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PREFACE

This Guide presents a sequence of suggestions, guidelines,
procedures and activities agent to help an individual community
action program hire, train and work successfully with subpro.
fessionals serving as neighborhood workers. It points out the
major activities which the experience of a variety of training
programs suggests are essential to successful agency and staff
preparation, recruitment and selection of the workers, and to
planning and implementing training and followthrough. Because
the Guide is available to programs located in varied settings
la different parts of the country, it is not a rigid stepaby-step
blueprint of what each agency should do. However, the typical
problems of planning, timing, staffing, selection and training
which have appeared again and again are raised and suggestions
for their avoidance or solution given, based on the experiences
of agency and training staffs.

Most of these problems are common to all such projects, but
the solutions to them will differ.fron agency to agency. Methods
and content which may help agencies avoid some of the pitfalls
are suggested, but each program must fill in its own details and
decide upon its awn relationship to the issues raised. This
Guide is not meant to be a panacea.

A great many community action programs suffer because the
timing of training grants forces agencies to involve themselves
in "instant efforts" to develop trainingwithout sufficient
preparation. Time for planning and initial work with the staff,
as a group is of the essence. Most programs don't begin to
plan until their application for funds to hire and train neighborhood
workers has been assured. This almst always results in a rush
to obtain space, decide upon a trainer, and the like, allowing
time to resolve only the simplest housekeeping questions necessary
to begin recruitment, selectionpand training. Lost is the opportunity
to give serious consideration to staff views and resources, to
meet as a group and develop a job description for the neighborhood
workers which represents a meshing of the community's needs,
agency's program, leadership, staffing, and potential and needs
of the trainees. Planning the training program with a real
understanding of the wide range of possibilities for developing
effective subprofessional staff is also negatively affected.
Sufficient time in which to think through the curriculum and
obtain the necessary resources is often not available.

If it is at all possible, agencies are urged not to wait
until their funds for training ace assured before they begin their
Planning, even though in some cases the funds will not come through.
Another possibility, used by some agencies, has been to obtain a
special planning grant which pays for the initial intensive planning
work and staff involvement.
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The sequence of the major sections of the Guide may be
accepted in the order presented or the order may be changed.
There is a logic to the sequence which ma; or may not be
appropriate for your agency and staff. Perhaps you have hired
subprofessionals before and have already thought through with
the staff, and experienced, such generalisations as "who he is,"
"how he relates to the professionals," "which of his strengths
seem to integrate best with your concept of his work," "how he
may affect the program." If so, you may not need to include
very much of this content in your preparatory discussions with
staff and trainer. You may be able to proceed to planning the
curriculum without initial intensive work with the staff on
hiring and training indigenous workers. Our assumption in
developing the sequence is that subprofessionals have not been
hired or trained before by your agency or, if they have, that
the program left roam for improvement in a number of areas--
not all of them related only to the content of the training
curriculum.

The content tf the Guide is as follows: "The Preparation
of Agency Staff for the Employment, Training and Supervision
of Subprofessionals" provides the foundation for all of the
steps which follow in developing an effective training program.
An overview is given of the typical problems of CAAs which
experience indicates has hindered the success of subprofessionals
working in community action agencies. Possible solutions
developed in the process of careful, initial staff planning
and reassessment of agency goals are suggested. Integration
of the new subprofessionals into the staff, the importance of
professional attitudes, the qualities of effective trainers
and supervisors are among the concerns described.

The second section, "The Neighborhood Worker" describes
the indigenous subprofessional as seen by a variety of training
programs which have worked with him. He is considered in the
role of neighborhood worker and the conflicts of that role for
him and his associates are discussed. A variety of possible
role models which relate to agency function and policy are
described.

The recruitment and selection process is described next.
Its practical relationship to the basic philosophy of the Guide
is noted.

