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I. SUMMARY

The Pilot Training Project for personnel participating in Pilot
State Dissemination Programs involved training of the three dissemina-
tion project staffs to carry out their dissemination functions. The
Pilot State Training Dissemination Program attempted to facilitate
the use of tested educational resz2arch data by local educational
agencies in their decision process. The staff members were trained
in various aspects of need assessment, data retrieval, and information
utilization. The training project utilized a training methodology
based on a university extension model of information dissemination and
utilization. The methodology consisted of meeting individual needs
through a process of visitation with the proje€t staffs in the working
situation, presentation to them of relevant information, and involiving
the trainees in the educational process through various interactive
modes. TFhis report documents the training program and develops infor-
mation that would be useful to future training programs of similar
nature. This includes the historical and conceptual antecedents to
the program; its organization, cbjectives, and methodology; and the
observations and experiences of the trgining staff. Specifics of the
program are dealt with in the appendices. Of particular interest is
an outline of subjects dealt with by the training project.

Qutline of the Project:
1. Initial exchange of project proposals -
Meeting of project leaders, evaluation team,
and training team with 0. E. personnel.
2. Pre-training site visits
3. Initial one week training session

4. Combined site visit and on site training program

5. Third site visits in preparation for final
training program

6. Final three day training program

II. INTRODUCTION

A. Ideological Background

Several prominent factors seem to underlie the development of
the Pilot State Dissemination program. Most prominent among these is
the current concept of education that views institutions of educatiorn
as inadequate and in need of change. Research literature has responded
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with a great deal of new information about change processes. Many of
the examples used in the change literature come from the field of agri-
culture where land grant university extension programs have been facili-
tating change for many years. [RIC (fducatignal Resources and Informa-
tion Centers) has taken great strides in collecting a comprehensive

tile ot educational resources. The Pilot State Dissemination Program
has established three state projects with some similarity to university
extension organizations, which provide educational data and assistance
for change to local schools.

The educational concepts responsible for the conviction that
schools need to change will not be dealt with in detail. It is more
important to ask why newer educational concepts are not implemented
in educational institutions, One obvious answer is that there is a
communication gap between the concepts and the reality of the situation.
This communication gap can be bridged in one way by bringing data
to the schools on an interpersonal level. One idea commonly held
in education is that because decisions are often made with an in-
adeguate data base, the decisions could then be improved by providing,
to the decision maker, information that is relevant to his situation.

¢

‘ Research pertaining to change develops the processes by which
change in educaticn is to be brought about. A large proportion of
this research deals with change processes in agriculture. In a re-
view of 4,000 studies in change relating to education by Havelock,
12.8% of the studies reviewed dealt with agriculture. References
to agricultural change are fairly common in literature concerning
change processes. Reference to agriculture is .important for the study
of change processes because of the existence of the Cooperative
Extension Service, the oldest, most elaborate, and most ambitious
effort to institutionalize dissemination and utilization of knowledge
for the purpose of change (Havelock, 1969, 3-33). There are other
such institutions but they are not nearly so well established.

One of the goals of the Pilot State Dissemination Programs seems
to be to study the feasibility of developing a similar process for
education. There are, however, several differences which could affect
this development.

Traditional cooperative extension deals mostly with informing
an individual farmer about a tangible product that will increase his
profit if it is utilized. In education, innovations involve research
information or new concepts and only rarely new products. Educational
innovations most frequently require the cooperation of complex organiza-
tions rather than of individuals. Schools are not profit organizations.
It is rare enough to find an educational innovation that even reduces
costs. Changes seem to be successful when they stimulate community,
school staff, or student feelings of satisfaction rather than profits.
Change in education involves abstracts such as concepts, organizations,
and satisfaction.

The cooperative extension approach does have several strengths




that would seem to accommodate these differences. It is an organized
effort. It allows for the coordinated utilization of specialists in
conmunication, research, anc research utilization. Through the use of
the county agent it takes into account the human aspects of -information
assimilation such as the importance of rapport, social context, and
social reinforcement.

In cooperative extension programs the county agent who speaks
directly with the farmers also has direct ties with land grant college
research programs. In education a national system of research data
collection (ERIC) can provide collection of current resources. These
data are available in a form suitable for high speed automatic data
searches. Because of the nature ana state of the science of education,
there is some question about the adequacy of these data to solve every
educational problem; but there can be no doubt that they represent
an important resource for information concerning educational problems.
[f the experience of agriculture is to be taken seriously, then the
mere existence of this resource is not enough to assure that it will
be used to the fullest extent. The research must be interpreted and
adapted to the local situation before it can be assimilated locally.
Possible, an educational field agent, with duties S1m11ar to the county
agent, could be used in this capacity.

The statements made thus far are largely conjectural. The pur-
pose of the Pilot State Dissemination Program, as funded by the United
States Office of Education (USOE}, was to develop in three states,
on a trial basis, educational projects, a systematized procedure for
assisting educators to identify problems and concerns, collect relevant
information relating to these concerns, and provide information in a
manner calculated to provide a more rational basis for decision
making. This would provide data and experience for the question of
the feasibility of such projects. These projects served only a
representative sample of persons in need of such a service. The
three pilot programs were, in addition, provided with a high degree
of flexibility to enable adaptation and experimentation. Occasionally
this flexibility involved an indefiniteness which gave rise to
conflict over varying interpretations of roles and obJectlves - This
flexibility, if not carefully documented and reported in relation to
relative success according to identified differentiated objectives,
will no doubt hinder the interpretation of the results of the program.

B. Description of the Dissemination Program

The Pilot State Dissemination Program resulted in the develop-
ment of five separate projects in separate programs. One developed
a training program, and one was the evaluation component. The three
dissemination projects entailed organizations within the state educa-
tion agency (SEA) with at least two target areas identified in each
state. Both the training and evaluation projects entailed organiza~
tions within a university. The dissemination organizations utilized
library resources and specialists supplied by the SEA. State libraries
and local university resources were used occasionally. Each of these
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organizations consisted of about seven statf members withgprimary
responsibility to the SEA. The staff included:

1. A director, a member of the SUA staff, whose duty 11 was

to develop organizational structure, delegate responsibi-
& 1lity, and coordinate functions.

Two or three reference and retrieval office statt who were

to catalogue materials and provide information requested by

the field agents. They were to make full use of automated
searches of ERIC materials or related library resources.

3. Two or three field agents were located physically apart
from the SEA in target school areas with an administra-
tive relationship both to the SEA and to the target areas
to which they were assigned. Their duty was to provide”
change agent or technical assistance support to local schools.

{QN]

The general procedure of the dissemination organization was to
solicit requests for information or assistance from local schools;
to research these problem areas in ERIC and associated resources,
to return to the local schools with ERIC abstracts or other pertinent
information; and, finally, to assist the client in the assimilation
or possible utilization of this information.

A

The evaluation component, located at Columbia Universityg had
responsibility for evaluation of both the operational activitigg in
the states and the training program. Therefore, the training team
restricted its evaluative efforts to those required to carry out its
function.

It is very important that a reader of this document recognize
the limitations of this alone if he wishes to obtain a comprehensive
picture of the entire project operation. This document, final project
reports from the states and the final report from the evaluation team
are all required to view the entire project from the various vantage
points.

IITI. THE TRAINING PROJECT
A. Jescription

The major thrust of the training project consisted of the devel-
opment of three training programs of approximately one week in length
developed for the staff of the various state pilot dissemination
projects. USOE personnel, SEA personnel, and other personnel having
a relation to the project were included whenever possible. Appendix A
contains a list of persons participating. These programs inciuded
directed sessions and activities conducted by the training staff and
resource persons selected for their knowliedge, competence, and train-
ing ability. ¥The first and last training programs were held at a
central location while the second training program was individualized
and held locally in each state. Both the content and process of the
training program were developed to meet the needs of the three projeg

8



Statts as expressed on espedialiy developed duestiomialies aid L)
unsolicited comments, or as developed through direct observatiorn of
the Tocal situation during work site visits. These observations
included a careful study of the local situation and a study of the
Goals as stated n individual state projects. In addition to the

three training proyrams, three site visits were scheduled for cach
state project. These site visits involved two to five training person:
nel visiting, observing and counseling each project staff member.

Tthe staff member was in his working situation whenever possible.
Training personnel concentrated their attention on areas velated to
their special competence. Various trainers were also available at
other times for direct communication with project staff trainees during
the course of the program.

Two part-time administrators, one of whom served in a training®
capacity, along with four part-time trainers provided the major effort
and continuity cof the training program. In addition, many special
resource people were utilized in the proaram. (See Appendix A.)

The administrators planned and coordinated the project with the assist-
ance of the training staff and an advisory committee representing the
various areas of expertise of the University of Missouri. The training
program included many adjustments in structure and content in an attempt
to meet the varying needs of the trainees.

*

B. Trainees

The trainees inciuded all the staff ot various Pilot State
Dissemination Projects: project directors, retrieval personnel.,
field agents, secretaries, and in a few cases consultants from SEA.
The project directors and field agents were consistently well-educated
with master's or doctorates in education and had extensive experience
in education including administration and teaching. The level of
education of the retrieval staff varied from a high school diploma
to a master's degree in college. Though they initially indicated,
based on their response to a questionnaire, a lack of experience in
library science, computer fields, counseling, and salesmanship, skills
in these areas were developed. Enthusiasm for the project seemed
censistently high. Much concern was placed by the state project
staffs on practical applications of knowledge.

C. Trainers

At the outset it was recognized that the training program would
be formidable undertaking. This recognition rested on the following
paints:

1. The variety of spa;iglized but component tasks involved
in the projects requiring differentiated knowledge, under-
standing and skiils, but at the same time requiring some
common basis for connecting these together in a viable,

J



working unit involving similar knowledge, understanaiy

and geals.

A wide variety of backgrounds of trainees, geograpii::,

educational and experiential. This was viewed as parti

qlarly significant in the absence of a rather extensive
pre-service base of education dealing specificaliy with intor-
mation dissemination and utilization.

3. Time and geographic factors coupled wilh the necessity to
weave training activities into a new jrogram with operationct
demands on staff.

4, Differing program philosophies anc op«riting procedures
among the three states.

5. The absence of any cliear cut training »¢iels, modes or
designs (if there ever is such a thing 4% a prescriptive
training plan which can deal effectiveiy with these kind ot
complicated phenomena) to utilize as a dependable approach to
the problems mentioned above.

ro

Therefore, it became necessary to assemble a basic team of
trainers who, by education and experience in related process areas of
school operation, retrieval, dissemination and utilization systems
could attempt to build and corduct a training program requisite to
the task.

The basic team was constituted as follows: .

7. Three staff members with extensive education and
experience in education and in school work.

a. One of these had considerable education
and experience in educational adminis-
tration at both public school and Univer-
sity levels as well as experience in
program design and implementation for
practicing educators.

b. One of these three had considerabl: .ducation
and experience in elementary school
teaching and administration in geographic
settings ranging from a rural school to an
inner city school as well as college teach-
ing experience and considerable successful
experience in conducting in-service educa-
tion for teachers.

c. The other staff menber had public school
experience and experience as Director of
Research in State Department of Education
inctuding extensive, recent experience
with computerized ERIC and CIJE materials.

8]

Three staff members with extensive - uration and ex-

perience in cooperative extension.

a. One staff member had experience 5.  ounty
extension director, district extensiu director
and special consultant to the Vice President




{a~ iatension in addition to his advanced werk
i» ocult Education.

b, ¢ : staff member had experience as a county agent,
director of training for Extension and departmental
chairman in a Univeristy department of Extension
Lducation in addition to advanced work in adult
education.

c. One staff member had experience as a secondary
school teacher, a county community development
specialist, a county extension director and
recent, extensive experience in managing a
Technical Referral Center having some similarity
to the projects being undertaken here, but operating
through University Extension and dealing with
business and industry primarily.

This basic training team was supplemented where deemed appor-
priate, by specialized personnel possessing particular kinds of content
or methodological expertise requisite tu meeting trainee needs as
discovered in the evolution of the training program.

The training team drew heavily on the accumulated experience
of Cooperative Extension and more recent experience cf the Univer-
sity of Missouri Extension System, the first in the nation to com-
bine cooperative and general extension into a unified system.

This extension experience has been applied orn two levels in this
training program. On the level of the dissemination organization, the
members of the training staff were careful to interpret and explain
various aspects of that organization in terms of their knowledge of
similar aspects of existing extension systems. On a different level,
the training staff behaved as change agents in the manner of extension
staff. For the most part, they attempted to serve as examples x5 well
as an authority in the change process.

