

The modern approach to education hypothesizes the need for role

models within a classroom with which the pupils can identify. The ccher
tWwo groups that are aspecially sought after in lino with this role model
theory, are malds and Spanishespeaking adults, Thus, we have three sub-
populations among the poor that are "creamed" for aducational programs.

The problem addressed in this section is not "how to recruit such persons"
but whather the premises that they are necessary are valid. Therefore,

it is suggested that an assessment be made of the relative effectivepess
of ‘teacher aides meeting these three criferin as opposed to others who

do not should be undertaken.

Towards this end the employment applications for teacher aide positions
should serva as source for background classification of the para-

professionals, and for comparing the characteristics and qualifications

(,, "‘_'.'.,
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of applicants who were selected with those who were rejected. This should
illuminate somewhat the question of "creaming" or differential selection.
Although measurement of the cffects job performance is difficult, some of
the measures that cau bo used to rate performance of paraprofessional
aides are prescited below:

+++ The subjective impressions on the one hand by the teachers about
the uses made of the paraprofessionals and their capabilities
for fulfilling responsibilities.

«++ The subjective impressions of parents about the reactions of
their children to the additional person in the classroom, whether
or not they comment upon the fact that the person is male,
Spanish-speaking, etc.

v++ Observations of the classroom behavior of tho pupils in terms
of interest, participation, behavior, etc.

In each of the following sections the problems peculiar to the
development of career ladders for paraprofessionals in the field of
education will be described and general recommendations for researc’s
suggested. Theraafter the chapter will proceed to consider problems of
recruitment and selection, then to problems of training (including

professional training), and finally to program organization and para-

professional utilization and measurement of impact.

Career Ladders

In the establishment of career mobility ladders within a school
system, there are two types of possible developments. The first concerns
ladders dealing with the hieracrchy of instructional functions within the
classroom and the sccond with other paraprofessional roles. In regard to

the former although role definitions have not always been implemented
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they are formulated. As to the latter there are no prescribed channels

for vertical or lateral mobiligy.

Most of the aldes now performing in mobility programs are tiose employed
within the classroom structure. There is8 a need to apply analytical
skills to creating career ladders for other school positions: For school
outreach workers and for assistants who are currently employed in

cafeterias, libraries, etc.

A survey of school staffing patterns should determine; (1) the current
opportunities available and known to these aides; (2) what tasks are
performed by the professionals in these roles; (3) what innovative and

needed services may be built into a ladder.

Reacruitment and Selection

A number of recruitment and selection problems arise pertaining to
the paraprofessional program in the school system which have implications
for expanded program operation. The first is a general criticism which
as been leveled against most new careers programs but which is acutest
when discussing the educational program. This is the problem of 'creaming"
or selecting the most educated and/or most socially acceptable applicants

according to ''middle-class' standards.

... Scores of whatever tests are usually given in these grades.
The findings in this study should reflect analysis of the overall impact
of the activities of paraprofessionals in terms of the past academic
attainment of the paraprofessional, past employment history, the sex of

the paraprofessional, and primary language and ethnicity (in respect to

o . ‘ ;3;35)
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that of the pupils)., If the findings show that spoecific types of para-
profession.is are especially effective, recruitment efforts should be

geared accordingly.

Training

As may be anticipated fxom the nature of the classroom as a work site,
particular training problems are presented in the preparation of
educational paraprofessionals that may not be present in other human
service fialds. The problem which was cited Ly many of our informants
dealt with the powers of the master teacher either not to provide
paraprofessionals with the opportunities to utilize the skills taught

in training, or to give them too much responsibility.

Experimentation with joint training of teachers and aides should
be undertaken to demonstrate whether or not il will foster a more
consistent use of aides within the classroom. Again we have three
alternative training patterns whose effects should be compared. First,
training should be given to paraprofessionals with minimal preparation
of the professional staff either by project personnel or school principals.
In the second design both new careers participants and their teachers
should be engaged in training experiences but separately. The third
model would hold regularly schaduled joint training with all members of
the teaching team participating. After the training cycle interviews
should be held with professional and paraprofessional staff to assess

their working relationships and training experiences.

: How well did they work in the classroom?

. @30
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How well were they able to use skills taught in training?
: Did they feel that the teacher (teacher aide) supported their
efforts?
Did they feel that there were times they were inhibited or
restrained by the other member of the team?
How would they assess their training?

What are theilr recommandations for the next training cycle?

Analysis of these responses in terms of the different training
designs will facilitate an assessment of the relative merits of joint

versus separate training.

In addition to the interviews, the study design should include
observation periods during the training sessions. The majoxr purpose
of the observations would be to determine the extent to which particpation
is as fruitful for both groups (para-and professional) depending upon the

type of training to which they are exposed.

Some of the respondents we interviewed in the course of this study
cited as a basic hindrance in the growth of paraprofessional teaching
programs the lack of relevance of professional training currently
available to teachers. The gist of this argument stated that even if
teachers were willing to perform in supervisory team roles or as

diagnosticians they are not prepared.

The use of non-professionals in public schools necessitates not only
training curriculum for the non-professional but for the professional

as well.

231.
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The teacher must be prepared through his education for his projected

future role.

What changes are needed in present professional curriculums to enable
teachers to assume this role? A survay of graduate schools of education

and undergraduate colleges awarding degrees in education should be initilated.

Surveys should request bulletins and curriculum outlines from these

institutions and thase should be analyzed.

Teacher preparation courses dealing with utilization of paraprofessionals

should be analyzed.

Consultations between New Careers operators and teaching institutions

would be helnful in determining types of new courses that are needed.

A study of this sort, will show wherc serious deficits in professional
aducational curriculum are and will pinpoint the need for awarding grante

for curriculum development purposes.

ytilization

This saction raises the issue of utilization only as it pertains to
optimal d ployment pattcrns for effective and efficient use of para~
professionals which enable them and professional to function at highest
capacity. Many of the persons with whom we spoke had fairly fixed ideas
of what they expected the aide or assistant to be doing, but suggested
that there is a lack of information as to the ideal number and roles of
adults per classroom which would facilitate this performance. An important

question in this respect includes the optimal ratio of education aides to
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tcachers, The cooperation of a school principal would allow for controlled

testing of different Jdeployment patterns.

Schools should be divided acco~ding to grades and different composition
patterus are: one paraprofessional per tecacher and one paraprofessional to
two teachers in two classrooms working onc-half day with ecach. Theae
should be used plus innovations in deployment such as a floating team of
specialists, 1.c. a recading supexvisor and ona or two paraprofessionals

visiting classes at assigned times v work with reading problems.