"Planning the Training Program" outlines a basic curriculum
for training the neighborhood worker. It also discusses the
process of planning, assignment of administrative responsibility,
and notes who might be chosen to participate in training.
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The section on "Training Activities" suggests specific
acttvities and teaching techniques which may be used in training
the neighborhood worker. It is hoped that each trainer will
develop his own, additional techniques. This section also relates
the kinds of learning which subprofessionals need to the development
of specific teaching activities. Models and schedules for training
are described.

The Sourcebook for Neighborhood Workers which accompanies
this Guide is a series of textbook-like materials providing
"how-to-do-it," "how-to-find-it," and "how-it-works" information
for trainees. It is written to be used during training and, when
needed, as a resource for the subprofessionals while on the Job.
It is not meant to take the place of live consultants, field
trips, experiential learning, group interaction, or discussion.
It should not be allowed to turn the training program into a
process which is little more than "read the section on consumer
economics from pages 10 through 25 and we will discuss it
tomorrow." The material is meant to be useful and important
when integrated into a basic and flexible training experience
using many methods and resources including discussion and role
playing.

We have written this Guide in an effort to focus, at one
level, on the central issues involved in training subprofessionals
and, at another, on suggestions which will help each agency,
staff, trainer, and supervisor apply these findings in a
practical and specific manner most suited to their individual
situation. Training programs do not exist in a vacuum; the most
perfect program on paper can be subverted if these key issues
have not been confronted and used. We hope that the questions
we have asked, the suggestions we have made, and the examples
we have drawn from actual training programs will help you avoid
some of the pitfalls and develop, out of your own needs,
circumstances, and talents, not only effective training, but
dynamic and successful neighborhood workers.

Part II of this Guide is an annotated bibliography on
subprofessionals which illustrates how subprofessionals are
trained and used in different fields.
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THE PREPARATION OF AGENCY STAFF FOR THE EMPLOYMENT,
TRAINING AND SUPERVISION OF SUBPROFESSIONALS

The integration of subprofessional and professional staff
into an effective comrvnity action team requires a careful
analysis of the professional and political environment, goals,
structure, and procedures of the employing agency. While the
characteristics of the employing agency are fixed along same of
the above dimensions, there remain a number of options that, if
taken, can enhance the integration of the subprofessionals into
the agency team. This section of the guide will consider the
following:

A. The gestalt of the typical community action tgency (CAA);

B. The problem of integrating the staff;

C. Problem resolution;

D. Trainers and supervisors of subprofessionals;

E. Supervisory techniques;

F. Other typical problems;

G. Continued in-service training.

It is anticipated that some of the points in this section
will stimulate the reader to identify potential problems and
to use available resources to cope with them as a means of
welding a strong professional-subprofessional team to combat
poverty.

A. The Gestalt of the Typical CAA

In communities across the country, CAAs have been carrying
the major responsibility for the implementation of the anti-
poverty effort. These agencies have had to develop program and
structure from the guidelines set up by the Office of Economic
Opportunity. Each community is at a different level of develop-
ment in its efforts to cope with the problems of poverty within
its jurisdiction. Some have had CAAs operating for almost
three years, others have only recently established a local
anti-poverty effort. Each of the CAAs, however, has had to
evolve its program by reconciling the national guidelines
developed by 0E0 with the particular characteristics of poverty
in its local community. Despite the uniqueness of each CAA,
there are a number of generalisations that are relevant to them
all. For same CAAs, these general statements will merely point
out that the process they have come through was not unique;
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for others the statements will serve to illustrate some of
the problems they will soon face. In any case, these problems
serve to define the environment into which indigenoub subpro-
fessional neighborhood workers are being introduced.