Training staff members (See Appendix A) were selected for this
project on the basis of their knowledge, experience, skills, and atti-
tudes. They were knowledgeable in a subject relevant to this project.
The trainers' experiences included various aspects of the knowledge
dissemination and utilization process. For example:

Establishing relationships

Diagnosing problems

Searching for solutions

Planning and adaptation

Communication, collaboration, and implementation
Evaluation

Development of independence

The experience of the Extension Division of the University of
Missouri was particularly relevant to the Pilet State Dissemination
Program because of their similarity of structure. The University of
Missouri-Cclumbia operates a technical referral center that involves



A
research system similar to the Pilot State Dissemination Program.
The technical reference center is aifferent in that: (1) its subject
emphasis is engineering technology rather than education; (2) it
involves greater breadth of non-computerized data; (3) it utilizes
manual rather than computer searches; and {4) it uses more consultants
and other human resources close to relevant research. The services
of the technical referral center are extended to business and industry
through the area extension specialists who in turn are responsible
for the personal services to clients similar to those which the field
agents were supposed to provide to the scheools in the Pilot program.

Use was also made of the University's library resources and
the capability of the Missouri State Department of Education's Research
facility to do high speed computer searches of ERIC and CIJE data
similar to that carried out by the various state dissemination projects.

The skills of the training staff included the ability to provide
information and resources relating to the dissemination process; to
demonstrate the skills relaced to that experience; and to facilitate
the types of communication and support that would be conducive to
trainee development. Training staff members were all -concerned about
the development ot the responsibility and iadependence of the project
staff. Their counseling skills also included the ability to help
clarify roles and relationships. The members of the training staff
were enthusiastic and empathetic with the project staff's situationt.
The trainers, through the contribution of their own special competence,
were able to provide a training program which they felt, generally
covered the areas of interest and needs of the three Pilot Programs.

D. Objectives of the Project

The objectives listed here are overall goals actually utilized
by the training staff. These objectives serve as a summary of trainer
behavior rather than indicating objectives stated prior to the training.

1. Determine the job need of the three project
staffs by a comparison of staff behaviors in re-
lation to expected behaviors derived from an

analysis of the local situation with reference

to:

a. Literature on change

b. Extension type procedures

c. Operation of a retrieval center

d. Library research procedures

e. Goals of USOE

f. Goals of SEA

g. Project proposals

h. tLocal organizational structure

i. Individual characteristics and personal

objectives

2. Satisfy the job needs of the project staff by changing
attitudes, providing information and developing skills

10 .
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which enable the individual to perform his job and
help himself to satisfy his own job needs. This
objective is listed as the overall objective of the
project proposal. This goal was considered met when

. the trainee demonstrated competency in all subject
areas relevant to his job role. Subject areas within
the scope of this training project are outlined in the
first training program.

3. Investigate and utilize all information and training
resources relating to the job needs of the project staff.

4. Maximtze the training within the limitations of
budget and time including the limitation of one
week as the length of any training session.

E. Training Schema

The structure of the training program was based on the experience
of the training staff with the University of Missouri Extension programs.
The program was found to be consistent with the dissemination and
utilization of knowledge model developed by Ronald G. Havelock in
A Guide To Innovation In Educatiop. A basic outline of the approach
of program is simiiar to the one &gyeloped in Appendix D, Part I,
Dissemination and Utilization of KnéWT)dge Various parts of the

training plan correspond to recognized)steps of the change process
including situation analysis, research{ adaptation, implementation,
and evaluation.

This approach was utilized because of its methodological con-
sistancy with the operation of the Pilot State Porgrams themselves:
this becomes clear when it is recognized that relevancy of infor-
mation requires situation analysis of collection of information
involves research, application of information involves adoption to
accommodate situations variables, the entire prgcess is to no Ml
without implementation (or a first decision making) and the relative
worth of decisions cannot be determined without some kind of eval-
uation--all part of information dissemination and utilization and
useful in training as well as operation.

The first step, situation analysis, involved a comparison of
the project staffs' performance of their tasks, and a digcussion
of the situation with the trainee. The training staff then con-
centrated on the problems which arose as barriers to task performance
and what the project staff needed to overcome these problems.

Task demands were determined trom & number of sources including
the traine, ' knowledge of the demands of similar tasks. The state
project proposals were analyzed along with the stated objectives of
the SEA. Additional task demands of the local situation were made
by director observation. Site visits provided the trainers the
opportunity to observe the trainee performing his task in the con-
text of local demands. During the site visits and training sessxors,

1]
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issues, and concerns of the trainees were discovered by discussion

and visitation with the trainees. Meetings were scheduled with the
staff of each of the state projects to obtain additional information

on operations and problems. Several questionnaires were developed

by the trainers to help them assess the needs of the trainees.

Needs were assessed in terms of getting the project staff from
where.they were to where they were better able to meet their objectives.

' .. The .second step, research, referred to the fact that the in-

formation needed by the trainee had to be available in a form that

was suitable for communication. Primary consideration was the avail-

ability of a data base or resource pool which included procedures ,
for getting at relevant information. Lists of resource persons and
materials were prepared. Answering this problem involved a continuoui///////
process of comparing accumulated resources with actual needs. Many

training team meetings were held for this purpose. Training materiaTs
relevant to this subject currently available were analyzed for

their adequacy. Additional materials, including texts and audio

visuals, were made available to the trainees on a loan basis.

The third step of the change process involved the adaptation of

information acquired in the research step. The mere communication
of information was not sufficient to insure its utilization. There
are many conceptual, psychological and sociological aspects which
affect the utilization of information. The material presented had

. to be appropriate to the situation before it was optimumly meaning- .
ful to the trainees. The following procedures were included in the
training programs to enhance its appropriateness:

1. Adaptation of Research Data tends to be devoloped .
“in a controllked.atmosphere. Application required
knowledge of how a local situation would affect
utilization of research data. >
2. ~Tentative programs were sent to the project directors.
Training staff discussed the program item by item
with them when possible. :

3. Training gtaff wkilized data from similar experiences
inYextension programs.

4. Resource people were sent state proposals and other
background materials. When possible, they were briefed on
their subject responsibility. During the Third
Training Program, speakers worked on problems submitted
in advance.by the trainees.

5. Actual situations were critiqued through the use
of case studies and other materials developed by
project staff.

6. General information was presented and later reinforced
in discussion and work sessions. Information was
; K
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presented by means of lectures, audio visuals, texts,

and other literary references. Activity sessions in-
cluded field trips, role playing situations, case studies,
project staff presentation and evaluation and actual
on-the-job sessions.

7. Programs were individualized for respective concerns.
Materials were separated by role when relevant.

8. Continuous feedback was encouraged and interpretations
of this were utilized in formulating the continuing
stages of the training project.

9. Project staff members were encouraged to share their
experiences.

The fourth step of the change process, implementation, was neces-
sary because information acquired by the trainee was of little benefit
if not followed by action. Several methods were used by the training
staff to develop appropriate patterns of behavior.

1. During the training sessions role playing situations
were devised.

2. Demonstrations of successful procedures were provided
through an emphasis on case studies and trainee sharing
of experiences.

3. During the work site visits the %::ining team:
a. Provided reinforcement for appropriate
behaviors.
b. Counseled the project staff as it seemed
appropriate.. ~
c. Observed behavioral changes vresulting
from the training sessions.

4. Project directors were encouraged to:
a. Monitor staff benavior.
b. Provide reinforcement and support for
appropriate behaviors.
c. Develop interstaff communications through
staff conferences and visitations.

5. Examples of materials, such as office forms, were
provided to facilitate the trainees' efforts.

With regard to the last step of the change process, evaluation,
the primary concern of the training staff was that the dissemination
projects functioned effectively; that is, that they conceptualized
and established goals and ways of functioning to carry them out and
were making progress in the way of knowledge, attitudes and skills reg- £

uisite to operational effectiveness. Project staff behavior was '
deemed appropriate it it was conducive to this effectiveness. Training
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team observations on the work sites, reviews of prcject status reports,
and reviews of evaluation questionnaires produced by the training and

evaluation teams provided the raw data for an evaluation of effectiveness.

F. Training Programs In Operation

1. The Advisory Committee:

//

The first step was to organize an advisory committee (Appendix A)
which was composed of University of Missouri and Missouri State
Department personnel.” This group included people who had expertise
in different areas of programmatic activities deemed to be relevant
in the process of information dissemination and utilization.

2. Organizational Meeting:

The second step was for each member of the three State bis-
semination Projects, the evaluation team, and the training team to
become informed of the objectives of each other's proposals (See °
Appendix B for the proposai from University of Missouri-Columbia.)
To accomplish this, it was recommended that each project director
send copies of his proposal to the other states, the evaluation team,
and the training team. After these had been received, it was re-
commended that the project directors (or other personnel well
informed in the objectives of the project), the evaluation team,
the training team leaders, and personnel from the U. S. Office of
Education meet at the University of Missouri-Columbia, August 12
and 13, 1970.

At this meeting 2ach participant was to be prepared to present
his project, and the cther attendants at this two day meeting were
to probe, question, and recommend for clarification and improvement.
Three pilot State Dissemination Projects were represented by two
members from South Carolina, two from Oregon, and one from Utah.
Three participants from the evaluation component, two from the
University of Missouri-Columbia training team, and two from the USOE
were in attendance. At this time the three states had selected
their project directors; U had employed its three field agents;
and South Carolina had empl®yed two of its retrieval staff.

Since this was a pilot program, a general discussion on the
type of personnel to be employed was of importance. The following
was contributed and recorded by the participants:

a. Recruiting Factors

Openness--ability to relate to others
Pro-active--predisposed to act

. Creative (Does he have ideas?)

Catalytic

. Supportive/developmental (Rather than directive)
Low personal ego needs

D) DY—
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7. Tolerance for marginality
8. FEducational experience--preferable
in more than one role

A discussion on the responsibilities of the field agents was
conducted. The following was recorded:

a. Field Agents:

Skills Functions
Establishing relations sist clients in:

with clients Diagnosis of needs,
problems
Awareness of resources,
alternative solutions
Evaluation of relevance
of alternatives
Establishing change
systems

Some of the training requirements were discussed. From this,
the following was recorded: '

a. Potential Trainees

1. Project Managers

2. Retrieval staff -
3. Field agents

4. SEA consultants, staff

b. Training Requirements

1. Individual skill building

2. Team training development

3. -Teams which can assist SEAs to be
“self-renewing" rather than just "adopters”

c. Issues

1. On campus vs. site training
2. Courses vs. independent study
3. Available resources

During this organizational meeting it was recommended that open
communication (See Appendix C) would be maintained by each component
seeing that the Project Directors, evaluation team, training team,
and the USOE received a copy of all correspondence. The correspondence
that would not directly relate to the receiver could be immediately
discarded. Agreement was made that confidential decisions would not
be disseminated.

On the second day the evaluation team, training team, and the
USOE established themselves in separate areas of the room. The
three project directors or representatives met with each group for
an allotted amount of time to clear any misunderstandings and to
make recommendations. At this time the training administrators

5
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discussed tentative plans for making the first site visits in the
states and gave each state a tentative date for doing so.

3. First Site Visits:

¢

The employment of personnel for the three Pilot State Dis-
semination groups was at different stages. During the site visits,
the following people were available: -

a. Utah had employed its complete staff consisting
of project director, three field agents, and
retrieval person.

b. South Carolina had its project director, chief
supervisor, information analyst, and chi=f
secretary.

c. Oregon had its project director and had empioyed
one member of the retrieval staff, but he had not
assumed his responsibilities.

It should be noted that valuable individual training was con-
ducted on the site visits. The trainees had problems and questions
and the site visitors of the training team took care of them
immediately. Many of the trainees expressed sincere appreciation.

The first site visits helped the training staff gain some in-
sights into,the philosophy and direction of the project and to
identify needs even though a limited number of personnel had been
employed. These site visits were less productive than they might
have been if all states had full staff compliments.  In spite of
limitations it was necessary for the training session to be designed
and held in order for the project to move ahead on schedule.

4. Planning The First Training Program:

The first training program had been tentatively set for the
second week of October, but it later had to be changed to the third
week to permit adequate planning time and organization within the
three State Pilot Dissemination.Projects. -

Following the Organizatioral Meeting the, training administrators
continued their plans for the first training session by:

a. Reviewing the relevant literature

b. Designing a questionnaire to be submitted to
the trainees

c. Selecting literature pertinent to the training
needs ' o

d. Sending the trainees selected books prior to

16
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the first training session and asking the trainees
to become familiar with certain s2lections

e. Asking that each trainee be able to identify his
role and show how it related to the entire project

The first training program (See Appendix D) was based on the

Organizational Meeting in Columbia, Missouri, August 12 and 13, and
the first site visits. In addition to this there was a review of the

R literature, consultation with the advisory committee, and individual
conferences with ey people knowledgeable in utilization and dissemination
and other service training prugrams.. A questionnaire (Appendix E) was
developed and sent to the retrieval people. From these sources the first
training program of five days duration developed.

The tentative programs were sent to the project directors, eval-
vation team, and USOE staff who were invited to make recommendations.
After these recommendations were received, the training team and advisory
committees met to make the recommended changes. The revised programs
for the first training program were sent to each trainee.