Impact

Demonstration of the use of paraprofcssionals within the public schools
wi.l theoretically produce various effects upon the paraprofessionals,
upon the children with whom they are working, upon the tecachers' role,
upon the parents, and upon the school as an institution both in terms of
more parental involvement and closer ties with the community and in

restructuring of the education bureacracy.

Employment of aides or assistants within the classroom, as discussed
by new carears ideologists, will relieve the caertified teachar of many
activities including clerical and disciplinary tasks which reduce her
offectiveness and will thus free her to give maximum attention to master

teaching and diagnostic roles.

Although this is a major premise upon which the new careers program
was originated it remains to be documented whether in fact the role of
a teacher does change duc to a paraprofessional's presence. Research

cfforts should be dovoted to defining objectively the manner in which
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tis rolo of the teacher changes in temms of new activitioes performed, ou
difforaont utilization of time among traditional setivities. The effects
which role changes, if in fact they occur, may have upon the teacher are
also crucial. If the role changes, we must explore the subjective meaning
this change has for the teacher - Is she "happier" performing at this level?
Is her effectivencess as a teacher increased! Is she professionally

prepared for her new role?

Teacher performance should be observed within a sample of classrooms
sclected in comparable arcas according to pupil characteristiecs. The
semple of classecs sclected should be matched according to these
characteristics and grades and it should be divided between classes in which
there are no paraprofessionals present and c.asses where there is full-time
paraprofaessional, or classes where the same tcacher is present but with

an aide for only a day.

As the design suggests it would be acceptable to use the time periods

when the aide is and is not present as szparate cases.

The ideal situation for this compavrison employs the performance
of the same teacher with and without paraprnfessional assistance to control

for personal variables.

Among the factors to be compared between time intervals when an aide
is and is not present should include subjective indicators such as

qualities of interaction as well as objective indicators.

The basic tool should be observation of:
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(a) Non-professional tasks performed; interaction with teacher,
pupils, administrators, parents - type of activity, amount
of time spent.

(b) Professional activities -~ time intorval description of activitics.

(c) Differences in amounts of time tea.iiers spent performing
different tasks: imnstruction to group, eatc.

A study of this kind may be combined with an attitudinal study of

the values that the teachers place upon the work of the paraprofessionals

and with inquiries into the bases of their professional pride.

The subjective recactions of the teachers and school admiunistrators
to the aides and assistants ia a very important determinant of whether
or not the program can function adequately. An intorview survey with a
sample of teachers chosen randomly from various school districts throughout
the nation should address itself to administrators' and teachers'
attitudes toward the use of paraprofessional aides and assistants within
classrooms and the specific perspectives they have of the concept of new

careers in public education.

A brief summary of the findings of a study done by Daniel Yankelovich,

Inc. in 1966 entitled A Study of the Non-professional in the C.A.P,. stated

that

"They found the majority of professionals working hard to make the
program a success. On thc negative side they conclude that some
professionals were not willing to delcgate meaningful roles to the
non-professional.'"

*Greenberg, Barry, Review of Litcraturc Relating to the Use of N~n~professionals
in Education (From 1942 to 1967), for New Carecrs Development Center, Now
York Univevrsity, 1967, p. 1l4.
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Such a survey would solicit the opinions and experiences of professionals
re;

Thelr interpretation of what a worth-while role for the non-
professional should be.

:  The tasks that they feel the tecachar shceuld not be performing.

. The ideal function they think that the teacher should have in the
classroom.

: Tha likelihood that the neow carcewvs program will be a sipgnificant
force in the education of pupils.

: A listing of the benefits and disadvantages rcsulting from use
of aides.

The manner in which their professional cducation and past
experience did or did not preparc them for sharing their
responsibilities with aides.

There is one further dynamic which should be ¢xplored in assessing
teacher's attitudes toward paraprofessionals. This was raised by
sidney "ine in g.publication concerning job analysis for new careers. It
concerns the obs.rvation that many professionals cannot, nor do they desire
to, perform consistently at utmost level of skill but require intervals
during the day when they can perform less demanding duties. Whether
teachers feel this need is noteworthy and may explain somne strains which

may occur as a result of the constant presence of paraprofessionals.

Aldes arc also supposed to serve in the public school system as
"bridges'" between the disadvantaged work of pupil and parent and the school.
The bridge must function as an interprecive link between teacher, pupil,
and parent. Auxiliary personnel are cxpected to assigét teachers to relate

to the community in the following ways:
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"Auxiliaries can help parvents and community residents articulate

their needs and interasts,
"Auxiliaries can interpret school programs and goals to the community,
"Auxiliaries can help improve education and make it more relevant to

the needs of the students in the district as they perform cach assignment.''®

A further nced for analysis of the roles of the educational para-
professionals concerns what shall here be referred to as the '"bridging'

role.

Aides, within the classroom, scrve as a bridge to the extent that they
can successfully interpret aspects of a pupil's hehaviox, to a teacher to
allow that teacher to better understand and more cffectively deal with

the behavior of the pupil.

Both teacher and aide play a part in facilitating the aide in
successfully fulfilling this vole,” for even if the paraprofessional is

capable of interpretation the tcacher may not be willing to listen.

The assistant may even run the risk of further alienating an already
iisecuic teacher by pushing his interpretive functions to the extent that
the teacher will feel he is butting in. Studies should be performed to

analyze the bridging function. Is it happening? How?

The bridging role may also be affirmed by quantitative mecasurement.

Samples of parents of children from comparable socio-cconomic and ethnic

*A New Careers Guide for Trainers of Education, Auxiliaries, New Carcers
Training Laboratory, New York University, School of Education, New York 1968.
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communitics who are attending schools in which aides are and are not employed
should be interviewed about their participation in the school lives of

their children:

What is the extent of their knowledge about the school? In what ways
does the low income parent participate in school activities, i.c. P.T.A,
meetings, spocial committee meetings, individual visits to teachers and
other volunteer activities? Has the frequency and types of parents-school
contacts changad? To what do parxents attribute the rcasons for changes
in their involvement in school affairs? In wkit ways do they feel that
their child will or will not benefit from incrcased family involvement in
school affairs? The results of such intcrviews will demonstrate the role
that the non-professional plays in bringing the school closer to the

community and the community closer to the school.

Even if identification between pupil and aide is shown to have
beneficlal effects there still remains the difficult question of relating
the program to the cognitive development of pupils. Reports of the cffects
of new carcers educational programs produced thus far suggest favorable
results in many areas of pupil performance but it has been too early to
be definitive about lcarning achievement. However, cefforts should be
started to isolate cxperimental and control groups of third grade
students, to whom uniform achicvement tests arc administered. It should
be possible by matching test scores to divide the students into treatment
and control groups, keeping socio-economic characteristics and ethnicity
constant. Half of the students should be put into classes which do not

utilize paraprofessionals and the other half in classes which do. This
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division should be maintained for the purpose of intensive study thyrough

the sixth grade.