The liar on Poverty wee declared in 1964 in an atmosphere
of high hope. The general public felt that poverty could be
solved in short order. And, having no real knowledge of the
problem, tended to believe the propaganda that was a part of
the program's beginnings. The poor, on the other hand, were
much more cautious. Their expectations had to be raised as
a result of their long exposure to disappointment. Three
years later, the public's realization that poverty is not a
problem that lends itself to quick and easy solutions has
begun to develop. As a result, the anti-poverty effort is the
focal point of controvexsy about whether to escalate the effort,
deescalate the program, or seek entirely new instrumentalities
to reach the national goal that was established in 1964. Thus,
subprofessionals are being asked to join a program that is the
subject of both national and local debate.

The CAA represents an effort to establish a local agency
that has vertical ties with the national office of 0E0 and
horizontal ties with the service agencies, the local political
structure, and with the poor. As a result, the CAA serves a
number of masters. For funding, it must design programs that
0E0 will approve, it must gain the effective cooperation of
many local service agencies, it must survive in the context
of the local political machinery, and it must organize and
respond to the expectations of the poor. This situation can
xesult in program goals that are unclear at best and contra-
diasply at worst. Subprofessionals are being asked to work
in this confusing and frustrating context.

In a number of CAAs, two functions have been identified
as primary: winning the cooperation and respect of traditional
health, welfare, legal and educational institutions in order
to encourage the development of new and more effective services
for the people in poverty areas; and winning the cooperation
and respect of the individuals and groups in the target area
so that they can be organized for collective social, economic
and political action.

In their efforts to achieve these two primary goals, many
CAAs have found themselves in a cross-fire of criticism. On
one side, this fire comes from the agencies whose cooperation
the CAAs are seeking. From the other, it comes from the poor
people the CAA has been organizing, but who are in conflict
with the traditional agencies. Professional employees of the
CAAs have found the dual roles dictated by the two loyalties
an extremely difficult exercise in wearing two hats at the same
time. Subprofessionals are being asked to wear the same two hats.
Thus far, most CAAs have not been able to establish clear
guidelines that will serve as a frame of reference for their staff
as it attempts to implement the two primary goals.
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As newly created agencies dedicated to change, the CAAs

are not hound hy the traditions of the past that so often make

it difficult for social and other human-service agencies to
prcmote or accept change. CAAs are typically created by hiring

a few key staff. They expand gradually as new programs are
funded. CAA staff are recruited from existing agencies, from

universities and colleges, among Peace Corp returnees, and from

labor unions, private industry, the civil rights movement, and
law firms. Bach of these sources contributes its own traditions

to what ultimately becomes the CAA.

Because of the lack of an overriding tradition, CAAs
can be problem-focused rather than tied to the traditions of

the east. The lack of tradition also can mean the lack of

precedents. As a result, many decisions about both policy
and everyday operations have to be made without referring to
precedent. In some CAAs, this factor has resulted in long

delays in the decision-making process and to mutually contra-
dictory decisions being made about the same issue. This lack

of tradition can make it extremely difficult for any new staff
member to "learn the ropes." This is particularly true for
subprofessionals, mho normally have no relevant occupational
identity to fall back on as a source of security.

By virtue of the way they are usually created, CAAs are
typically a collection of professionals from very divergent
backgrounds. For many of them, participation in an anti-poverty
program represents a sharp contrast between the professional

roles they formerly played and the professional roles they are
expected to play in the CAA. Staff members are generally new

to eadh other because of the wide variety of recruiting sources.

As a result of their newness to each other and their ladk of

experience with the roles they are expected to play, professionals

sometimes adopt a defensive posture and are unable to professionally

analyze their own work. A typical posture is for a professional

to hide his uncertainty about his own role in the agency by

claiming that he and only he understands the poor. He may use

the language of the poor and spend more time being critical of

his colleagues than he spends doing his own job. Where such a

dysfunctional situation exists, subprofessionals will find it

difficult to establish their own roles in relation to professionals.

New CAAs normally go through a period of relative administra-

tive chaos as they seek to establish themselves as organizations.