To givesthe discussion leaders and other participants at the "
first training session the proper background for this session, the
project director and associate director personally contacted each
person. A general overview was given and the state proposals were
made available for individual reading. Several of the speakers asked
for a copy of the reference books on information utilization and dis-
semination which were on the recommended list for the training session.
To better prepare the presentations, two of the speakers asked about
N the backgrounds of the individual trainees. Since this was a pilot
~ training program, all were highly interested that it be a successful one.

The first training session was designed to deal with specific
problems and coneerns of each of the specialized components (project
directors, retrieval staff, and field agents) as well as general and
special concerns appropriate to all staff members. The first to be
considered was the general needs of all the participants. They
were:

a. Introductior to project purposes

b. Pafticipation trainindl-introduction to
group problem solving

c. Motivation
d. Introduction to change theory
e. Learning to function as a team

f. Seeing an Industrial Retrieval Center In
operation -

at

17 ¢ P
e * 13 . '

A ruiToxt provided by ERl



g. Participation in a field trip“to a computer
center utilizing ERIC and CIJE

h. Learning the importangé of public relations
1. Recognizing trends in educational technology

The training team provided training for field agents and project
directors in:

a. Initiating and maintaining contact with '
school personnel

b. Interviewing for problem identification

c. Recognizing the importance of adequate
communication

d. The process of innovation
e. Getting an overview of ERIC

f. Understanding educational analysis and
problem solving

g. Understanding conflict management
h. Normative world of a field agent
The retrieval staff and project directors needed immediate in-
formation on establishing records .and other office procedures. They
were given detailed instruction in:

a. Building a Data Bank

b. Looking at ERIC through one Clearing-
house

c. Interrogation of the ERIC system

d. Locating and retrieving information
outside of ERIC

e. Operational administration in a retrieval
center

f. Tapping human resources

5. Additional Dimensions Interwoven Into First Training Program:

Two additional dimensions were planned to take place simultaneously
with a substantive portion of the first training program. The first of
these related to a concern on the part of the trainers that information
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discussed by the staft members in thelr respective seosiony Lo Wy
porated as rapidly as possible into the consideration of the'respective
state teams. Actually, the purpose was to enhance comnunication danony
the retrieval staff, field agents, and project director ¢ f each state
and see how the information they had acquired during the day would be
utilized by their project. Secondly, this was to re¥gforce the idea
of the team approach so they would view themselves as a state team
rather than a retrieval specialist, a field agent, or a director as
such. This was provided for in the training program by scheduling
meeting at the end of each day for one hour during which state teans
could meet and receive input from their state project members and dir-
ectors concerning their educational activities of that day. To learn
in what manner states were going to utilize the information, each
project director had a scheduled time the next morning to "feed back”
the pertinent points to the entire training group.

The second of these longitudinal dimensions, and the one which
proved to be more effective, involved the building of a simulated
program (Appendix F) entailing interrogation, identification, retrieval,
and reporting activity. Three school administrators were recruited
to be interviewed by three field agents. (This interview was video-
taped.) After the educational problems were identified by the field
agents and the school administrators, the written request was submitted
to the respective retrieval personnel. The retrieval personnel did hand
searches of references and then submitted the problem to the retrieval
person at the State Department of Education in Jefferson City to be given
the QUERY searvch.

After the information was compiled and studied, the field agent
met with the school administrators to report to them on the investi-
gations pertaining to their problems and plans were outlined. This
experience provided an actual working situation and observation
experience for both field agents and retrieval staff. Also, it provided
an initial opportunity for all to have a practical experience.

The training team had made arrangements with the educational
Jibrarian to have a reading room available for the trainees where they
could explore the selected references and check them out. Each pro-
ject director was supplied a cassette tape recorder. C(assettes on
information and utilization and dissemination weve placed in this
reading room to be used by all trainees. (Appendix G.)

When making the survey for additional ideas on the first train-
ing program, it was recommended that a "film festival" be held on one
of the evenings. This was scheduled for Tuesday night (Appendix G).
Two of the trainees availed themselves of this opportunity.

6. Critigue Of The First Training Program:

The week was packed with numerous activities and experiences
to facilitate the trainees in obtaining adequate knowledge in highly
essential areas. The training team presented the following comments
for consideration when organizing a similar training program.

f.,
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a. ihe trainees needed more time {o get
acguainted before launching into the
body of the training program. Three
of the trainees had just been hired.

Time should have been taken for the states
to review their training proposals for all
the trainees.

[

c. The training program started at 8:00
a.m. and was to run to 5:00 p.m. Act-
ivities had been planned for three of
the evenings. This proved to be too
compactly scheduled for people new on
the job and for so many new technical
areas.

d. The program contained too much to be
covered in too short of a time. It
was impossible for the trainees to
completely grasp all points. During
later site visits and training programs,
it was evident that the trainees were
just becoming cognizant of ideas that
were introduced and presented during
the first training program.

e. The trainees did not have time to read
the materials sent to them. (Appendix H.)
Since this material was not familiar
to the trainees, they could not move
through the material as rapidly nor
as completely as planned (Appendix I).

f. Because the state proposals differed, it was
was necessary to present too wide a
range of information and activities during
the f: <% training session in order to
expos * ¢ e trainees to the complexities,
as we!i as the operational and mirute,
procedures.

g. Considering all these ilimitations a
significant amount of materials, problems,
issues and concerns wa: covered which was
later found to be central to the needs
of dissemination personnel.

The Tirst training program should be of a month's duration so
that trainees would be prepared to be away from home for more than
three days, slow the pace of presentations, and &llow more time for
interaction and involvement of the trainees. Thic would pemit the
trainees adequate time to be held responsibie for definite assigned
work and accomplishments.
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The training team should ptan a flexible schedule. Ltven after
the first couple days the training, team had to meet and condense an
already crowded program because some of the trainees had to rethrn to
treir states earlier than the Training Team had planned.

comments received indicated that the trainees' expectations
were too high to be accomplished in five days.

Trainees' Evaluations:

-

The training team and advisory committee met several times and
designed an evaluation form (Appendix J) to be sent tc all“trainees.
From the results, the following statements are made:

The training activities which were designated as having
given "quite a bit" or a "great deal” of help
were those which:

a. Prepared trainees to duascribe what the project
was to do in their individual states.

b. Developed teamwork within the state groups.

¢c. Would have provided for the state meetings
at the close of each day had time permitted,
to transfer the knowledge gained to others
on their team and to clarify any conflicting
ideas among role responsibilities.

d. Provided for the tour and the information
received in the tour of the computer center
at Jefferson City. '

e. Provided the opportunity to have the field agent
interview an administrator, to designate
- descriptors, submit the question to our
retrieval specialist to investigate other
resources in order to answer the question,
prepare the material for the administrator,
and conduct the conference with the adminstrator.

The training activities which were designated as having
¢ been of "some" or "quite a bit" of help were those which
provided:

a. Aid in describing the steps in problem
soiving.

b. E[ncouraged participants to extend their
abflities to communicate orally and in
written form.




c. Aided trainees in identifying cbstructions
and deterents to the execution of their
programs .

The traiging activities which were designated as
having b&&n of "no help" or "some help" were those
which were designed to:

a. Provide within the time limitation the
widest possible range of experiences
within those available topics directly
or indirectly related to present any
future work of the dissemination teams.

b. Assist each training member so he could
describe the essential elements in the
change process.

c. Assist the trainee in developing rapport
with individuals and to engage etfectively
in group processes.

d. Assist the trainees in establishing (forming)
their own realistic and obtainable gcals.

Check Sheet Completed By The Trainees:

. A )
‘A check sheet was provided to the project directors, retrieval
people, and the field agents. They indicated that:
The training program for the project directors
was of some value in the following areas:

a. lIdentifying sources of information other
than ERIC. N

b. Recognjzing that additional consultant
expertise is available outside the State
Department. -

c. Organizing a system to obtain consultant
expertise outside your State Depariment.

d. Learning to effectively catalog and cross
reference materials of all kinds into the
data system.

e. Ildentifying and developing means for using
consultants which include identifying
expertise and competence of consultants
and also the means for injecting these
data into the system for appropriate use.

22
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Project Director's Written Evaluation:

To provide "feed back" information to the Training Team so
adjustments could be made in the training program, the project
directors wrote daily critiques of the training program. In general,
the comments were most complimentary, but as future programs are
planned the following should be considered:

a. Sessions were too long; too crowded; and too
many topics.

b. More individual involvement favored; desired
discussion; role playing; interaction sessions.

c. Dislike the "lecture style" program.

d. Needed more time for small (job likeness for
all states) group meetings.

e. The simulated "field agents and school super-
intendent” programs were very valuable.

f. The retrieval presentations were very good.

g. The participation training the first day was
very good; but needed more time to develop
ideas.

h. There was a need for additional practical
experience.

i. The experiences on Thursday with discus-
sion leaders was most valuable. (Sessions on
“Ways At Looking At A School", "Problem
Solving In The Public School Environment",
"Conflict Management" and "Life As ‘A
Field Agent".)

N j. The terms such as ERIC, CIJE, and QUERY
- should have been explained.

k. The training program provided for clari-
fication of an overall p1cture of the project.

1. Needed more opportunity to attend the
sessions planned for the other groups.

m. The program needed more flexible scheduling.

Written Comments By The Trainees:

In addition to checking the sheets, the trainees were encouraged
to make comments. There were a limited number of comments on questions
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1-12, but all were recorded (Appendix K). The trainees wrote comments
for question 13 which was: Given the time limitations of the first
training session and your present knowledge of the three state programs,
what would you have left out and what would you have put in its place
(a) for the benefit of the group? (b) for the benefit of yourself in
your state role? In general many of these comments were similar to the
ones already listed. |

7. Major Departure From Original Training Plan:

, During the first training program the directors of each of the
state pilot projects, USOE personnel, members of the evaluation com-
ponent, and representatives of the training team assembled to discuss
their views regarding future training dimensions. At that meeting
there was a consensus of opinion that among other things, the experi-

ences iggthe first training session with personnel from the various
states tdearly indicated philosophic and operational differences among
the projects. Therefore, it was decided that if at all possible the
second training session for each of the states should be held on the
site, in the respective states, in order to deal differentially with
the special thrusts, problems and concerns of the personnel in relation
to the operation of their respective programs. In recognition of this
need, the training team, in consultation with USOE, made the decision
to implement this strategy for,the second training program.

In two of the states, South Carolina and Oreggn, it was de:ided
to combine -the second site visit with the second training program. The
strategy employed was problem identification and problem solving
strateqy, selected for three reasons:

a. The programs would have been in operation for a
substantial amount of time prior to the second site
visit and training porgram. C

b. It would be difficult to second guess the kinds of
issues, problems, and concerns that would be related
to the "readiness" stage for training processe$ very
“ much in advance of the training activities if they were
to be related carefully to the states program development
at that point.

c. The problem solving approach was justified to be more
appropriate to dealing with specific kinds of act- -~
ivities having indigenous situational variables where
the intended result was action, examination of action,
and action alternatives based upon examination and
rational discourse. > o

The plan for the two states was quite simple, but involved a fair
amount of risk on the part of the training team. This risk involved:

a. The possibility of encountering educationa1 needs to
which immediate attention should be given, but with
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which this training team was nct prepared to effectively
deal.

b. The poéSibility of the program becoming a gripe session,
a glorified bull session, or both.

c. The possibility that trainees might become very defensive
when their own programming techniques were dealt with,
thus reducing the opportunity for educational progress.

d. The possibility that trainees would be reluctant to put
their real problems on the table.

The plan for minimizing these risks involved:

a. As nearly as possible identifying the broad areas
of major concerns by communication with the states.

b. The selection of training personnel for each state
who would be most likely to be able to deal with
the specifics in the broad areas of concern previously
identified.

c. Providing a program structure for each state after
the site visits and after consultation with all
personnel in the context of their operational frame-
works.

d. Approaching the training session with a "h<iping
attitude"; that is, with the goal of assisting
the trainees to analyze what they were doing and
how they were doing it, raising questions and
of fering constructive criticism relating to these
activities and providing suggested conceptual and
operational alternatives.

The particular strategy employed in each of these two states was
for the training team to come together with the project director on the
evening preceding the scheduling of the training program and following
the site visits for the purpose of building the specific program for the
following day. (It should be mentioned that a great deal of informal
training on a one-to-one basis took place during the site visits and
that some trainees saw this as being a very valuable element in the
training process.) At that time the previously discussed general areas
of concern were narrowed down and the specific topics and methodology
for each topic was established. The training programs in these two
states then began on the following morning. For the specific outline
of the training programs see Appendix L.

For the second site visits and training sessions in Utah it
bezame necessary, due to reasons of scheduling, for the site visits to ,
be separated. However, essentially the same procedure was involved; that

is, the identification of particular concerns and issues in the Utah ;

\v
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program and subsequently building a program designed to assist the
personne} in the Utah project to deal with these issues.