Advocates of new careers programs in education insist that the use of
teaching aides is cconomical. DPrototypes have been developed citing the
financial benefits of the program, but, thus far, definitive cost analysis

studies have not been undertaken.

In preparing for future growth of the paraprofessional programs in
public schools cost-benefit studies should be performed on the relative
costs to a school system of utilizing auu training teaching aides and
assistants compared with hiring more certified teachers or utilizing

other means of instruction.

Inclue! - within a study of this nature should be training costs as
well as salary cxpenses. The study should be mounted in schools which
employ paraprofessionals in varying capacities and not merely at entry
level. Technological advances in the teaching ficld in the last few

years should also be included in an economic study.

In a study of this kind data collection and analysis should include
the qualitative achievements of paraprofessional workers so that monetary
savings or expenditurcs by the school do not serve as the single rationale

for determining whether to utilize, expand or modify the program.

Lastly, a necessary aspect of the proposad resecarch program includes
a survey of the resistances of profeusional drganizations to paraprofessional

programs. 'A concern of teachers is how much of a graduated scale can we

o . 23&”9




v -« 19

have for auxiliaries when many teachers with college degrees are making
$5,000.00 to $5,500.00 a year? In Eastern Kentucky, the paraprofessional
program would probably be dropped ilmmediately if the teacher-aides
organized a union, or if they attempted to form a separate organization

for themselves. '

*Dady, Milan B., A Report in the Training of Teacher-Aides in Eastcrn
Kentucky, undated, p. 3.
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Vocaticnal Secondary Education

A '"new carcers'" view of vocational aducation sees it as a system of
aducational institutions articulating with each other so that a studeut
may begin his training toward human services occupation at any stage in
his scholastic career and continue upward for more highly advanced training.
The option must also be open for any student who elaects to 'drop out" of
school in order to work to re-enroll in school at various points along

the continuum and not be penalized,

New Carcers programs have largely relied upon the community-junior
colleges to provide the major educational preparation for their participants.
However, many of the persons with whom we conferred during our field

studies pointed to vocational and liberal arts sccondary schools, as

logical, future areas in which training for paraprofessional human service

carcars will become important.

The carlier clementary grades were also suggested as targets in which
to establish human service orientations but this prediction is altogether

too far-ranged to be seriously censidered in this report.

This chapter will address a series of research undertakings directed
at the high school level which are designed to provide answers to various
questions which must be confronted prior to the funding of new curricula

within these institutious.

The chapter on community college may be considered somewhat parallel
to this chapter, although the former secks to enhance current cfforts

while the latter is concerned with launching new programs.
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A fivst research pricrity is, thexefore, an examination of the current

status of human service occupational preparation in the high schools.

Current Status of Program

The current emphasis upon academic institutions to be come "relevant
to the needs of the residents of t 2ir communities and to the needs of the
labor mai..et has produced some innovative human service -urriculums
within schools of secondary education, particularly ir tlie area of training

of medical technicians and nurses.

I1f effective new curricula are to be developed, it is profitable to
begin with an analysis of the steps which have already been taken by
secondary schools to establish their present human service curricula. A survey
of secondary schools, both public and private, should be made to collect
available curriculum materials and assessment; data. ' Although ‘the survey will
primarily: relate to those programs which are specifically geared to the
human service fields; work-study arrangements for other occupations may also

provide valuable insights.

The data which should be gathered include: the range of curricula
offered within secondary schools, the careers to which occupational preparatory
courses are geared, the bases upon which these courses were selected, the
occupational and labor market information used, the instructional methods
employed, and the location of instruction (is training towards these careers

conducted within a classroom, laboratory or at an actual job site).

In addition, survey questions should relate to the characteristics of

stldents enrolled, including their socio-economic status, educational
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aptitude and attainment, employment histories, occupational interests, and

personal data, i.e. age, sex, ethnicity, etc, Lastly, researchers should

attempt to assess the impact of the programs upon the occupational
futures of the students. This may be accomplished by ascertaining the
ratio of number of students enrolled to dropouts, grades, Piacements,
subsequent employment and educational advancecment of those completing
courses. Requests should be made for any evaluation reports the

institutigns have written.

Assessing Demand for Human Service Curricula

Education planners sometimes decide upon new careers and courses to
be taught without considering the extent of their labor market and student
d2mand. In the present instance, the developmant of human service,
paraprofessional curricula in secondary schools must consider three
questions: (1) Are employing agencies willing to hire youth to £ill
Paraprofessional nusitions (even if there is a need for manpower in these
fields)? (2) Are there sufficient numbers of youth who are considering
discontinuing full-time schooling who express interest in entering these
caireers? and (3) Will the community colleges which arc also training
for these occupations later accept these youth and be able to provide them

with more advanced training?

As a first step, therefore, planners must assess the potential for
employment existing among agencies utilizing Paraprofessionals as human
Service workers. Several factors are of importance: which human service
fields are currently hiring youth (under 22 years of age)? What are the

capacities in which they are being hired? What skills are required? What
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are theix opportunitiecs for advancement?

There may well be ficlds, such as recreation, which do hire substantial
numbers of young persons. Asscasment of these ficlds will show the oxtent
of existing manpower gaps, what additional scrvices way be provided if
gaps ave filled, and the amount and type of training required. Such
information will be applicable to the formation of a scecondary education
curriculum, as well as enabling identification of agencies which may

be willing to work out cooperative educational arrangements.

But research on available employment opportunitics for youth enrolled
in or graduating from secondary schools should not be limited to thosc
agencies or fields which currently empioy youths. A collection of
qualifications and hiring criteria employed by other fields should be
analyzed to determine whether or under what conditions youth would
qualify. Some agencies cmploying paraprofessionals clearly specify that
the applicant must be "mature' or have children of (his) or her own,
or stipulate other requirements which disqualify young persons. Expect
for pilot or demonstration programs, sccondary schools should turn their
attention to other ficlds. If there are fields which are experiencing
Severe manpower shortages and are having difficulties finding adults to
£ill vacant slots, a sccondary school (s) may be able to demonstrate the
cffectiveness of youth in these positions. Demonstrations of this nature
should be undertokeun both as a new curriculum area for.gecondary educaation,

and as an cxperiment in changing rigid employment qualifications.