Changes in personnelppolicies, nonpayment of salaries, arbitrary
salary levels, and constant changes in procedures are typical of

the new CAA. Professionals often express sarcasm about the state

of flux within which they are attempting to function. Subpro-

fessionals coming into such a setting will find the chaos much

more difficult to cope with because of the cumulative effect of

the disappointments and frustrations of their lives. The

suhprofessionalts reaction to the confusion and the professionalts

sarcasm may well enhance subprofessional cynicism.
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CAAs typically operate in an atmosphere of crisis. At
times the demands of a political situation will cause a CAA
to drop ongoing programs to cope with an emergency. In recent

years, CAAs have had to operate a number of such crash summer

programs. Recreation programs, job finding programs, and other
devices designed to prevent unrest in large urban centers have
all been operated by CAAs, with little time available for
planning. Professionals in many CAAs take pride in their
ability to respond to demands for ',instant program11; in many
instances, operating crash programs removes the responsibility
for quality from the professional's shoulders. The involvement
of subprofessionals in poorly planned crash operations can also
result in cynicism. It is not unusual, as a result of parti-
cipating in a crash program, for the subprofessionsl to conclude
that all the professionals really care about is pleasing their
superiors and collecting their pay. The subprofessional is
usually able to evaluate a program's impact on his community;
he is not likely to be committed to an agency that continually
operates low-quality crash programs.

B. The Problem of Intlgrating Staff

A number of factors contribute to the difficulty of
effectively integrating subprofessionals into the CAAs that

are not a result of the organisational characteristics of CAAs.

If the CAAs were traditional social welfare, educational, or
other human-service agencies, there would remain problems that
are inherent in an effort to introduce indigenous subprofessionals

into a professional setting.

As the use of subprofessionals has spread among programs
dealing with the poor, one of the implicit and, in some cases,
explicit assumptions has been that the professionals who have
previously provided direct services have failed in their efforts.

In some cases professionals have responded defensively to this

assertion. In other cases, the professionals have decided to
give the subprofessional a chance and to stand back and watch

him fail.

Some trainers argue that the self-image of the indigenous
person is so low that the temptation to exaggerate the natural

abilities of the trainees is extremely difficult to resist.
They may then find themselves telling the trainees that their
poverty-filled background has provided then with the capacity
of providing more appropriate services than the middle-class
professionals with whom they will be working. In such cases,

subprofessionals will tend to be glib about the problems that

they are attempting to deal with. Professionals will tend to

hop.. Lhat the subprofessionals wI:1 fail so that professional

practice will be vindicated.
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The subprofessional and the professional normally come
from different socio-economic circumstances. As a result, each
will have to adjust to the other. The subprofessional must
learn to cope with the professional world in which he will be
working. His socio-economic background and his psychological
make-up give him a variety of coping mechanisms or devices.
He can be very dependent. relying on the therapeutic instinct
of many professionals to tolerate dependency as a means of
establishing relationships. He can immediately identify with
the professional as a means of flattering the professional's
image of himself. He can be hostile as a way of challenging
the professional to be the person who breaks down this poor,
alienated person's hostility to the larger society. Often
in an attempt to reach the hostile subprofessional, the
professional will over-compensate for the deprivations suffered
by the subprofessional in the past. The subprofessional can then
demand that the professional accommodate to him because "I'm
poor and you are here to help me."

Many subprofessionals will refuse to commit themselves to
the CAA or to their own development as a means of guarding
against the possibility of failure. They will try to protect
their self-image by always leaving themselves the possibility
of saying "I could have done it if I had really wanted to."

The background of the subprofessional may, make it difficult
for him to trust the professional. His past experience may have
convinced htm that professionals are people to be manipulated
and "conned." A person who has grown up in a family whose
very existence has depended on the ability of family members to
manipulate social workers, public housing officials, or other
representatives of the larger society, can hardly be expected
to immediately give up those skills that have helped him to
survtve.