8. Critigue Of The Second Training Program:

Trainees:

‘ There was almost unanimous agreement among the trainees that the
individualization of the second training program in the respective states
was a good decision; that is, they felt, that the individualization of
the programs in their state was more helpful at that stage of their
development than a general program for all states personnel would have
been. (See Appendix M for detailed responses.) Some staff expressed
no opinion on this issue since they had not attended the first training
session. The other main concern expressed ralating to this issue dealt
with the possible alternative of gaining greater specialization in their
particular component activity by a greater amount of time being devoted

- to their specialty-or in interaction with persons-serving the_same .

specialized function in the other states. This is an issue which is a
substantial one to be constantly dealt with in training program design
* in the context of time, resources, and administrative structures.

Secondly, the reaction of the trainees to the content of the Second
Site Visits and Training Program (these were in effecc all training in
a sense) was favorable (see Appendix M). Among the items reported by
the trainees as being beneficial results of the on-site Efaining act-
ivities were the following: &

a. The conceptualization of the multiple components in the
program as one system with differentiated functions.

k. Greater awareness of the need for communication among
project staff and plans for the institution of procedures
to enhance this communication.

c. A higher level of skill and insight into carrying out
their specific, programmatic functions.

d. Greater awareness of the need for follow through.

e. Recognition of the need to deal with priorities in the
management of their time and effort.

f. Greater sensicivity to the matter of "role" delineation,
both from the point of view of specifying relative roles
in the organizational structure and, more particularly,
the recognition of the differentiated roles played by
a given individual with different situational variables
conf ronting him. .

g. More insight and skill in dealing with the problem solv-
ing process, probing beyond a statement of solution or
symptoms to problems and moving from problems to alterna-
tive solutions.
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h. A better understanding of the relationships of the project
to the state education agency and ways of utilizing, more
effectively, the expertise in the state educational agency.

i. The trainees reported that they felt their major
problems and concerns were pinpointed by the train-
ing staff and dealt with effectively. In general,
the comments pointed toward a feeling of trust on

: the part of the trainees toward the trainers, and

B a recognition of the expertise of the training
team, and a feeling that the training program was
dedicated to helping them deal with their problems
and their situation.

j. No major complaints or criticisms were reported by
the trainees.

Training Staff:

a. In general, the training staff was quite pleased with
the development of the projects in the respective
states in the few short months since the first train-
ing session.

b. The training staff felt that the on site, problem
solving approach was very appropriate for the sec-
ond training session and fulfilled the kind of pur-
poses envisioned when the decision was made to con-
duct the session in this nmanner.

c. Members of the training staff felt thay had made
some valuable input into the programs of each of
the states to assist them to move forward; partic-
ularly in the following areas:

1. Improve communications
2. Follow-up procedures
3. Building a data bank and utilizing human
resources
4. Office procedures
5. Problem identification
6. Problem solving - decision making processes
7. Evaluation type activities
8. Utilizing committees
9. Working with people in groups for change
10. Use of ERIC Thesarsus
11. Coding procedures for using QUERY
12. Input and output procedures of the ERIC
system
13. Relationship between retrieval staff
and field agents
14. Establishing goals and priorities
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15. Philosophic and macro dimensions of pilot

dissemination activities

16. Strategies and techniques for diffuston
17. Knowing the client

18. Working in the bureaucracy

19. Assisting in outlining alternatives

20. Working with consultants

21. Intra-staff communications

22. Administration of the coordination

function

23. Coordinating field agent activities with

clients adoption activities

24, Involvement of people
25. Planning for change

While the training staff felt that considerable progress was ac-
complished in the second stages of the training program, it also felt
that there was considerable work to be done both in the conceptual
and executional phases of such matters as the following:

a.

b.

e
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Institutionalizing the programs within the states.

More effective, contiruous commdnication and inter-
locking-ties to various cther components of the state
educational agency.

Commitment to, identification of, and utilization of
expert human resources for the identification and
resolution of specialized educational problems.

Additional refinement of goals and objectives, priorities,
differentiated functions and roles, and expectations
related thereto as they pertain to evaluation, reward,

and reinforcement.

Project monitoring in management systems related to
more clearly delineated goals and objectives (the
relatively open status of these dimensions was not -
unexpected at this stage of development; however, as
the states mave in their other activities more toward
management by\objectives, performancé criteria, et
cetera, and as the projects become more clearly
crystalized in terms of their activities as

weil as the relationship of their activities

to other units in the state, it will be in-

evitable that they will be called upon to

become more specific in their goals and ac-

tivities than they have been in the formative

stages of their development.
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3. The Third Training Program:

As suggested in the May meeting, which was held in Chicago,
[1linios, the evaluation team, after studying the progress for the
past nine months, compiled a check 1list of concerns which was sent
to the training team. The training team made minor revisions and some
additions and forwarded this to each project director (Appendix N)
who distributed the sheets to his staff members for identification of
training needs. These were returned to the training team who analyzed
and compiled the information. .

During July and August the training team‘made site visits.to
each of the states. This was not the ideal time, as some personnel
were on vacation; one was in school, and others we ™. unable to do much
work in their areas because the public school people were on vacation.
It was almost impossible to visit any of the schools where work had
been done.

In planning the third training session, the training team was
cognizant of: ‘

&. The expressed concerns of the trainees gained through
the check 1ist.

b. The comments and recommendations made by the trainees
during the site visits.

c. Comments and recommendations made to the training
leaders by the evaluation team member in August, 1971.

d. The direct suggestions and consultations held with the
project directors and USOE staff members.

e. The questioﬁ? and problems submitted by the retrieval
staff to the training team.

f. The case sggdies prepared by the field agents.

g. An expressed desire on the part of the field agents to
visit a successful Missouri field agent.

The overall objectives were to:

a. Review the expectations of USOE for the individual,
projects.

b. Learn the operations in the three states by seeing
the forms and studying the case studies.

c. Provide speakers and information to answer the ex-
pressed concerns on the check sheet.
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Objectives for project directors, retrieval staff, and field
agents were to:

i

a. Know the operation of the ERIC Clearinghouse; the
procedure for screening information for ERIC.

b. Know the availability of resources in addition to
ERIC.

c. State some of the changes and studies being con-
ducted by USOE pertaining to ERIC.

d. Be aware of the guality of some of the recently
published research in education.

e. Select criteria for screening the abstracts and
alert the irainees to the dangers of making definite
statements on the usefulness of abstracts.

f. Learn procedures for utilizing educational research.

g. Discover additional ways to motivate clients to
utilize the print-outs.

h. Learn how to classify the abstracts into researched
and nonresearched categories.

Objectives for the project directors were to:

a. Become cognizant of methods of keeping c1ient§
informed.

b. Discover new ways to motivate the staff.
c. Explore different types of in-service meetings.

4. Become efficient in recognizing expertise on the
staff..

e. Work out a procedure for granting promotions.

f. Keep abreast of the general program.

g. Educate\lhe staff in “selling" its product to
school systems. -

Objectives for the Retrieval People were to:

a. Assist the trainees in solving the problems they
submitted to Glenn White.

b. Develop a check list for the information retrieval
dissemination function.
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¢. Develop a manual of operational procedures.
d. Lstablish written policies for various functions.

e. Develop approaches to selections of plausible
alternate descriptors.

f. Search portions of the ERIC file which existed
prior to the addition of a given descriptor in
the Thesaurus.

g. Become familiar with the abstracting and indexing
procedures used by the ERIC Clearinghouses and
relate these to retrinval activities.

h. Learn the fundamentals of symbolic logic for
problem statements.

Objectives for the field agents were t¢.

a. Become familiar with the procedures used by agents
in other states.

b. Learn additionat ways of helping the clients under-
stand and internret the information.

.€. Discover additional ways to translate research into
action alternatives.

d. Assist clients in selecting appropriate solutions.

e. Learn how to a:sess the impact of clients and evaluate
the services given.

Tabulation of the Check Sheets of Concerns:

The check sheets to indicate the areas of “great concern’ were
sent to each of the trainees. After these.were returned, they were
tallied and printed as items of utmost concern (Appendix 0). The
advisory committee and training team used these concerns, findings of
the third site visits, and discussions with the evaluation team for
the basis of designing the third training program.

The training team contacted the project directors, evaluation
team, and the members of USOE for advice on selecting people to make
presentations and lead discussions at the third training program.

As each person was contacted, he was given definite expressed concerns
to discuss with his group.

Retrieval Personnel

The concerns expressed by the retrieval people on the one list
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of corcerns were put into categ rics. They were:

a. Identification of exemplary practices

v

Retrieval problems and issues

c. Dvaluation of rctrieval services

d. Developing information packages for targe% groups
. Management

t. Utilization

As the training team planned the training session, it was cog-
nizant of all the expressed concerns under the above topics and
speakers and discussion leaders were given definite responsibilities
to cover these (Appendix P). -

The training team asked the retrieval people to submit some of
their actual problems to Glenn White. Numerous problems were submitted
and Glenn White designed his entire work session around these-Qroblems.
Since these problems were submitted several months before the training
session, there were changes and updates by telephone contacts with
some of the retrieval people.

The general cbjectives for the session were to review:
&

a. The retrieval problems submitted by various states.

b. Abstracting and indexing procedures used by the
ERIC Clearinghouses and relate these to retrieval
activities.

c. Procedures for determining the extent of agreement
on the relevancy cf a set of abstract.

d. Approaches to selecting plausible alternate de-
scriptors to search portion of the ERIC file which
existed prior to the addition of a given descriptor
to the Thesaurus.

e. Fundamentals of symbolic logic for problem statement.

Nffice Procedure and Forms of Retrieval Office

During the three site visits there was expressed dé€sire on the
part of the retrieval personnel to review the procedures of the
other two state retrieval offices and discover how they had adapted
the material presented to them during the First Training Session. An
afternoon was set aside and each state retrieva: gvoup showed and dis-
cussed procedure and forms.
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Late; in the training program, a member of the training tean
worked with the retrieval personnel and project people to initiate the
writing of a manual for office procedure.

r

The objectives were :

a. Develop a check list for the Information Retrieval
and Dissemination function.

b. Develop a manual of operating procedures.
c. FEstablish written policies for the various functions.
d. Request each state return a copy of the results to

Univeristy of Missouri-Columbia and send copies to
the other two states for examination.

Case S*tudies For The Field Agents:

. &

Again when making the site visits, the field agents expressed
how much they had learned when discussing a definite case study. For
one session of the third training program, each field agent was asked
to review one of his case studies. This was to bring about interaction
among the field agents and learn new ways to improve their effective-
ness. Their guidelines were:

a. For each field agent to review one of his projects
(cases) with the group.

b. For each field agent to nse a grid to analyze the
project (case) reviews.

c. Through the use of the grid, the group would discuss
the projects (cases) in terms of how to improve
field agent procedures and effectiveness.

In addition the field agent was prepared to discuss:

a. The various roles he played in this case study.

b. The follow-up he did at the time and any future
follow-up planned.

c. If he would do the case again, how he would handle
the case. ,

d. Any "Tricks Of The Trade" of being a field agent he
would like to relate.




Making Plans To Visit A Successful Field Agent In Missouri:

During the third site visit the trainees mentioned that it would
be extremely valuable to visit a successful field agent in Missouri.
Since Missouri does not have the educational field agents, the training
team identified several industrial field agents in the Kanses City area.
This field experience was made opticnal and was $cheduled after the
«three day training session. Letters were sent to the seven field agents
and of this group two expressed a sincere interest in spending the ad-
ditional day.

The training team made detailed plans for this experience.
One of the field agents decided to participate, and he declared it
most profitable.

The planned program for the Third Training Program (Appendix Q)
was mailed to the project directors, retrieval personnel and field
agents to review and make recommendations. A week before the training
program, the associate director called the project directors 'to get
additional comments.

Evaluation of the Training Program By The Evaluation Team:

A "relevance/involvement/effectiveness"” rating scale was constructed
by the evaluation team to measure effectiveness of the Third Training
Session. This was presented to the trainees the first morning of the
training session. The findings are given in Appendix R.

In addition, each trainee was asked the following question: "You
have been in the business now for around a year and we have quizzed you
a number of times on your training needs. We feel you might now be able
to tell us some of your suggestions for: How you would like to-be
trained? How would you have strengthened or improved the third training
session?" (See Appendix S.) In general the reaction was as follows:

a. The training session was informative and the group con-
sidered this third training session the best of the
three.

b. The material covered was relevant and useful and involved
group participation.

c. The training with White, Persell, and Hoff was valuable.
Many would have continued this type of training.

d. The field agents desired more time to meet together to
discuss problems and work with people in the field.

e. The field observers from the evaluation team should be
included in the training sessions.
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f. The trainees should have the opportunity to hear specialists
in the academic areas to gain adequate insight into what is
happ&ning in the field of education.

a. The group was pleased with the amount of growth which had
taken place.

To summarize the entire training program, the researcr associate
outlined the subjects dealt with during the training project. To make
this valuable the objectives stated in the proposal submitted by the
University of Missouri-Columbia are coded by items in the out11ne
(Appendix T.)