This survey should be accompanied by an assessment of the attitudes
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of a sample of employers to hiring high school youth, Variations in the
attitudes of cmployers toward hiring youth should be analyzed by ficld

and type of agency, reasons for different opinions and past experiences,
Complementary investigation should be undertaken of the attitudes of youth
toward particular occupations and thoir willingness and intorest in
participating in a coursc of study leading to a paraprofessional position

within that occupation.

Thougu youths may reveal little interest in such paraprofessional
occupations, our respondents leaned heavily toward the opinion that {t
is market demand which should be more influential in the final decision

to take the initial steps toward a new course of human service preparation.

Research into the third area to be assessed before deciding on the
"market" for human service directed curriculum in a secondary school level
relates to the articulation between the secondary school and other
cducational institutions. It must be borne in mind that any new careers
oriented curriculum must provide for upvard mobility through opportunities

for advanced education.

A final item which should be assessed before introducing a human
service curriculum on a secondary school level, will be the receptivity
of institutions of higher education toward the acceptance of students
completing the curriculum. The capabilities of junior colleges to build
upon such a curriculum, to add increased knowledge to that already studied

by the students, should also be probed.

Studies designed to aid the secondary school in establishing new
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curricula must deal with the how of developing and instituting curricula
once the desirability of doing so haa been empiricaily established. Among
the hows to be investigated arce: What should the curriculum coatent include?
Winat should be the method of instruction? How long should the course of
study last? What should be the sequencing of courses? What physical

setting should be used? What materials should be used? What should be

tht.e admissions requirements? What type of faculty is needed?

Several issues concerning curriculum building were discussed in the
chapter on junior and community colleges contained in Volume III. The
rescarch designs needed to answer many of the questions cited above will
not differ in any essential respects when applied to cue or the other
educational institution. Therefore, only several of these questions,
selected on the basis of particular relevancy to secondary schools, will
be included in this chapter. These issues are: Curriculum Content,

Curriculum Methods, Physical lLocation of Traiuing, and Student Characteristics.

a) Curriculum Content

Although the chapter on community colleges has dealt with these

issues, they merit repitition.

The first step must be an assessment cf what new service delivery
roles within specific occupations are emerging due to or concommitant
with the emphasis within New Careers theory on institutional change. The
skills and knowledge needed in order to perform related roles must be
incorporated within the curriculum. Therc are two possibilities for

research endeavors aimed at these new service roles. Where there are
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on-going projects utilizing such new roles, systamatic job analysis of the
working perxicrmance of these services will uncover the skills and attitudinal
dimensions involved wiich may then be incorporated into the curriculum. On
the other hand, the positions may exist nct in fact but in theory. 1In this
case, it is necessary to create models of the desired occupational position,
test the models and then apply the results of the acceptably tested model

to the process of curriculum building.

Junior college faculty working within thaesc ficlds may serve as valuable
informants ~*»sut which particular occupations should be included in a study

to assess new service roles for youth.

Perhaps it is redundant to stress these points since they have been

emphasized throughout the report.
b) Curriculum Mcthaods

Research should attempt to assess methods employed in past and present
human service programs. To build a base of knowledge for decision-making
Purposes, inquiries should also be directed to secondary schools in Western
Europe, to community-based training Programs, and to experimental applications

of new teaching methods.

In the area of occupationally linked secondary school education it is
extremely valuable to broaden our Perspectives beyond the United States.
Research focused upon countries where secondary education is more directly
involved with occupational preparation than in the United States, or where

going to vocational schools is more directly linked to employment, will
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uncover new areas for curriculum development, new instructional methods, and
additional source material which wmay be used as a basis for creation of now

curricula.

Currently, indigenous community action groups are cngaged in the process
of training young persons for work in community scrvice occupations.
Unfortuantely, knowledge of those efforts and their results receive little
dissemination. 1In most instances the agencies do not communicate outside
their particular communities. Since newly developed curricula in secondary
schools will be applied to the same populations as these programs, cfforts

should be made to locate and evaluate them.

By building upon curriculum which has been developed in these two .areas,
European secondary schools and community develop training programs, the
secondary school may have a basis upon which to create effective curriculum

content and methods.

Educational theorists have recently advanced many ideas which have direct
application to the issue at hand. Predominantly investigations have been
addressed to new types of courses that could be introduced into academic
institutions to replace more standardized subjects of the past. Another
area which warrants research attention is the application of machine methods

which have been only minimally demonstrated in social service fields.

Consider for cxample the substitution of Communication Skills for Basic
English. Such courses, it is hypothesized, will more directly link aspects
of class work with aspects of employment. They are considered valuable

addityons to a curriculum, both because they will maximize the impact of
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in=school teaching upon job performance and because they will increase the
relevance of school to the daily lives of the students. It is proposad that
schools be encouraged by grant awards to write and test such syllabi. Testing
should include demonstrations of impact upon job performance and increased
interest on the part of students. Such demoustrations should be carefully
documented and the results as well as all materials developed and distributed.
As in other training components of new carecers, much of the problem lies in
the lack of dissemination and the dearth of written materials including

curriculum outlines, evaluative tests and text materials.

Content analysis of recent educational journals will uncover many more
recommended substitutions. Audio-visual techniques, programmed instructions,
closed circuit television and many additional experimental techniques have
been introduced into the curriculums of secondary vocational schools. How-
ever, the applications of these devices have not been demonstrated on a
sufficiently wide or scientifically controlled scale, particularly among
the populations with whom new carecers is concerned with at,the level of the
secondary schools. The core aspects generic to human dirvacted occupations have

not been related to racent pedagogic achievement.

c) Location

A new careers approach in secondary schools will maintain the basic
design of a mix of classroom-field activities. As in junior colleges, it
is visualized that youth preparing for human service occupations within
secondary schools will be working in field placements and that training

stipends will be provided.
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On the one hand, the secondary school provides an ideal atmosphere for
this because, with the exception of specialized schools, they arve largaly
neighborbvod based. Thus, the community service role of new careers is

extremely applicable to secondary education.

On the other hand, the model work-study mix may not be applicable here.
In such a design, skill Preparation would be conducted in the school while
practice would occur in the field. However, high schuols are unlikely
either to afford the pPersonnel to teach all occupational skills or the
necessary cquipment. Especially in fields such as public health, the amount
and quality of equipmant required for ukill preparation may be prohibitive
for high schools. In such cases it might be more appropriate to bring the
students to the user agency for all skill training. Carefully devised and
evaluated denonstrations i. various fields of different wo rk-study mixes
will provide answers about the relative effectiveness of alternative types

of designs.

d) Studen Charactoristics

Another aspect of new carcers educational design which is more pecularily

a scecondary school problem emerges from the ages of the students.