It may be a long time before the subprofessional will
boa to see that his new work environment demands new coping
skills. It is conceivable, however, that the new situation in
which the subprofessional finds himself is so structured and
"operationalised" that his old skills, slightly modified, will
serve him very well in the CAA. This is particularly true if
be finds that the professionals rely on these same skills,
though modified and sugar-coated, to survive in the environment
of the CAA.

The realities 4f our society make it quite probable that
the professional will come from what is broadly defined as the
middle class. There is an excellent chance that he will be of
a racial group different from the subprofessional. Under these
circumstances professionals have been known to project their
fears about not being accepted by less advantaged people onto the
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subprofessional. Given these and other more orthodox fears,
some professionals tend to be punitive as a means of defending
themselves against the poor, others feel so guilty and unsure
of themselves that they aren't able to demand responsible
practice from the subprofessional.

The professional must adjust to the introduction of "those
people" into the inner structure of his work-a-day world. He
will be on the same staff with people whose socio-economic
group has been known to him only as patients or clients. He
may rely on his natural coping mechanisms for dealing with
people who are "different." He may become authoritarian as a
means of maintaining social and professional distance. He may
be permissive as a means of avoiding unpleasantness. He may
seek a professional-client relationship as a means of reestablishing
the one type of relationship with "those people" with which he
is comfortable. He may become a "buddy" instead of a colleague
as a means of making peace with the differences caused by
socio-economic, racial, or educational backgrounds.

One of the characteristics of professionals is that they
are reluctant to admit that the tasks over which they have had
jurisdiction can be performed by someone with less training.
In a number of CAAs, the professional staff have had to deal
with their own reluctance to structure a role for the subpro-
fessional and restructure their own roles. Success in this area
has been uneven across the country. The difference between
the sub rofessional roles seems to de end on the actual motiva-
tion behind the initial reluctance of the professionals. In
those instances wbere the professionals genuinely felt that
the subprofessionals couldn't handle the functions suggested
by CAA administration, the results of demonstration projects
in other cities, evaluative research, and small-scale trials
within the CAA, convinced them of the capabilities of the
subprofessionals. In those instances where the reluctance of
the professionals was based on their own need to cling to
subprofessional tasks as a means of avoiding professional
responsibility, the CAA administration was unable to convince
them to really experiment with the use of subprofessionals
with open minds. In these CAAs the subprofessionals were never
allowed to develop to their fullest potential.

C. Problem Resolution

The problems discussed under "The Gestalt of the Typical
CAAn and "The Problem" do not exist in all CAAs. Where they
do exist, subprofessionals will have a difficult time making
an effective contribution to the CM program. The administration
of a CM that does have some of the problems which have been
discussed can sedk to solve the agency's problems on two levels:

1. Problems that result from a lack of clear policy
statements or from the natural chaos of an evolving
administrative structure can be solved by making explicit
policy decisions end by relieving administrative log-jams;
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2. Problems that result from the inherent difficulties
involved in integrating the functions of subprofessionals
and professionals require the creation of an agency
atmosphere in which both professionals and subpro-
fessionals are willing to experiment and learn from
the mistakes that will inevitably occur.

Since policy and administrative issues are normally resolved
at a higher level of the CAA's hierarchy than the interpersonal
and emotional issues that are related to the agency's atmosphere,
and since the atmosphere of an agency is often influenced by
decisions on policy and administration, it seems appropriate
first to review the policy and administrative issues previously
identified and to point up possible directions in which solutions
can be sought.

Hi lift es of General Public and Risi ectations of the Poor

This problem creates a situation that is far frmm the
realities of poverty. The CAA should make it clear to the entire
community that its programs will not solve poverty overnight.
The agency should use every means available to emphasize to its
professional and subprofessional staff, the target population,
the city council, and to the general public the true dimensions
of the tadk ahead. While optimistic propaganda may have served
a valuable purpose in helping the program to be born, at this
point it serves to place unrealistic expectations on the staff
of the CAA. These expectations have provided the atmosphere
in which the program's critics can feel free to call for massive
changes in the character of a program that hasn't been given a
chance to demonstrate its potential.