During the year and one-half that the University of Missouri-
Columbia was involved in the Pilot Training Program, the training
team kept a log of the activities involving the projects. This included
the amount of time spent on each phase and the persons involved (Appendix
uj.

IV. INTRUDUCTION TO WORKING BELIEFS AND
OBSERVATION OF TRAINERS

This section of the report is intended to expand upon the actual
activities and more specific characteristics of the training program
described in other sections of this report by dealiny with certain
observations and beliefs of the trainers which relate to the projects,
project personnel, situational variables and operational activities.

The material in this section can only be viewed as insights, beliefs,
biases and/or observations of the trainers based upon a combinatyon of
their own backgrounds interacting with their experiences in the training
program.

The material in this section is, to some extent speculative but
not fictional. It represents the outer fringes of this project but,
in the long run and to the extent that these observations and insights
are verified or refuted in subsequent, similar efforts, this section
may well offer more merit than the more “objectivity” documented material.
Its primary value may lie in a set of observations from a particular
"vantage point". For example, the concept of a mountain range may be
quite different from a person flying over it than from a person trying
to navigate it on foot .

Nothing herein is intended nor should be interpreted as attributing
motives to any project or person. Rather it represents an attempt to
state the views of the trainers representing their conception of things
as they were--not why they were. These were phenomena which the
trainers believed to be present and which had to be taken into account
in the developemnt and implementation of the training program.

As has been stated in other areas of this report, but needs to be
emphasized here, the training staff has great respect for the dedication
and integrity of those involved in this project.
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The method used to gather information for this section was the
interview method. A conceptual medel for the interviews was adapted
from Havelock"s Planning For Innovation Through Dissemination and
Utilization Of Knowledge. This model consisted of topics developed
by Havelock and selected because they offered a relevant way to organize
each trainer's observations.

A research assistant interviewed each major member of the training
team and recorded the observation-interview schedule. The material was
then synthesized .and presented to the "team" for review, clarification
and correction. The material which follows is the result of that process.

A. Role Of The Trainer

The training staff members' concepts of their roles varied, Their
views of their roles ranged from a directive role, through a counseling
role to a linking role. There is some evidence that these roles changed
according to the timing and purpose of the training project. The trainers
considered themselves linkers primarily in the sense that they were
able to link their experience to the trainees. The trainers were, in
general, able to utilize their extensive experience to praovide information
where research literature was lacking. Several trainers were able to
use research in specialized areas such as data processing. The train-
ing staff did give examples when they could be directive due to the
force of their knowledge authority.

A great deal of time can be spent by professionals building up
barriérs to service. On the other hand, .0ften the professional client
relationship can serve to guarantee a quality of service. «(Havelock,
1969, 3-22.) The trainer-trainee interface of the pilot program did
not seem to contain factors similar to the professional client relation-
ship even though the trainers were professional people. Service was
not limited significantly; control over the trainee was desired by some
of the training staff, but trainers had only very limited control.
Feedback did not seem to be significantly impaired. There is some in-
dication that project. staff members were limited in their choice of
service, but this also seems insignificant. The training project used
quality people who had professional standards. In every case they
seemed conmitted to providing the best,possible service.

Several personnel worked with restricted time allowances but others
were flexible enough to meet any demands of the program. The limits
were on the opportunity to train rather than the capacity to train. The
value of the training was somewhat limited by the lack of a pre-service
training base, lack of initial specific program goals and objectives
and on occasion some reluctance on the part of the project directors to
always view their project operations critically and openly with the training
team. There were the expected 1imitations caused by waste due to hesi-
tancy, bureaucracy, and other inadequacies.

Limited control over the trainee, not particularly relevant to
training reinforcemtnt, was provided by control over expense accounts
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during the training program. Project staff members had some obli-
gation to participate because of the program terms. The strongest
control available to the training team was the control resulting from
the trainers' knowledge and experience. There was some question among
the trainers as to whether control other than this authority of know-
ledge was necessary. More control would have been necessary to insure
immediate success, direct behaviors, and reinfarce trainers. Control
was felt to be unnecessary to meet the objectives of the local projects
or to develop trainee independence. The trainers felt that in this kind
of training situation, it was more advantageous to make suggestions
which were usually carried out than to make demands.

The trainers spent a great deal of time ceveloping feedback.
Social interactions and visitations were encouraged. Relations with
the trainees were established on a first name basis. ’About one third
of the time spent with the trainees was involved in social situations
where rapport developed. The purpose of these attempts was to eliminate
the status and power differential in favor of increased communication
(Havelock, 1969, 3-23). °

The trainee was prevented a choice of service primarily as a
result of the necessity for the trainers to present a single program
with finite resources. The project staffs were given every opportunity
to shape the training program through their suggestions and recom-
“.mendations. Trainee input into the first training program was limited
by the inability of the dissemination projects to hire all their per-
sonnel by the time of that program. The major project staff request
left unsatisfied was the one for demonstrations by experienced person-
nel. The trainers had the knowledge and capacities to do demonstrations
for the trainees, but they did not consider it part of their role nor
wise when visiting the states such a short time. Interproject visit
ations were generally not feasible for finangja] reasons. :

No objective standard was applied to the service provided by
the trainers. The major criteria applied by the trainers was that of
relevance. The trainers strove for the best fit of service to needs.
Training project administrators, with recommendations from the project
directors, evaluators and USOE, attempted to maintain a high quality
of service by selecting the best qualified trainers and resource
personnel. '

L

'B. Mata Collection
1. Barriers:

As the training team examined the barriers they realized they
were outnumbered by the positive results. The barriers to data col-
Jection by the trainers included the expected problems of time and
finances. However, the state project directors were most fe1pful and
prompt in supplying the requested data for the training team. The
project participants were willing to answer the questions submitted by
the trainers. However, on several occasions there was some hesitancy to
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always take the trainers into their complete confidence. This could
be tied to the fear that the trainers worked in a evaluative role.

It appeared that the state department consultants did not always
place the project on their "high priority”list. The trainers realized
the state department consultants had full time responsibilities to their
own activities independent of the dissemination projects. It would have
enhanced the operation of the State Dissemination Projects if they could ~
have been involved in more of the activities. This problem could have
been effectively solved if the position of the project director in the
department would have been at a level which would have given them admini-
strative authority over the units in which the state consultants worked.

One additional barrier involved the failure of the evaluation
project to retubn data that was considered satisfactory to the trainers
for maximum usefulness. In this regard there was a built-in ambiguity
between training and evaluation due to the nature of the evaluation
design which required the evaluators to be, in part, trainers as well
as evaluators. :

2. Data: —~

-

Types of data which were collected by the training team apart
from task needs included personal vdlues and needs, vested interests,
anterpersona1 relationships, and communication links.

a. Personal Values

The values observed by the trainers inciude
service values and a generalized newness value. With
regard to social service value, many of the program staff
members felt very concerned about helping children. They
felt that education was vital to the development of
children. Many expressed the conviction that education
must be improved. Many could see immediate changes in
educational programs. A few had difficulty adjusting them-
selves to the fact that they were only part of an organiza-
tion that was not likely to have an immediate and dramatic
effect on education.

b. Vested Interests

Several vested interests having an affect on the
training program were reported:

1. Higher education institutions and SEA's
sometimes view one another as competitors
in the field of knowledge dissemination
and utilization. However, in a rew instances
pruject staff did utilize the expertise of
faculty from institutions of higher education.
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2. There was indication that the pilot dis-
semination project should be viewed not
as an end in giself, but rather as a part
of a total diSsemination program of which
ERIC was another part. This seemed to
result in an emphasis on a quantity dis-
tribution of ERIC material instead of a

quality distribution. :

3. What may be the most dynamic of the vested
interests involved the feeling by the
trainers that the states were using the
dissemination program as a vehicle for their
own change. Though these vested interests
were considered by the trainers they did
not present any major obstacle to the
training project.

c. Interpersonal Relationships

/
-

Personal needs identified by the trainers included

a need for social acceptance, recognition and achieve-

ment, personal meaning and importance, job satisfaction,

and security. The need for social ‘acceptance included

a need for reinforcement from a simplistic system of

values. This could have impaired the communication

of direction, reinforcement and support.

.
d. Communication Links

The trainees were involved in a fairly complex net
of communication 1inks while on their job. The Tinks
of concern to the trainer were the ones capable of
transferring the trainee information about his“job.
The strongest of these links was the link between the
field agent and his clientele and the link between the
field agent and the retrieval staff. Many staff members
developed strong links with the field observers of the
evaluation project. These observers were well-educated
university personnel, who, from their objective viev-
point, were capable of presenting useful advice. Other
similar links were maintained with USOE personnel. The
links developed at workshops and conferences seemed
strong in some instances and weak in others. Staff in
similar positions in the project did generally communicate
with one another, but there were several instances of
this communication being inadequate. Though there
were several cases of field agents and retrieval staff
traveling to visit similar personnel in other states,
more of this would have been desirable. Links with
ERIC centers and other educational research centers were
maintained. In some cases during the early stages, links
were weak between the directors and their subordinates.

©
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However, this problem was dealt with in the second training
program.

The trainees can be identified as having been a part of a number
of systems and organizations some of vhich were probable mure impor-
tant to the trainee than their job with the dissemination project.

On the immediate level, the local target school districts had the

large measure of control of the employment of the remainder of the
project staff and directly or indirectly provided the salaries for all
the staff. Should the project fail the trainees would have to be
concerned about their relations to local schools to enable their future
employment. On a more remote level the trainees were responsible to
USOE as the project funding organization. Their relation to the
evaluation project would to some extent determine whether they would

be with the project, should it be refunded.

C. Research

In order for the project to begin on schedule, it was necessary
that trainers be §elected who could provide useful information from
their own education and experience. The trainers definitely brought
a large amount of quality experience to the project which, by and
large, substituted for the lack of formal research literature in the
field. This experience involved an extensive amourit of informal *
research done while the trainers were employed in programs with objec-
tives and structure similar to the pilot state dissemination program.

Most of the research effort of the training team was spent in
reviewing the literature to search for materials having applicability
to conceptual and application dimensions of the information process,
its sub components and special topical areas which arose during the
duration of the training project. .

In spite of the limitations the training staff members were able
to develop some research data. Most of the research effort was spent
developing training materials and locating resources. A bibliography
of research on change was developed. Several training problems and
needs were researched in depth. Subjects researched include: the use
of committees; other programs of training for change; an adaptation
of extension methods of change to the dissemination projects situations;
goals of USOE; and adaptation of retrieval center programs to the pilot
project.

w

D. Interpretative Schema For Planning

N ‘Trainers used a variety of conceptual schema to analyze and
interpret the raw data which they collected. As a general approach
they compared their observations of the dissemination projects to ex-
pectations they had developed through their experience with the
University of Missouri Extension Program. Another general approach
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involved the comparison of the self-concept of the project staff to
the actual situation. .This process included finding out what the
trainees are doing; having the trainees verbalize what they are doing;
pointing out to the trainees any inconsistencies between fact and
their verbalization; and allowing the trainees to develop new con-
ceptions of what they are doing that are more consistent with the
obscrved fact. The training team also attempted to view the whole
program as a unit with each d'mension a subpart of the unit. They
then attempted to relate each part in a way such that the whole operated
as a unit, yet each part retained its integrity and Sphere of in-
fluence. On a practical level comparisons of alternatives were

. made in terms of the most probable benefit compared to the anticipated
cost. A great deal of common sense and sensitivity came into play
including practical knowledge about how people behave and why.

-

N E. Communication, Collaboration and
Implementation

Two way communication between the trainers and trainees was a
goal. Interpersonal contact between trainer and trainee was emphasized
during site visits. and training sessions. Directed sessions including
lecture-type situations were always open to discussion and questions.
(Such communication has been found to be helpful when complex inform-
ation is required to bring about attitudinal, behavioral or moral changes
[Havelock, 1969, 9-25].) In addition to communication during the
training sessions, a fair amount of communication occurred outside
the training session. Informal communication which was recorded as
taking place between the training project, through its administrative
office, and the various other projects.

Any interruption of this communication process was a prime con-
cern of the trainers. Various barriers to communication had been identi-
fied by the trainers.

growth during this training period. It was apparent the members

were well choseén for their assigned positions. Some reached a level
cf sophistication, and all were enthusiastic and eager for information
and ways to improve to expedite their work. However, even with these
attributes, this report must include some barriers to help future
projects in their planning.

The traiz;rs do not hesitate to state there was tremendous

1. Barriers:

a. Self-Actualization -

1. It is important for each project member to de-
velop a job description of his role. If this
is not developed, there is a tendency for them
to be naively idealistic and unwilling to face
the hard realities of their role.

41

~
(LA
o




~a

The need for recognition and achievement
expressed itself as a wiliingness of the
trainees to sacrifice quality for quantity.
Though the success of the project was im-
portant to the trainees, they sometimes
placed emphasis on quick turnaround time and
an immediate response. ,

3. The physical isolation of the field agent
from the project office made it difficult
for him to receive the recognition and
support that he needed for his task of
developing rapport. This problem was-
alleviated by providing the field agent
with data to help him anticipate and
overcome personality conflicts, adverse
publicity and other aspects of his inter-
personal xole.