The factor of age is important, not only in terms of the utilization
of these persons in human service carecers but because for the majority of
these students this will be their first meaningful encounter with the world
of work other than casual employment. Thus, appropriate work-related attitudes

and behaviors may be totally new to this population.
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As a first step, it would be wise to interview a sample of students to
learn what their expectations of the world of work ave--expectations both
in terus of what they anticipate from the objective work situation and what
they think their subjective reactions, both positiva and negative will be.
These respouses should be analyzed for factors to be included in a preparatory

work curriculum.

In addition, discussion of items for inclusion in this type of work
orientation should La conducted with persons practicing in human service
fieclds as personncl managers and supervisors in social service agencies.
Since high schools have had more experience in training low income pupils
than have community colleges, this variable need not be included in studies

of student characteristics.

<O




IV - 31

Communi ty Colleges

To become a reality, subprofessional occupations and careers ra-
quire the acceptance and legitimization of educational institutions,
By recognizing the societal need for new occupational roles and by
providing the necessary training the educational system 18 furthering
the institutionalization of new careers. "In our gociety it is the
educational institutions that provide the necessary passports that

permit horizontal as well as vertical mobi.lit:y.""f

The community college has become a major force in the provision of
occupational training and education for new careers, and is looked upon
by many planners and educators as the educational institution most
suited to provide the resources necessary to implement the program's
educational componant, The following recasons are advanced to support
this point of view.

The establishment of community junior colleges has been regarded

by many as the most obvious effort toward democratizing higher

education in the United States.... The community junior college
is an "open door" institution, Various leaders in the field

have stated the basic concept of admissions as follows: Some

colleges will set certain selective standards for admission and

ret.ntion of students, but community colleges will keep their
doors open to any person, youth or adult, who can profit by what
the college can offer, and the colleges will strive to offer

wvhat the people can profit by, **

Occupational education, a major function of the community college,

corresponds with the job related training neceds of new careers, The

two year Associate of Arts Degree, granted by community colleges, is

* A Plan for Resolving the Manpower Issue, National Association of
Social Workers News, Vol 14 No. 2, February 1969, p, 38,

Wt John E. Roueche, Salvage, Redirection or Custody? Remedial
Education in _the Community College, Etic Clearinghouse for Jr. College
Info,, 1968 Pages 1.6,
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a basic step on most carcer ladders and a requirement for career

advancement,

The accessibility of community colleges to disadvantaged popula-
tions and their recent, rather remarkable proliferation make them a
particularly available and useful resource for New Careers Programs,

Feldstein states:

The two~year college, granting associate degrees is the fastest
groving educational institution in the United States, There are
some 950 community and/or junior colleges with some in every
state, and new ones are opening at the rate of one each week.,,.
The new community colleges tend to be located in urban areas

and often in ghetto areas, By virtue of their newness and their
commitment to the city, the community colleges often are most
innovative, most receptive to change,

For these and other reasons, the community college is likely to
be more responsive, than other institutions of higher education, to the
changing educational needs of the community. This notion is expressed

by Shatz and Steinberg:

Junior colleges are more flexible in curriculum, experimeatation,
and innovation in the educational process as an expanding list of
offerings reported in the AAJC Occupational Education Bulletin
amply demonstrates, This expertise can be applied to the iden-
tification of community necds, gaps in services, direct and in-
direct assistance in mounting education and training programs,
and broad involvement of faculty in specific areas of curricu-
lum development, training, remediation, training of agency super-
visors and planning and consultative services. ¥

* Donald Feldstein, Community College and Other Associate Degree
Programs for Social Welfare Areas, Council on Social Work Educationm,
1968, rages 5-6,

%% Cheldon S, Steinberg and Eunice Shatz, "Junior Colleges and the New
Carcers Program,' Junior College Journal, February 1968, Page 16,
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The capacity to meet some of these expectations has been demon-
strated by a few community colleges which have become pace setters in
the advancement of Ney Career Programs, At the same time it gshould
be recognized that communily colieges face a number of major problems
which limit their ability to respond effectively to the educational
requirements of New Carceer pregrams, Analysis of those problems within

a8 research framework ig undertaken in the remainder of this section,

The proposed research studies are broadly intended to assess the
capabilities of community colleges to provide educational services in
the various human service fields and to establish g basis for thier

improvement, Although community colleges have only just begun to develop

for a considerable period of time, Thus, their general philosophic
orientations and their characteristic educational aporoaches, as well
a8 their initial ventures into human service fields, can be profitably

subjected to 8ystematic study,

Though special emphasis will be devoted to the educational needs
of those students who are enrolied in New Carcers Programs, this will
not be an exclusive concern. Interest will also fall upon other students

training for paraprofessional employment in the human service fields,

Since the object of the Proposed studies js to assess and to improve
the educational capabilities of community colleges to train para-
professionals for human service careers, it follows that they should be

addressed largely to those who plan and operate the educational progrums
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of theve institutions. However, where it appears essential studies are
directed to the attention of local New Cure2rs program planners, and
operators and to others as indicated. 1In addition, the needs of federal
agencies for information about these Programs may also be served by the
Proposed studies. But these studies were not framed within a national

perspective. This was not a wejor thrust of this study.

The discussion and recommendations contained in this <«.:ction have
been confin~d rather closely to those problems and issues which have
emerged as a resvlt of the efforts of commui ity colleges to serve the
e ‘ucational and occupational needs of new careerists. The temptation to
engage other basic issues related to the broader needs and deficiencies
of higher education at the community college level has been resisted.

Nevertheless, it should be emphasized that many respondents interviewed

in the study vehemently maintained the need for essential institutional

ch.nge at community and senior colleges alike if new careerists and
other students are to receive an education of maximum value. BEut
analysis of the ills of higher education was not the pPrimary objective
oi this study. Still the immediate problems of providing new careerists
a comnunity college education Berves to underscore the existencc of

a complex series of generic issues which confronted institutions of

higher education long before the advent of the New Careers Program.