The CAA Serves Mhny Masters

The very nature of the task that the CAAs are charged with
requires that it establish effective relationships with a number
of autonomous agencies, the city and county governments, the poor,
and with national 0E0. Each of these relationships opens up
new possibilities for the CAA to mount effective programs. Each

of these relations also places limitations on the autonomy
of the CAA. Any organization that enters into agreements with
other organizations has to give up something in order to get
the other organizations to contribute to the agreement. This

principle of organizational exchange holds true even when an
agency purchases a service from another agency. The purchasing

agency may make no commitments other than to pay for the services
delivered, but that commitment is enough to limit funds that
the purchasing agency can commit elsewhere. All staff should
understand that the CAA is not autonomous and that there are
effective limits to what is possible for it to do at any given time.



Clear, concise program goals should be written along with time
tables and any other pertinent information that will help the
staff of the CAA know where it is headed. Staff should know
and understand the reasons for the constraints under which they
are operating. Clearly, the professionals should have this
information so that they may function as professionals; the
nature of the constraints should determine whether or not the
subprofessional staff will be able to make constructive use
of the information.

The Service and Social Action Functions

NO tangible evidence has been presented as to whether
the social action and service functions are compatible within
the framework of a CAA. Little hard data has been presented
which measures the impact of the service function on the social
action function and vice versa. The impact on the staff members
who have been asked to implement both functions at the same
time has been reported a number of times.* The confusion that
has resulted from the dual roles has either caused subprofessionals
to be ineffective in both, or to select one of the roles and
focus all their energy on the comfortable role. If the CAA

administration assumes that the two functions are not incompatible
within the framework of the CAA, then it should consider the
following alternatives to training the subprofessionals to
play both roles at the same time:

1. Dividing the roles into two separate jobs and hiring
two distinct groups of indigenous people to be trained
to perform the two functions;

2. Dividing the training and role assignments along a
temporal dimension, with the trainees first being
trained to accomplish social action tasks, then
assigned to social action roles. Later they can be
trained to make referrals to service agencies and
to help poor people negotiate the bureaucracies of
the community's service delivery systems with their
subsequent assignment being in that role;

*Denham, William, Naomi Felsenfeld, and Walter L. Wtlker; The
Neighborhood Worker: A New Resource for Community Change
(Monograph) Institute for Youth Studies, Howard University,
Wtshington, D.C., 1966, pp. 18-20; and Brager, George "The
Indigenous Worker: A New Approach to the Social Worker
Technician" Social Work, 10:2, April, 1965.
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3. Attempting to provide clear, explicit practice guidelines
for the subprofessional that will prevent him from
being confused and will allow him to negotiate the
thin middleground between overemphasis of either role.

in deciding which of the above training and utilization
models are appropriate for a given CAA, such factors as the
characteristics of the local poverty problem, the focus of the
CAA, the available training resources, and the available funds
for subprofessional staff should all be considered.

Newness of the Staff to the CAA and to Their Roles

In-service training for all levels of staff is an effective
means of giving the staff the tools that are required for
effective participation in the CAA program. The assumption
should not be made that the previous backgrounds of the staff
members have automatically prepared them for effective partici-
pation in the anti-poverty effort. While all levels of staff
are selected for the training, experience, and attitudes that
they bring to the job, effective teamwork requires that their
efforts be coordinated toward the agency's goals. In-service
training can serve as a means of giving the staff a common
frame of reference within which to function. This investment
of the CAA's resources will go a long way toward helping the
professional staff clarify its own role. This clarification
should make the professionals much more capable of working with
the subprofessional staff.