4, The trainees expressed their need for
meaning and importance by their feeling that
what they were doing must make a difference.
They wanted to be of service to children.
Some trainees wanted to be credited with
the sole responsibility for a change rather
than wanting to be dnly a part of a
larger picture. The need for security was
indicated by theix_concern for project sur-
vival and a certaindeference to the eval-
uation project and the funding organization
(USOE) .

b. Interpersonal

The primary interpersonal relationship of concern was
the relation between the leader and his follower. The be-
haviors of the leaders involved with the project, as a
whole, presented some problems to the training staff. Even
the leadership provided by USOE and SEA personnel lacked
direction and adequate support for the staff of the project.
The interest of these official visitors in the .training
program tended, at times, to overshadow the interest of the
project staff. Variations in the advice given out by these
visitors tended to increase the effort required by the trainers
to serve the trainees. There seemed to be a good deal of
ambivalence on the part of the project director to move
vigorously in all areas of the project. These various
problems will not be explained byt various clarifying
suggestions can be made for ¥ existence.

1. The fact that the dissemination organizations
were new suggests that project directors were
forced to take time to think through for
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therselves ramdficetions of alternatives,

2. The pilot nature of the program with its buiit-
in flexibility and lack of specificity with
rcgard to goals, roles, and procedures resulted
in a qreat deal of uncertainty,

[O%)

The administrative and operational structuices
for field agents also contributed to uncertainty
as to expectations, role, and accountability
between state and local or intermediate units.

4. The physical decentralization of the project no
doubt added to the communication problems between
the directors and their staff.

c. Psychological Factors Relating To Trainers

B

The concepts of trainer status and credibility were the
psychological factors relating to the trainers that developed
the training project. The organizational status of the trainers
was reduced by the project's emphasis on close interpersonal
communication; however, the status developed by the trainers
because of their knowledge and experience was sufficient to
assure the trainee's attention. Some trainers did have higher
positions than the trainees in organizations outside the
training projects, but this was not always the case,; Trainees
seemed to feel that SEA personnel had high status. The
trainers felt the trainees would have had greater influence
if their status had been higher in the SEA.

The concept of credibility was the other psychological
factor relating to the trainers. The training staff were
generally able to develop credibility through their grasp of
relevance of their background. For example, information on
how to run a school would be questioned if the trainer did not
have administrative experience. Some project staff did tend
to question the applicability of university extension concepts
because of an apparent negative association with the field of
agriculture. It appeared that those trainers associated with
the university rather than an SEA were sometimes suspect
perhaps because of divergent philosophical orientation between
the two organizations.

d. Psx;holqgical Factors Relating To Trainees

Psychological factors relating to the trainees will be ex-
pressed as attitudes observed by the trainers. There were several
instances of trainees' unwillingness to recognize their problems.
This was not nearly so common in the technical areas as it was
in areas where human relations were important. At first, the
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Crodect circctors Groparticuiar were oot always willine to
recounize their fuli yesponsibility to their subordinates

in the preoiect. Toward the end of the training program,

the members of one project felt they had grown and deve luped
co the otate of independence.  This was the aeal for all
projects. some  project directors seemed to have the
attitude that everything was tine and were hesitanl Lo discusy
specific probiems that might 7ave oxisted in their projects.
The dissemination proiects generally did net seem to feel that
the expert interpretation of research by subject in the iignt
of local +ituations was necessary. This attitude tended to
block full utilization of dissemination and utilization
models. The trainees appeared to have an inadequate notion

of the complexity of relevant knowledge dreas; as & resul t
they expected that the relatively short first training session
would adequately prepare them for their job. There was

also some resentment on the part of trainees to the demands
made during the initial training session, including full

day and evening sessions. The evaluation project distributed
a questionnaire which appeared to irritate some of the trainees
during the first training session.

e. Factors Relating To Training Segggnce

Selective exposure, and follow through are concepts
relating to the training sequencing of the training project.
Selective exposure involves the idea that trainees more
readily assimilate information if it is closely related to
their own needs. The training team generally took this into
account as a result of their emphasis on meeting the trainees’
needs. The main problem occurred during the first training
program because trainers were not able to assess the needs
of the trainees who had not been hired prior to the training
session. The training staff felt that they should have insured
that the attitudes and perceptions of the :ogjedt staff
trainees were ready by allowing more time “or them to discuss
their various precjects and the skills, knowledge and abilities
required to perform efficiently. There was indication that
the project directors felt that the group training programs,
which were usually aimed at the majority of the project staff,
tended not to be keyed to the directors’ needs.

Follow through by the trainers was not a probiem because
the trainers were careful not to promise what they could not
deliver. Follow through was hindered, however, by the 1ong
time gaps between training sessions. feedback time was length-
ened by the large geographical distances involved. Fellow
through became somewhat i-regular when some action by project
staff was required.

f. Institutional Factors

The pwimary institutional barrier resul ted from tne problem
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of mavginality. The vdarious nrojects were somewhat rmarginal
with the respect tc one another ani to supporting organizations
such as USOL and SCA's. Areas of responsibility weye never
adequately delineated. Project personnel found that they

were sometimes in conflict with non-project personne’ ecause
of a role overlap. Sometimes field agents had difficulty
reconciling strong responsibiiity to the local school districts
and the StA. The dissemination projects position in the SCAT
did not quarantee accessibility to state specialists.

Finally, there was some lack of commitment of the trainees

to the trainers as a result of the diffusion of control over

the program as a whole.

Another barrier resulted from the difficult relation
between the evaluation project and the trainers. The evalua-
tion project did not always supply project evaluation infcrmation
that was seen as adequate by the training team. They did
supply the dissemination projects with suggestions and feed-
back throughout the program. The maintenance of objectiwity
of the evaluation project through its isolation was, nc doubt,
a worthwhile endeavor; however, additional means of assuring
the full cooperation between the evaluation project and the
training project must be provided. :

g. Language factors

Several language barriers were developed from trainers’
observations. The most serious arose from the general
negative association with agriculture. Illustrative state-
ments couched in agricultural or even extension terminology
were very poorly received. Trainers had to translate such
statements into terms more acceptable to the trainees before
they would be assimilated. Scme of the trainees were very
sencitive about terms relating to roles and tasks. These
terms seemed to carry with them implications and connotations
beyond the meaning of the words. The best example of this is
the fact that the fie:.d agent described by the USOE is referred
to as a communication specialist and a resource agent in the
state projects. Such differences in terminology indicate
differences in underlying structure which make generaliza-
tions about the projects difficult.

F. Accountability

. There were essentially three components, the operating projects,
the evaluation team and the training team, all of which had contrac-
tual accountability to USOE with some built in accountability to each
other in a general way. Beyond this, however, accountability in the
normal sense of its use was very diffused and often vague. This, of ,
course,was not unexpected and was, in fact, an integral characteristic of

the project. However, this phenomenon did present some problems of a
different kind than those which exist in a linear project where respon-
sibility for operation, training and evaluation exists in a single
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organicational and administrative structure.

There were few coercive powers vested between the three
components and little financial accountability between projects thus
necessitating a fairly substantial degree of project monitoring at
the operational levels by USOE.

There were observable concerns among some project staffs with
respect to accountability. These concerns manifested themselves in
the following general areas:

1. Attempts to get clear in their minds the nature and
dimensions of the “game."” This seemed to be move '
pronounced, predictably, among field agents than
retrieval staff. ~ ¢

2. Some confusion on the part of all concerning
accountability to local or intermediate units, SEA and
beyond. -

3. A relatively strong apprehension concerning the ac-
tivities, purposes and possible conclusions of the
evaluation component in spite of several attempts of -
the evaluation team to clarify their concerns. Staff
in the projects seemed to be looking frequently for
"hidden agenda" in the evaluation process which might
affect their "rating.”

G.  Management and Organization

Trainers were generally satisfied with the management of the
training program. A1l indicated that more training time was desirable
but none indicated that they were -overloaded by the schedule uses.
Both training project administrators indicated that they had spent
additional effort that was not reflected in their budgeted commitment.
The administrators did encounter scheduling problems that interfered
with the performance of the program. For example the best time to
schedule the third site visit was during the summer. During the sumer,
however, many aspects of the program.were not active. Schocls were
closad and some of the project staff were on leave, on vacation, or in
school. The training staff members were generally pleased with the
training project administrators' ability to keep the program flexible
to meet the needs of the trainees.

V. CONCLUSIONS AND RECOMMENDATIONS

The training project proceeded generally along 1ines established
in the proposal. The progress of the project, within the limitations
of the proposals and local conditions, were satisfactory to the
trainers. Changes which did occur during the course of the project;
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for example, tne decision to have the second training session held

in each state for that state project's staff, were consistent with

the overall project objectives of meeting individual needs. The

major accomplishment of the project was the facilitation of any
success that the various state dissemination projects will ultimately
enjoy. The training staff did feel satisfied that it was, in part,
through their individual efforts that the state dissemination projects
were able to set up and make operational the beginnings of D-U
operation in each of the three states.

, Several recommendations can be made that would improve future
cfforts in the same direction as this training project.

1. A more adequate research base needs to be developed.
The training team was not unduly handicapped by this
Tack as a result of their extensive experience with
extension programs; but persons engaging in training
activities of this nature without some experience
with an extension type system may find considerably
more difficulty with the many facets, often subtle,
of this kind of program.

2. Future dissemination organizations need to have a
more definite organizational structure, a higher
position in the total organf¥ational hierarchy, and
a clearer relationship to the total organization.
Flexibility needs to be maintained but there seems to
be no reason why roles and priorities cannot be
established. . :

3. The nature of the project needs to be brought more
in line'with the specialization of modern bodies of
knowledge. Ways to assure that content specialists
in education are utilized in the interpretation and
application of research information must be developed
with care. The generalist and the process person has
a vital role, but specific problems require specific
expertise. ‘

4. Assumptions should not be made about the
trainees' readiness for training. Care must
be taken by a training team that the trainees
spend a great deal of ‘time discussing their
tasks and the nature of the training program
prior to the beginning of training. The trainers
should take this opportunity to assess trainees'
expectations and attitudes. The training program
should then be adjusted accordingly.

. 5. Extensive research needs to be done into the
relation between training and evaluation. Care-
ful thought and investigation must be given to the
possibility of conflict of interest in a formative



evaluation process, and particularly the nature

of the relationship of this kind of evaluaticn,
both positive and negative, to the operation of *
a training program. It is very likely that the
formative evaluation process mitigates against.a
separate training component and that training, in

a project ytilizing formative evaluation, should be
conducted under the -aegis of the same agency res-
ponsible for evaluation.

6. Educational change through information dissgmina-
tion is a very complicated process requiring,
for maximum success, a great deal of inherent
ability, knowledge,*skill and insight - far too -
much to be dealt with effectively with on-the-job
training. A program of pre-service education of
at least one year in duration, outside the
pressure of the job and organizational configura-
tions, should be developed to 'supply a cadre of
minimally qualified entry level people for this
kind of position.

e
7. There is great concern with "packaging".and
“transportability.” There is no doubt that in-

: formation can be packaged and tranported. This
has been done with books for «fany years. However,
great caution needs to be exercised in the packag-
ing and transporting of training programs. It 1s
the point of juncture between information and
personal and situational variables which is the
critical aspect of a training or gducational
program and this can be supplemented but never
replaced by a packaged program without great
sacrifice in quality. There is no adequate sub-
stitute for expert human resources to deal with
problems and issues which are dynamic in character.
In fact, the whéle notion of the use of inter-
personal link in the dissemination and utilization
process is built on this concept. Education for
dissemination and utilization or anything else
can do no Tess and maintain the quality it should
have.

F 4

8. Actual visitation, site visits, as frequently

| as possible is vital to a training program of
this nature. A great deal of "guts" insight
and training can take place in this context as
well as the development of items for needed
attention in more formal training activities.

9. Appropriate dosages of project intervisitation
on functional®basis needs to be built into
training activities. These can be useful in
dealing with morale, transfer and expansion,
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idealism and creativity. However, these should be
structured and "supervised"” by a training
component to achieve maximum benefit.
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Appendix A
Personnel and Attendance
UNIVERSITY OF MISSOURI-COLUMBIA
COLLEGE OF EDUCATION AND UNIVERSITY EXTENSION COOPERATING

Advisory Committee and Training Tean

Name

A. Sterl Artley
Prof. of Ed.
UMC

Edward C. Carroll
Director-Library
UMC

Donald Fancher
Asst. Dean
Extension Div.
UMC

Carl C. Fehrle
Assoc. Prof.
of Education
College of Ed.
umC

Larry A. Hale
Consultant for
University Wide
Extension
University of Mo.

Randel K. Price,
Director

Training and Staff
Development
University Wide
Extension
University of Mo.