Increasing reliance upon commur.ity colleges to provide new careerists
with advanced forms of skill training and educational credentigls has
crcated a series of immediate problems which the colleges must resolve

if they are to serve this new student group effectively. But the
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cducational needs of new careerists compete for attention with those of
vtecent high school graduates whose already substantial number is likely
to be augmented by growing acceptance of open-admission policies. 1In
addition, adult ccmmunity residents are enrolling in incre: ‘'ng numbers
in both day and evening community college classes., The result is that
even the most passionate advocate of the New Careers Program cannot argue
persuasively that the educational problems of new careerists constitute

a first-priority issue for community colleges,

On the other hand, it need not be assumed that the educational
needs of new carecrists are in al! respects different than those of
racent high school graduates and other community college enrollees, 1In
fact, {in many ways they may be quite similar with the result that measures
designed to aid new carcerists may be useful for other students as well
as whether this assumption is at all tenable should be tested by research
which seeks to compare the (educational) strengths and deficiencies of
new carcerists, recent high school graduates and other adults over
twenty-one years of age., Variables for analysis should include,
motivation, clarity and strength of objectives, educational attainment
and capabilities, the availability *f time and place for study and the
presence of competing interests aud obligutions, Subjects should be

tested at the time of admission and again after this initial semester to

determine whether thoir college expericnce has revealed any'significantly

ne'r or altered needs. At admigsions student interviews should be

canductod and their rocords carefully analy:zoed, Sutsequently, students
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stieuld be veinterviewed, and their progress assessed in interviews with

faculty and through analysis of their performance vecords.

Community colleges throughout the country are experimenting with
a variety of new arrangements and procedures to meet the needs of new
careerists for accessibility to higher education, for individual program
planning and for supportive services. These needs and arrangements
should be described and their educational impact evaluated, The
proposed studies discussed in the remainder of *“Ye section are
addressed to the identification and analysis of needs and problems
and to empirical evaluation of the efforts of community colleges to

mcet these needs and to reduce these problems,

One other point must be made before launching into the discussion
of propused studies. It ig apparent that measures of effectiveness as
well as the methods and techniques to be employed in evaluative
studies will have to be considered in the course of developing each
research design, To avoid repetition in this discussion, it will be
assumed that alternative methodologies and techniques are known, and-require
specification only in the unusual circumstance; e.g. where particular
comparison groups should be employed, Similarly, measures of effective-~
ness will be - .derstood to include grade levels, participation in extra-
curricular activities drop-out rates and other indices which may be
obtained from the performance records of new carcerists., Those
measure: should be suppleme. .d by the assessment of students,

faculty and work-site supervisors. Lastly, objective and subjective
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measures should be broken down by age, sex, ethnicity, marital status

and other variables related to the objectives of the study,

1) Considerable experimentation has been taking place with placement
of new careerists in homogeneous class groupings rather than in Tegular,
more-or-less heterogeneous classes. Generally, homogeneous classes for
new careerists are maintained for a semester or two before the students
are integrated into regular classes, The argument for homogeneous
classes assumes that there 'are differences in background and academic
preparation between new careerists and other community college students
which require more individual pedagogical approaches and new or
different methods of instruction, It is also assumed that homogeneity
in class composition is more likely to piroduce group unity and support
and, congequently, higher morale which will contribute to better
academic adjustment and performance, On the other nand, heterogeneous
g8roupings are based on the belief that it is important to cxpose new
careerists to ccmpetition with other students. It freats them as
equals with others and avoids implicitly labelling them as "inferiors."
Further, heterogeneity gives new careerists a more realistic view of
the college enviromnment and cexporces them more fuliy to the benefits
of the college experience. It assumes that success would be more
satisfying to new careerists if they knew they v2re ceompating wit
other students who had met the usual community college cntrance requirements.,

These assumptions clearly need to be tested and assessed in
terms of their impact on academic adjustment and performance., It would

also be useful to ascertain the academic experiences and accompliishments
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of new caveerists who were placed in homogeneous class groupings in their
fivat year when they were subsequently placed in heterogencous groupings,
Do they experience casier adjustment and better performance records in the
second year than a comparable group of new careerists who were integrated

with other students in their first year?

2) Community colleges have also varied schedules to accommodate
the need of new careers students for hoth work and study. In one
arrangement students are on campus for two full days (or two-and-a-half
days) while the remainder of the week is spent on the job, On campus they
attend classes, and have time for study, counseling, tutoring, extra=-
curricular activities and relaxation, Other scheduling patterns have
new careers students on campus either every morning or every afternoon.

To sume degree, schedules will be determined by the form of

the college's new careers program. Thus, the practice of placing ncw
careerists in homogenecous class groupings will permit greater flexibility
in scheduling of classes than heterogeneous groupings, In this s tudy
respondents reported that the schedule which places the student on
campus for two full days was perhaps the most popular arrangement.
It eliminated the time, expense and bother of traveling between the
college and the job every day, providing the ctudent with a less hectic
schedule and with time to concentrate on studies and to participate in
campus activities., This type of schedule also seemed to be favored by
job supervisors who preferred to have new careerists available for a
ful. day, Nevertheless, there is littie evidence to show that cne type
of schedule contributes morc or less than others to a new carcers

students' performance on campus or on the job,

<09



[V = 39

3) Respondents in this study expressed a series of concerns
regarding the conscquences of released-time policies of the public and
private agencies which employ new careerists., Of particular interest
was the effect of such policies on other non-professional employees,

The reactions of members of the professional staff was also aa issue,
The implication in most instances was that other staff are likely to
respond negatively to what is viewed as "special privileges,' for new
careerists, though this was conceded to be less likely for professional
than non-professional staff, There were consequently many questions
regarding the effect of such responses on the working relationships of
new carceerists and other staff members, and of how new carcerists, in
turn, respond to the negative reactions of others to their released-time
privileges, The assumption bere is that such situations may well present
impediments to the success of new careerists in their academic as well
as their job experiences.

These possibilities raised further questions about the measures
adopted by agency management to cope with the potentially negative and
serious consequences of recleased-time educational policies for new
careerists; to mollify the negative reactions of other staff members
and to insure that their antagonism does nu. jeopardize the success of
new careerists on the job and on the campus, Some respondents wondered
whether agency executives, particularly in public agencies, were
personally convinced of the need or cost-effectiveness of released-time
policies for new carceerists or whether they felt it necessary to go along

because of community and political pressures. They were also curious

. &G
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about the different methods of financing releascd-time educational
programs by public agencies throughout the country = such questions are
clearly significant in assessing the immediate success of the program

and its longevity,

4) Some agencies, perhaps in increasing numbers, are providing new
careerists with salary increments and greater job responsibilities while
they are in the community college program, Participants receive one or
more increases contingent upon their cumpletion of a stipulated number
of college credits, Presumably these increases are in addition to thoge
they receive whether or not they attend a community college, These
practices appear to be justified by two assumptions., One is that they
operate as incentives to enroll in and to complete the community colleg’.
program. The other is that completion of a given number of credits makes
the new careerist a more useful employeec which entitles him to both a
salary increment and to greater job recsponsibilities, Whether similar
practices are to be employed for those who g0 on to a Bachelor's degree
is not known, but it .s an interesting question, In any event, it is
important to test the validity of rhese assumptions and to ascertain the
effects of these practices on the performance of new careerists on the
campus and on the job. 1In respect to job performance issues of the kind
noted in paragraph 3 above are also like to be relevant. However, thecse
concerns can be built into a study design which employs compavrative groups