Administrative Chaos

As the CAA develops into a functioning organization,
administrative procedures will be developed. It is meceatary
that these procedures be.well developed. It is important that
these procedures be kept compatible with the programatic
functions they are designed to support. Too often administrative
procedures become vested with a life and an,importance of their
own and, as a result, begin to hamper the development of program.
This becomes crucial where subprofessionals are concerned. The
effective introduction of a new category of worker into a
functioning agency requires that the agency make a significant
administrative commitment to the newcomers. When these newcomers
had formerly been known to the professional and administrative
st:Aff only as clients, this administrative concern becomes
paramount. Organizational support systems such as payroll,
personnel, and maintenance must be alert and committed to
facilitating the newcomerst integration into the agency with
a minimum of confusion, uncertainty, etc. The subprofessionals
should be paid promptly. Provision for workspace, lounge space,
the hanging of coats, etc., should be made well in advance of
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the arrival of the subprofessionals. AdMinistrative commitment
can be extremely difficult to demonstrate when support system
personnel are not utuned intou the agency's commitment to the
subprofessionals. Efficient bureaucratic functioning has often
provided support staff with a trained incapacity to respond to
the different needs that subprofessionals bring to the CAA.
This problem has to be faced by the agency executive and he
has to provide the executive sanction required for the support
staff to make the needed changes.

The Atmosphere of Crisis

It has been noted that the CAA has to respond to crises.
To reduce the cynicism among subprofessionals as they see the
agency drop programs and commit /*resources to crash programs,
it would be wise to limit the extent to which these shifts have
direct impact on tasks the subprofessionals are committed to on
an ongoing basis. Wherever possible the commitment of a subpro-
fessional to a task should be respected and he should be allowed
to finish it before he is shifted to a crisis situation. To
the extent that this is possible, the commitment of the subpro-
fessional to his assigned takes will be strengthened.

Once the policy and administrative issues are resolved
as much as possible, the question of the agency atmosphere and
the willingness of professionals to work with subprofessionals
requires attention. If the professional staff can live with
the administrative and policy decisions in effect in the CAA,
then they can provide a substantial input into defining the
CAAls expectations of both the professional and the subprofessional
staff. The professional staff should be involved in developing
the subprofessionalls job description as well as providing
suggestions for the form, method, and content of the training
program. This involvement means a subetantial investment of
the CAA's time and resources, but the understandings reached
will pay substantial dividends in the future.

Where the professionals are involved from the beginning,
a professional commitment is created. The professionals feel
obligated to cooperate with a project to which they have given
form and substance. The professional peer group tends to reinforce
this commitment when an individual professional or a small group
of professionals indicated an unwillingness to work with the
subprofessionals in a manner consistent with the agreements
reached by the staff as a whole.



The administration must also be prepared to enforce the
decisions reached with regard to the utilization and training of
the subprofessionals. This means that the supervisory and
executive staff must establish an effective feedback mechanism
in order to monitor the progress of the subprofessionals. When

circumstances arise in which the progress of the subprofessionals
is hampered by the resistances of the professionals, the
administrative and supervisory staff must be prepared to make
judgments and enforce them in order to allow the subprofessionals
to make their most effective contribution to the CAAs program.
The administration should do all in its power to reward openness
and objectivity on the part of the professional staff.
Professionals should be encouraged to express their feelings rather
than to supress them. Those unable to woik with subprofessionals
should not be forced to, but should be transferred to another
department if it is at all possible.

D. Trainers and Su ervisors of Subprofessionals

The trainers and the supervisors of the subprofessionals
are crucial to the process of integration that must occur if
subprofessionals are to be effective members of the team.
Who are the professionals who can play these crucial roles?
What kinds of skills and knowledge do they need in order to be
effective? What should be their relationship to the rest of
the professional staff? Should the trainers be members of the
staff of an outside training agency or should they be members
of the staff of the CAA? The appropriate answer to each of
these questions lies in the characteristics of the CAA, the
available resources, and the judgment of the CAA staff. The
following paragraphs are intended only to suggest one possible
set of criteria for selection and one possible model for the
utilization of a trainer of subprofessionals.