William W. Hoff,
Cnordir.ator
Technical Reference

center
UMC

Reégonsibi]itx
) \

Advisory Comi;.ttee
Advisory Committee

Advisory Committee

Associate Dir. of
Pilot Training
Program

Advisory Committee
Instructional Staff

Advisory Committee
Instructional Staff

Advisory Committee
Instructional Staff
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Attended

st Training
Program

st Training

Program

1st Training
program and part
of 3rd Training
Program

Organizational
Meeting-Aug. 12
& 13, 1970
Columbia, Mo.
A1l 3 Training
Programs

A1l 3 Training
Programs

A1l 3 Training
Programs

A1l 3 Training
Programs



Nane Responsibility Atterded

——e— e ———

Charles H. Koelling Dir. of Pilot Organizational

Director, Cont. Training Program Meeting-Aug. 17 &

Professional Ld. Instructional Staff 13, 1970

Prof. of Ed. Columbia, Mo.

UMC : A11 3 Training
Programs

Paul T. King Instructional Staff 2nd Training

Director, Tasting Program for

and Counseling South Carolina

Services

uMC

Glenn White Director of A11 3 Training

State [Department Research Programs

\ of Education Instructional Staff

Jefferson Bldg.
Jefferson City,

Mo. 65101
OREGON BOARD OF EDUCATION
942 Lancaster Drive, N.E.
Salem, Oregon
Name Title Attended
George Katagiri Project Director Organizational
Meeting-Aug. 12 &
13, 1970
. Columbia, Mo.
A1l 3 Training
Programs
Jack K. Bech Retrieval A1l 3 Training
‘ Programs
) Michael Call Retrieval 3rd Training
— Program
Sondra Isom | Retrieval 2nd Training
Program
Rosellen Moser Retrieval A1l 3 Training
Programs
Stephen N. Stivers Area Specialist A1l 3 Training
Programs
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Natie irlie Altended

Robert A, tussell Areg Speciaiist nd and 3rd

}‘ \11\1"\,V D;*e*.," e
¢ (SO R AL S | !Lk_{l\“
- h

RESELRCH INFORMATION SECTION
STATE DEPARTMENT 0F EDUCATION
1208 Rutledqe Building
Columbia, ~th Carolina 29201

W. L. Ellis

Diara J. Asrworth

Tamara D. Crolley

Alfonso J. Evans

Eilene Folger

filen Tollison

Jane 4. Ness

Jeanie Dolan

Sharon _. Gibson

Sonja Evans

Sam Greer

Title

Project Director

Chief Superisor
Communication
Specialist

Communication
Specialist

Iaformation
Analyst

Information
Processor

Information
Technician

Information
Technician
Chief Secretary

Cler< Steano

Stete Consultant
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Attended

Ist Iraining
Progran, Part of
Znd Training
Program

All 3 Training
Progrems

A1l 3 Training
Programs

A1l 3 Training
Programs

A1l J Training
Programs, Organiza-
tional Meeting-
Aug. 12 & 13, 1970
Columbia, Mo.

2nd and 3rd
Training Programs

2nd Training
Program
2nd Training
Program

2nd Training
Program

2nd Training
Program

2nd Training
Program {(part)



UTAH BOARD OF EDBUCATIOCN
13¢ Last South Temple
Salt Lake City, Utah 84111

Name

NKenneth P, Lindsay

Kathleen Walleutine
Cavid G. Church
Jerald S. iHawley
Norman Kohler

Voyle L. Munson
Ruth Neilsen
Shirley Ayres

Maxine Lorenson

Eleine Osborne

Elsie Dee Adams

Allen Abuer

UTAH

Title

Project Director

Retrieval

Field Agent

Field Agent

Field Agent

Field Agent

Field Agent

Secretary to

Field Agent

Secretary to
Field Agent

Secretary to
Field Agent

STATE DEPARTMENT PEOPLE

"Yedia Specialist

Specialist,

Social Studies

Attended

Organrzational
Meeting-Aug. 12 &
13, 1970
Columbia, Mo.

A1l 3 Training
Programs

M1 3 Training
Programs

3rd Training
Program

A1l 3 Training
Firograms

All 3 Training
Frograms

1st Training
Program {(part)

2nd Training
Program

2nd Training
Pragram

2nd Training
Program

2nd Training
Program

Znd Training
Program

2nd Training
Program



Mame

Jewel Bindrup

Don Clark

Mary Cooley

5i11 Cowan

Jay Donaldson

Brent Gubler

Vola Hancock

£i1liot Howe

Craig Kennington

Robert Lunnen

Florence Magleby

Lerue Winget

Title
Specialist,
Languaac Ar

o

Specy. -st, Math

Utilization Officer,
Utah Tech. College

Research Asst. and
Acting Coordinator
of Title III, ESEA

Specialist, Ed.
Testing and
Measurement

Coordinator, Adult
Education

Specialist, Reading

Specialist, Foreign
Langrage

Coordinator, Title
I, ESEA

Procurement Super-
visor Manpower
Development &
Training Act

Specialist,
Remedial Programs

Deputy Superin-
tendent Office of
Instruction Services

Attended

ind Training
Program

Znd Training
Program

2nd Training
Program

Znd Training
Porgram

2nd Training
Program

2nd Training
Program

2nd Training
Program

2nd Training
Program

2nd Training
Program

2nd Training

~Program

2nd Training
Program

Z2nd Training
Program



U.S. OFFICE OF EDUCATION

Name
John M. Coulson
Research Associate
Division of Practice Improvement
National Center for Educational
Improvement
Washington, D.C. 20202

Thomas 0. Clemons

Director

Division of Practice Improvement
National Center for Educational
Improvement

Washington, D.C. 202072

Richard Elmdorf

Division of Practice Improvement
National Center for Educational
Improvement

Washingten, D.C. 20202

John Newfield

Office of Education Fellow
Division of Practice Improvement
National Center for Educational
Improvement

Washington, D.C. 20202

Attended

Organizational Meeting, Aug. 12
& 13, 1970, Coiumbia, Mo.
1st and 3rd TRaining Programs

Organizational Meeting, Aug. 12

& 13, 1970, Columbia, Mo.

3rd Training Program

3rd Training Program

COLUMBIA UNIVERSITY in the City of New York

Bureau of Applied Social Research

605 W.

115th Street

New York, New York 10025

Name Responsibility Attended

~

Sam o.

Karen S. Louis

Sieber Evaluation Team

Evaluation

1st and 3rd Train-
ing Programs,
Organizational
Meeting-Aug. 12 &

13, 1970, Columbia,Mo.

1st Training
Program, Organiza-
tional Meeting-Aug.
12 & 13, 1970
Columbia, Mo.
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Name

Loya Metzger

Matthew B. Miles

OREGON

Ruth Leeds Love

<QUTH CAROLINA

Mark H. Weiss

UTAH

Ivan Muse

Raymond Whitaker

Wesley Larson

Name

Milt Baum

Dir. of Personnel and
Community Relations
State Dept. of Ed.
Salem, Oregon 97310

Responsibility

Evaluation Team

Observer for
Columbia Univ.

Observer for
Columbia Univ.

Observer for
Columbia Univ.

Observer for
Columbia Univ.

Observer for
Columbia Univ.

RESOURCE PEQPLE

Responsibility

Resource
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At tended

et e et v e

3rd Training
Program

Urganizational
Meeting-Aug. 12 &
13, 1970, Columbia,
Mo.

nd Training
Program

Part of 2nd Train-
ing Program
Evaluator for
Columbia Univ. 3rd
Training Program

Znd Training
Program

2nd Training
Program

Znd Training
Program

Attende.

Organizational
Meeting, Aug. 12 &
13, 1970

Columbia, Mo.



Name Responsibiiity

Edward W. Beaubier Resource
Assoc. For Calif.
Administrators

Suite 315

Naples Center Bldg.
5855 Naples Plaza
Long Beach, Calif.
Scheil H. Bodenhamer Resource
Assoc. Dean

College of Agriculture
(Ext,g

Univ. of Mo. Columbia
Margaret Brewer Resource
Asst. Librarian

Univ. of Mo.-Columbia

Ralph C. Dobos
Assoc. Prof. of Ed.
Univ., of Mo.-Columbia

Resource

Daniel W. Doell
Asst. Librarian
Univ. of Mo.-Columbia

Resource

Steve Douglas Resource
Program Coordinator
conferences and
Institutes

Univ. of Mo.-Rolla
F. Leo Grebe Resource
3413 EIm Street

St. Charles, Mo. 63301
Delmar E. Hatesoh] Resource
Assoc. Ag. Editor
Univ. of Mo.-Columbia
Frank Heagerty Resource
Prof. of Education
Univ. of Mo.-Columbia
William D. Hedges Resource
Prof. of Education

Univ. of Mo.-Coljumbia
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Attended

3rd Training
Frogram

Ist Training
Progran

Ist Training

Program

Ist Training
Program

st Training
Program

Ist Training
Program
Ist Training

Program

I1st Training
Program

st Training
Program

1st Training
Program



aine
Richard Herlig
Center School Dictrici
Kansas City, Mo.

Daryl J. Hobbs

Assoc. Prof. of
Sociology

Univ. of Mo.-Columbia

Charles W. Hoover
National Cnt. for Ed.
Communication

Dept. of Health, id.
and Welfare

0ffice of Education
Washington, D.C. 0202

Dale Jackson

Area Industrial Speciaiist
Univ., Extension Cnt.

103 E. Kansas
Liberty, Missouri 64068
Ralph King

Supt. Hallsvilie

Public Schools
Hailsville, Missouri

Dixie A. Kohn
Director of Lab School
Univ. of Mo.-Columbia

Richard L. Lee
Ag. Editor
Univ. of Mo.-Columbia

Frederick E. List
Assoc. Prof. of Reg.
and Comm. Affairs
Univ. of Mo.-Columbia

Herbert F. Lionberger
Prof. of Rural Sociology
Univ. of Mo.-Columbia

Frank W. Mattas

San Mateo County Board
of Education

590 Hamilton

Redwood City, Calif. 94063

Responsibility

Resource

Rescurce

Resource

Resource

Resource

Resource

Resource

Resource

Resource
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At tendea

3rd Training

Pr*(..;r*rn
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et Training
Program

3rd Grdining
Progran

ord Training
Progran

1st Training
Program

15t Training
Program

st Training
Program

Ist Training
Program

3rd Training
Program

3rd Training
Program



%QEM
wilitam b, McMahi
e Dae T oes s and
industry specialist
GITTv. Latanstion otlry.
A7 Tivet Capite? ™
PO, Box 129
BU. harivs, Mo, L3501

John 1. McGowan

Dean, txt. Division
and Prof, of Ed.
Univ. of Mo.-Columbia

William H. Owsley
305 BLourne Avenue
Columbia, Mo. 65207

Caroline H. Persell
Columbia Univ.

605 W. 115th St.

New York, New York 103Z5

C. Brice Ratchford
President of Univ.

of Missouri

Univ. of Mo.-Columbia

David M, Scott
1020 Lakeside Dr.
Columbia, Mo. 65201

W. Wayne Walker
Jefferson Jr. High Schoo)
North &th St.

Columbia, Mo, 65201

0. V. Wheeler

Ridgeway Elem. School
Columbia Public School
System

1002 Range Line

Columbia, Missouri 65201

gcspongib1l

Resouroe

Kasouree

Resource

Resource

Resourca

Resource

Resource

Resource

63

i *L\‘
——

e

RS N .
atitenacd

st ITraining

YRR RN
-~ LS .

ot Training
Programn

Ist Training
Program

3rd Training
Projram

st Training
Program

1st Training
Program

Ist Training
Program

1st Training
Program



o
ERIC

Full Tt Provided by ERIC.

1\‘1

N

Y



- TR N 3 4 +
' v C
\ * SRR RS bt
Y
! Y
. . e - ¢ 4 . . . X ¢ ey
Pl .o O N T S N P A AN . el S
o tnat oD ogras et Then e Tate S b0 gt B T
: . ) vyt ; . p . 3 N N . 1T .
aorederate the Tproverent ctocducattonel practibov et e v Ta gt
. 4 - N . . - .. R 13 Yo, ! R Beo o~ [N o Thevoo s
gt tested onovations ar prOgraain by st e ool aa hrre T Phee

<

pilot dissemination proayaens will onveoive o statt for eah vctothe el
3 . M . g . . -~ . . . PR .

Stateo, The <taft wi PN 111\‘:1', T oeadh T lones , a hrrector oo e

cr e person reference ad R S FEUICR NS I BT P B IR FEREANIFISLIR I

Tooaccarp st the goals e el D hied 1 thee g ol prates L

thorouyht training progras for the otatt tust Leocunbacted oo
Coral e ey ach o training frogra,
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The long history v successtiully functioning ay

© drssomination system through its ratronaliy recognoed
Catension Nivinion as well as the avaliability as an adviser
Gf Dr. (. B. Ratchford, vice President for | xtension, whust
ddminisirative and leadership abilities orv internationally
recognized with regard to Extonsion (dissemnation} systens.