for analysis of effects,

5) Community college administrators among this study's respondents

often felt hard=-pressed to cope with the frequent and often unrealistic

<61
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demands for programs and services made by inonumerable comnuntity advocates
of new careers programs, Community colleges along with other public
institutions of higher education have been caught up in the expanding
movement towards community self-determination and improvement, As public
institutions they arc expected to be scusitive and responsive to the
educational and training needs of community residentw, A multitude of
spokesmen, many of them self-appointed, have appeared to demand programs
and services for community residents, new careerists and other local
paraprofessionals, Their demands are often described as devoid of
understanding of what they entail by way of financial and technical
support, or how they are related to labor market demand and the academic
requirements of senior colleges. In these circumstances it vould be
extremely useful to study the character, rationale and origins of these
demands made upon a national sample of community colleges; the extent

of community support for the demands; the advocates and the groups they
represent, and the ways in which various community colleges handle

these demands,

6) One of the more frequent and insistent demands made by new
careers advocates is that communicy colleges shorten the educational
experience; i.e., reduce the time required to obtain a degree, They
point to the fact that most new careerists are adults with responsibilities
for earning a livelihood and caring for dependents as welil as for completing
an educational program. For some spokesmen, perhaps only a minority, the
degree represents little more than the acquisition of a rather useless

credential; a senseless practice with which one must go along. They and

<6




IV - 42

others feel more can be learned on the job, than .. the college classroom,
Accordingly, any steps are welcome which can be taken to shorten the time
needed {0 obtain the degree, among the steps advocated are credits for wovrk
experience, for life experience, independent study, various forms of
cooperative education and othery,

This suggests the need for a survey of current practices within
individual occupational disciplines among community colleges, The
questions to be addressed should include descriptions of these practices
(for example, what aspects of the aew careerists work or life experience
are credited? How many credits are given? How are they handled
administratively? Are the credits granted conditionally or unconditionally
and at what points in new careerists academic career?) What rationales
are used to explain these practices? What are their appurent efforts on
jobs and academic performance? Ty a system of work experience credits

more appropriate and feasible in some fields than others? Which? Why?

7) An impartial variation of this issue relates to the question of
how community colleges might most effectively relate their curric.la and
teachirg methods to the new careerists' work experience, Through surveys,
analytic studies and demonstrations cmpirical «<; forts should be made to
determine optimum methous and techniques for integrating work experience
with classroom instruction; the responsibilities that colleges assme for
supervision of work experience, and similar questions,

On these questions, it would also be instructive to study the

educational performance and experience of three comparable groups of

communitiy college students, one group should consist of new careerists

[N AW 4
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engaged in paid work; a sccond group should include students who are given
non=pald field-work placements; and, a third group who are not involved

in either of these activities and are free to devote themselves full-time
to school work, The study design will have to control for student
characteristics and for occupational specialization, If at all possible,
the influence of different instructors and curricula should be neutralized,
Such studies might shed light on such questions as paid or non-paid work
on the educational experience and the desirability of scholarships for

full~time study.

8) Those responsible for the development of community college
curricula, i,e,, fcr the content and sequencing of course, often find
themselves in rather difficult positions., Somehow they must find the
means for delineating a progression of learning experiences that reflects
the requirements of specific occupations and higher education institution,
and the educational capabilities and deficiencies of a varied student
population., The difficulties may be compounded when the students in
question are disadvantaged new careerists, a group whose educational
background and age presents curricula planners with a unique challenge
for which they have had little previous experience. In this situation
planners will need a full measure of experience and increasingly intimate
knowledge of students® attributes, of occupational and higher educational
requirements, and the establishment of effective processes for developing
and assessing curricula,

A full understanding of curren$ curricula content and development

processes applied to sequences of courses enrolling large numbers of rew
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caveerists is essential as a basis for cffecting improvements by both
national and local agencies. Since curricula content and development
processes vary significantly among community colleges and occupational
and educational specializations, research should be designed to ascertain
the major curriculum patterns that are currently practiced and their
rationales. A random sample of community colleges should be selected
incorporating different types of college curricula for each cccupational
area, (e.g., for the field of education), Further, the curriculu: desigras
should include those which offer generic preparation as well as
specialized training. Specifically, the study should inquire into:

: The information and informational sources and assumptions
re: students (New Careerists and others) and occupations which were
employed in developing curricula;

: The methods and resources employed in acquiring such
information, and the problems encountered in the process;

The role of faculty, students, user agencies, professional
associations, unions, institutions of higher education, etc., in developing
curricula and initiating curricula change;

: The major curricula themes and their rationale (e.g.,
the mix between liberal arts and occupational education, and the trend
towards generic vs, specific occupational curricula);

¢ Variations and inconsistencies in curricula content, in
sequencing, prerequisites, materials, and types and numbers of
specialized courses to be taken;

¢ Assumptions of th: educational and other qualifications

needed by students to handle the curriculum successfully (e.g., are
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students seen as an undifferentiated or diverse group? If the latter,
in what respects are they considered to be diffarent and how are these
differences reflected in curricula designs?);

¢ Specific curriculer changes which b @ resulted from the
iavolvement of community colleges in New Careers programs, ‘and the
ramifications of such changes throughout the college community;

: Assessment of students, faculty, user agencies, colleges
and universities, etc,, regarding the relevance and usefulness of
specific curricula vis-a-vis student needs and capabilities, and
occupational and advanced educa:ional performance requirements;

Descriptions and assessments of major types of educational

or curriculum materials used.

9) Reassessment and redesign of community college curricula are
not the only changes sought by advocates of new careers programs,
To meet the educational needs of new careerists, they maintain that
faculty are needed who can best communicate with and relate to them,
The identification and selection of such faculty are matters for

empirical determination, rather than conventional wisdom. What is

required in this situation is the development o7 explicit, tested models

of faculty roles and qualifications., This task will need the involvement

of community college planners and administrators as well as vesearchers,
One approach to the development of faculty modals involves

(a) the identification of individual faculty members who in the performance

of selected, essential functions are rated high and those who are rated

low by their peers, department chairmen, and new careers students. The
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functiors selected might include classroom teaching, student advisement,

committee activitias, conééibutions to fields or professional or

occupational specialization, and community service, (b) Their sttitudes

and approaches to these functions, nnd, most importantly, the actions

taken to implement them should he carefully dz2scribed and compared.