The successtul operation of dn extension progran for pro-
fossionals av offered by the iducation Pxlension prograp of
the Lollege ot Sducalion at the Universily ot Missouri-
Columbia (and other programs from other colleges ay welld.

The Library Science undergradudte and gradugte programs ahd
the adequate Tibrary facilities and staff who have long dand

varied experionce in data cellectior, retrieval, cataloging,
ete.
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i berbert Lionberger an the field of ceommunication and
Meserination of informatior: Nr, Ralph Parker, Dean of the
school of Library and Infermational Science;, Or. Daryl hobbs,
0o ivaluaticon provedores,; and Dr. Williap Hedges irn Curriculu
Pevelopment,

Cecoons el and Tong eaporience in conducting in-service training
nrograms for the approximately 400 Extension Division employees
whio funcoion successfully ds change agents over the state and
who var aredst 1f field tryps or Yon the Job' type experience
seems veeded in the training program.

Troblers and Ghgectives
A critical component in bringing about change "n the arproa.tes tu
teaching end learning is in-service or continuing educatior :or the
teachers winio are acing to partiuipate in the execution of a> innovative
broject. Inasmuch as this proposed state dissemination procram will be
suirethiing new, both to the state education agencies and the personnel
whom they emplay tc carry out the programs, the success of these pilot
programs will be dependent, in a very large measure, upon the prepara-
tion of the swaff to meet the new kinds of problems and opportunities «°th
which they wil! be confronted in carrying out the programs. Thoyefors,
the provision for preservice and in-service education for the sto!f of
the state education aaencies is considered to be an essential conminent
i the total systematic approach relating to the dissemination ¢t nidr-
mation and to the acceleration fo the process of chanae.

This program to train personnel for (hewe pilot state provrams must
¢inu be considered ds 4 pilot program. A nupher of th( dipensions e
not known at the present time and “cannct be until the pilot statzs ¢re
designdated and staff are employed. Furthermore, 1t seens presumptious to
try te list at this time the specific topical and programetic cowponents
11 detail which wiil be carried on in the training progras, The teaiving
program must be gedred to identified needs of the part aipacis hased wpon
their previous backaround, their respective roles in the giiat progvars,
tre nature of their assignments in terms of geography and subject aress,
ind the hictory and nature of the clientele whom they are to sevye
Theoe dete can be deteriined only after the pilot states are nareld.

The tundarenta! problem 1s to design a training program whicl will
ceet the needs ot the proposed pilot dissemination staffs. The ovurail
cbiective 1o to provide the staff with the knowledge, attitudes, sc.d siills
reQuisite 1o raximum success in carrying out the state disseminatl: o

Programs Tne following are indications of the types of hehavior which should

Lo deveioped 0 g oresylt of the program.

construct o systers desian for the dissemination of intur-

malion.

Lesoribe gnd catecorioe tooooessential Jorponents 1n the
charae procese.
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. Function as a teawm in approaching information dissemination.

4. Understand and practice the problem solving process with
specific kinds of problems from awareness, to data collecticon,
to alternative sclutions, to consensus, to implementatior,
and to reinforcement.

Comunicate effectively in verbal and written language
and in non-verbal language.

¢. Develop rapport with a group and to engage effectively
in group processes.

7. Identify the educaticnal power Structure in the state in
which they function and also in the gecgraphic areas which
are target areas for consideration.

¢. Describe presisely the organization of education in the
states in which they function.

[€o]

Identify the obstructions and deterents to the execution
of the programs on which they will work.

10. Formulate a plan of action, develop a system for continuing
assessment of this plan of action, and develop a program
of communication both for the plan of action and for its
evaluation.

The project director should be able to:

1. Function successfully as an administrator including specif-
jcs such as - prepare and administer a budget, delegate
responsibility, utilize staff in the decision-making
process, conduct staff meetings and supervise staff.

o

Describe and understand the ERIC system and other pertinent
systems useful to the dissemination process.

3. Develop a system for acquiring and utilizing consultant
expertise which includes identifying and developing means
for using consultants. (This may more appropriately be a
part of the responsibility of the Reference and Retrieval
Staff but the Director may facilitate this.)

4. Recognize and diagnose problems in the dissemination and
change process.

5. Develop a monitoring system for the progran.
6. Allocate resources on a cost-probable benefit ratio.

7. Develop a system for staff and activity evaluation.

&7




e seterence and Retrieval Staft Members should Le able to:

1. tescribe in detail the components, structure, and tunction
ctothe data systom,

Search the deéta system for information on specific prcgrans.

]

Prepare roports on specific problems or questions utilizing
the data system.

4. Identify, develop and correlate with existing data systems,
a system for accumulating, providing access to, and dissem-
inating information relating to projects and programs within
the state which are not included in the information in
current data systems.

5. Effectively catalog and cross reference materials of all
kinds into the data systems.

(@3]
.

Construct simplified, topical apd subject oriented reference
catalogs for use by the field agents.

7. Use effectively the services of secretaries and other
sub-professionals in the search and dissemination process.

8. Identify and develop means for using consultanis which
include identifying expertise and competence of consul-
tants and also the means for injecting these data into the
system for appropriate use.

For Field Agents

In a very real sense much of the impact of the project will
be dependent upon the ability of the field agent to sell himself and the
services of the system to the people with whom he relates. Therefore,
in addition to having the appropriate skills and abilities included above
for the entire team, it is essential that the field agents be able to:

1. C{Conduct an interview effectively.
2. Develop rapport with individuals and groups.

3. Analyze problem situations, discover alternative solutions,
and point possible directions.

4. Function as a catalyst. (change agent)

5. Demonstrate a working knowledge of newer developments in
education such as modular scheduling, individually prescribed
instruction, team teaching, autotuterial instruction,
interaction analysis, use of nonverbai behavior, operant
conditioning, et cetera.
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6. Analyze a school community.

7. Construct a deliberate change system model, develop a plan
for its implementation, and assess its probable chances of
success with and without the inclusion of various alternetive
component factors.

Relationship of training program to objectives desired

Inasmuch as the training as well as the demonstration phase is
pilot and since the objectives to be accomplished are relatively finite
and the potential for training time and direction as well as competencies
already possessed by potential trainees is almost infinite, it will be
possible to accomnlish the objectives only to the degree that the competen-
cies alrvedy possessed by the trainees and the time allocations for such
training 41low the development of these behavioral competencies. Every
effort will be made to provide maximum input of training experiences within
reasonable time allowances for training, but limitations inherent in the
nature of the program should be clearly recognized. The data which follow
represent a careful assessment of the probable training needs within the
framework of the guidelines for the development of this proposal. This
format provides a recognition that training time is somewhat 1imited and
it may be necessary to provide more time for the development of greater
competencies in some areas than in others. This is due to the relatively
critical nature of these particular tasks in relation to the com. ztencies
already possessed by the trainees.

DESCRIPTION OF ACTIVITIES

Step #1. Immediately upon funding of this proposal, the University
of Missouri will employ the basic staff required to
carry out the planning phase of the training proposal.
This staff will, based upon objectives identified above
and other objectives which become apparent, develop more
specific objectives which relate to desired educational
experiences. They will design a system which will provide
for the acquisition of knowledge, attitudes and skills
which relate to these experiences. The staff will develop
a tentative training program which should attain the recog-
nized objectives. They will collect and prepare material
to be used in these educationa] and training experiences.
This process will, in a sense, prouvide a reservoir of
alternatives for the development of identified objectives
through the use of specific kinds of training experiences.
These tasks will be compieted during the month of June.

Step #2. After the pilot state dissemination program states have
been designated and staff employed, training staff will
make site visits to each state engaged in the project
to involve them in the curriculum development process
and to determine which objectives should be attempted
and which training materials and formats would be most
appropriate for utilization in the initial training session.
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Step #3.

Step #4.

In addition, information will be gathered concerning the
SFA's, the proposed pilot programs the target areas

to be served, and the qualifications of staff members
assigned to each state.

A curriculum for a one weeks training program will be
developed to include specific kinds of learning experi-
ences to accomplish the behavioral objectives identified
for project directors, field agents, and reference and
retrieval staff. The specific allocation of time for
earh of these will be determined after more of the

exact needs are known.

An initial 5 day training conference will be held on the
campus of the University of Missouri-Columbia in August
of 1970. The agenda, as indicated in Step 3, will be
planned by the training staff in response to stated and
discovered needs of the trainees, and will utilize the
services of the project staff in addition to the services
of other expert personnel depending upon identified

need in fields such as: group dynamics, change theory,
administration, library science, curriculum, learning
theory, systems design, interviewinyg, extension field
work, state technical services information dissemination
center, et cetera.

A partial 1ist of subject matter content might
include:

Information Maragemert - theory and practice -
acquisition, classification, storage, retrieval,
dissemination.

Structure and Operation of SEA's - interface
with local school systems.

The role of the director - interface between
SEA and Pilot Program Staff and Tocal school
officials.

Review objectives, structure, requirements
and mode of operations in pilot programs.
Coordination and collaboration of the field
agents, referral staff and consultants.

The role of the consultant of experts.
Problem solving techniques for field agents.
Preparing and maintaining collections of
indexes and catalogs of examplary programs.
Making use of ERIC collections.

Conducting interviews.

Preparing proposals and budgets.

Securing cooperation of local agencies and
citizen groups.

Publicity.

Soliciting requests.

Conceptual and practical considerations in
applying innovative solutions to problems.
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Step #5. following the initial training conference, trainees will
return to their state to begin their programs. A second
training conference of 3 to 5 days is proposed for mid-
winter to assist trainees in:

1. Reporting ard documenting problems encountered
and to evaluate progress to date.

Follow~up training needed to strengthen and
carry the project forward.

ro

Step #6. A final conference of one week is proposed for June of
1971. It is important to conduct such a follow-up
conference immediately after the close of the academic
year. It seems desirable to hold this conference soon
after the school year is over to achieve the maximum
use of the perceptions, attitudes, problems, and insights
of the participants while they are most vivid. The
purpose of this conference will be to accomplish two
main purposes:

1. To further report and document problems and to
evaluate progress to date in the state programs.
This session will provide a forum for the sharing
of ideas between staff members of the different
projects based upon experiences during the pre-
ceeding year. Research on innovation indicates
that reinforcement is a vital part of the process
innovation. Since this is an innovative project
itself, the follow-up conference is a necessary
reinforcement for the participants.

2. The second purpose will be to provide additicnal
training for the participants to carry this pro-
gram into the second year. This trainine will
deal mainly with "gaps" which were not ap,Jrent
in the initial training session.

Step #7. Site visits - Following the initial training period
in August of 1970, each state will be visited before
the mid-winter training programs. Additional visits
will be made between the mid-winter and June, 1971
conferences and perhaps one visit in the second year.
When desirable, time will be spent with the staff collec-
tively at a convenient site within the state. On other
occasions, it may be desirable to visit field staff at
their field locations and reference and retrieval staff
at their central location.
The purpose of these visits will be to determine, in
part, the effectiveness of the training and to discover
gaps, and pocssible errors in the training program as
well as to provide additional consultations and training
on problems which occur. In addition, regular correspon-
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step #8.

dence between training stafi and state staff members
will be maintained.

A final report will be written and submitted to the agency
during November of 1971 and the project will terminate
on December 1, 1971. '
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ASSURANCE OF COMPLIANCE WITH THE DEPARTMLNT OF
HEALTH, EDUCATION, AND WELFARE REGULATION UNDER
TITLE VI OF THE CIVIL RIGHTS ACT QF 1904

UNIVERSITY OFF MISSOURI (hercinafter called the "Applicant”)
(Name of Applicant)

HEREBY AGREES THAT 1t will comply with title VI of the Civil Rights Act o*
1964 (P.1. 88-352) and all requirements imposed by or pursuant to the kepu-
lation of the Department of Health, Educaion, and Welfare (45CFR Patt 80)
issued pursuant to that title, to the end that, in accordance with title \1}
of the Act and the Regulation, no person in the United States shall, on

the ground of race, color, or national origin, be excluded from participa-
tion in, be denied the bencfits of, or be otherwise subjected to discrimina-
tion under any program or activity for which the Applicant received Federal
tinancial assistance from the Department; and HEREBY GIVES ASSURANCE THAT
it will immediately take any measures necessary to effectuate this agree-
ment.,

If any real property or structure therecn is provided or improved with the
aid of Federal financial assistance extended to the Applicant by the Depart-
ment, this assurance shall obligate the Applicant, or in the case of any
transfer of such property, any transferee, for the period duriag which the
real property or structure is used for a purpose for which the Federal
financial assistance is extended or for another purpose involving the pro-
vision of similar services or benefits. If any personal property is so
provided, this assurance shall obligate the Applicant for the period during
which 1t retains ownership or possession of the property. In all other
cases, this assurance shall obligate the Applicant for the period during
which the Federal financial assistance is extended to it by the Department.

THIS ASSURAICE is given in consideration of and for the purpose of obtain-
ing an