Differences in the attitudes and actions of the two groups should

produce understanding of the reasons for effective and ineffective .
performance, (c) Lastly, analys.s of the objective and subjective
characteristics of the faculty membess in both high and low performance
groups will suggest a complex of preferred personal qualifications for
faculty roles,

A somewhat simpler method for generating empirical data as s
basis for the development of faculty models involves the design of an
attitude or opinion survey. Administered to faculty, new careers
students, administrators and knowledgeable community service agencies,
the study should focus on what are regarded as faculty responsibilities
and attitudes towards the education of new careerists, the standards
performance and personal qualifications cons‘dercd necessary to fulfill
them., Here too, faculty responsibilities may include teaching,
advisement, committee activltigs, community s:2rvices, etc,

These studies should produce data which can be employed to
develop operational conceptions of the roles of faculty, particularly
in relation to the disadvantaged student, and the optimum qualifications
required for success in these roles. However carefully and systematically
developed these models may be, they will need to bc tested before they

ar. impiewented, For this purpose, a series of appropriate indices of
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ruccessful role performance should be selected and base line data
generated in preparation for before and after testing of randomly
gelected experimental and control groups of students, committee

assignments, community service activities, etc,

10) Increasingly, it is recognized that new careeriets, as is the
case with other disadvantages persons, may require various auxiliary
services in order to aid their adjustment to and enhance their
performance in a newv academic environment, 1In some instances financial
assigtance is needed, but more often tutoring, remediation, counseling
and even family case work are the services required, The effectiveness
of these services may well determine the academic success of many new
careerists, It is important, therefore, to determine how community
colleges are handling these critical activities, and what they have
learned in the process,

A national survey should be accepted to determine how students'
deficiencies are identified and by what criteria judgments are made
regarding the types of service needed. Efforts should be made to
identify the charscteristics of those who require d’€ferent types of
services in contrast to those who do not, when irdividuals in need of
assistance are identified, how are they approached? 1Is it entirely a
matter of persuasion or is there some element of coercion? Are such
services generally offered on an individual or group basis? On what
grounds are such judgments made? What are the academic consequences for
those who refuse to accept the proffered services? 1In general, what are
the costs involved? How are these services organized and adiinistered?

Finally, which are most effective?
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11) The signifiicance of linkagos established batween community
collegee and public and private (user) agencies employing new cureerists
as well as profesrional associations and unions has been stressed
throughout this scction, Indeed, the success of the New Careers Program
is in large measure dependent upon the sensitive articulation of the
objectives and activities of community colleges with other community
organizations, many of which are engaged in new or expanded services
with a relatively unfamiliar population or client group, The impor-
tance of these relationships w3 anticipated by the New Careers Pro=
gram concept and affirmed by subsequent operational experience,

Characteristically, the development of such linkages has
often proved to bec a di.flc:lt und frustrating experience, For example,
one frequently hears complaints by supervisory staff of user agencies
that they lack information about new careerists' educational experiences,
On the other ha ', reports of significant accomplishments by both
the community college and the user agericy come frecm those communities ~
in which cooperative relationships have been estabiished,

It is recommended, therefore, that a national sample rurvey
be undertaken to describe, analyze and assess the linkages established
between community collcges and new careers projects, The study should
also include for cecondary emphasis relationships between professiunal
associations and unions and comnunity colleges. The focus of the
study should center on the following issues:

: The nunber and type of relationships established between

community colleges and user and other agencies,

: The benefits to community colleges and to coope=ating

<06
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agencies anticipated from their relationship,
»  The actual benefits realized, or changes affected,
: The manner in which relationships were established.,

The mechanisms through whicih the relationships were effected.

: Factors contributing to successful and to unstccessful re-
lationships,

This survey should result in conclusions covering the conditious
and mechanisms associated with successful articulation between community
colleges and other agencies and recommendations for their extension and

strengthening,

12) In the rhetoric of the New Carcers Program, the opportunity
for maximum occupational mobility is significantly dependent on open
channels between community and senior colleges, However, the existence
of barriers to the movement of community college graduates into senior
colleges is an issue of considerable concern to many, as the following
statement indicates:

""New Careerists at Pasadena City College are nearing the
completion of Certificate requirements (four core courses) and
are anticipating the A,A, degree., They are perturbed by what the
fine print in university and college catalogs tell them. It is
all wall and good to preach the New Careers gospel of becuming
credentialed while you work, but under the present ground rules,
inadequate articulation stops the process cold at the A.A,
degree., Core courses and new related courses are not trans-
ferable except on a too limited elective basis, There are few
if any equivalencies in the lower divisions of state colleges
of the University; hence nc transfer credit. To add insult to
injury, vhen the student does not reach upper division status he
may be required to repeat the content of many of these courses,'™

* Ruth Macfarlane, "The Name of the Game is Urban Community Development,'
Some Who Dared, The Institute for Local Self Governmment, Berkeley,
Californiz, 1969, p. 78,
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One of the principal problen. in the articulation between the
two institutions involves the trarsferability of community college
credits to a senior college in pursuit of a baccalaureate degree, A
complex of difficult and sensitive problems, the issue of credit
transferability must be resolved if the credibility of the New Careers
program and concept is to be firmly estahlished, To deal with this
issue adequately will require special studies addressed to such ques =
tions as:

i The preparation of community college graduates who apply
for admission to a four-year college,

: The educational backgrounds of those who apply and of those
who are accepted and rejected. (For example, ave liberal arts majors
more likely to apply &and to be accepted than thuse wha majored in an
occupational specialization? Among the latter, ave studente of some
occupational specializations more likely than others to apply and be
accepted?)

: The prncesses and criteria employed by four-year colleges
in evaluating the background of compunity college students applying
for admissions, How do these processes and criteria vary among foure
year colleges?

: The processes and experiences of those community colleges
which have negotiated with four-year colleges on issues related to
the traneferability of credit.

: The types of community college ccurses that are and are
not credited by four-year colleges, Does acceptauce of the application

for admission by a four-year college generally require that community

&71
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college graduates make up various ccurses? Which? How many?

The variations in practice which affect the issue of trans~
ferability of credit from cne institution to ancther are likely to
be influenced by the educational crvedentials of the community college
graduates, by the admissions requirements of individual four=-year
colleges and of their constituent schools and departments, and by a
host of other factors. Despite these variations, descriptions and
analysis of current practice are essential as a basis for developing

academic bridges between two-year and four-ycar collaoges,

o
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