The Trainers

It is important that the training personnel be well grounded
in the appropriate professional discipline. (Which disciplines
depend on what the subprofessionals are being trained to do.)
They should not be newly-trained practitioners wbo are still
involved in finding their own professional identity. On the
other hand, professionals with rigid concepts of how tasks
should be accomplished probably will not be able to modify
techniques in order to take advantage of the strengths of the
subprofessionals. The trainer should have tried out the
traditional methods of service in order to see both their
strengths and their inadequacies. He must have the ability
to look rationally at traditional professional practices and
suggest changes that are based on his commitment to improving
practice. His commitment must not be to the criticism or enhancement
of his or any other profession.
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The training task requires that the trainer be able to
have empathy with and act as a consultant to the professionals
who are working with or supervising subprofossionals. At the
same time, he must be able to have empathy with and play a
number of roles in relation to the subprofessionals he is
training. He must be a teacher who helps the trainees to look
for the Skills that will help them perform as subprofessionals.
He must be a colleague of the trainees who, along with them,
is willing to admit that he doesntt know all the answers. He
must be an enabler who helps the trainees to look critically
at the society in which they live, the agency in which they
work, the training program itself, the functioning of their
colleagues, and their own functioning.

The trainer must have the ability to accept people whose
value system differs from his own on a colleague basis rather
than as clients. This means that he must be ready to emphasize
the stt:engths of the trainees and to view their weaknesses as
job-related rather than personal problems. He must be ready
to accept the personal problems of a subprofessional worker as
no more and no less his concern than the personal problems of
a professional worker. He must value the perceptions of the
subprofessional as being on a parity with those of professionals
who are somewhat removed from the problems under consideration.
The trainer must believe that the poor have potential for growth
and development. He must demand that each subprofessional work
to the limit of his capacity. He must be able to evaluate his
own practice to be certain that his expectations of the subprofessionals
are based on fact and professional judgment rather than on
stereotypes.

The training of subprofessionals requires that the trainer
be secure enough in himself and in the validity of the training
goals so that he can represent reality to the trainees. He must
not underestimate the trainees' capacity to face reality. There
must be no efforts to protect the trainees from the harsh realities
of their status, the real problems associated with helping other
human beings, or the problems inherent in CAAs.

Differences in learning styles must be respected in any
training program. The trainer must be able to evaluate his own
practice as it relates to the learning styles of the trainees.
He must continually be able to reject the authoritarian position
as being "the only way you can handle these people." He will
be under constant pressure from the trainees to adopt the
authoritarian posture because it is the teaching model that they
are most familiar with. Yet he must remember that the school
experiences of his trainees have probably failed to prepare them
to function in a manner consistent with their inherent potential
and that the ultimate goal of the training program is to prepare
the trainees to think for themselves.
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Supervisors

In many ways the supervisor is the key professional from
wham the subprofessional learns. It is from his supervisor that
the trainee learns the practical demands that are a part of being
a member of the CAA's staff. The supervisor communicates the
value system of the agency to the subprofessional. He helps the
subprofessional to cope with the "culture" of the CAA; to deal
with both the formal and informal networks of communication within
the agency; and to understand the explicit and implicit prerogatives
that belong to the various categories of agency employees. Mhny
of the skills that the subprofessional masters will be taught
in a tutorial fashion by the supervisor. The central importance
of the supervisor's role requires that careful consideration be
given to the selection, orientation, and everyday functioning
of these professionals.

The qualities of a good supervisor are similar to those
that are desirable in a trainer. There are some additional
qualities that are important for the supervisor to have. The
supervisor should be a member of the operational staff of the
department of the CAA that is utilizing the subprofessionals.
How the potential supervisor is perceived by his colleagues is
an important consideration for or against selection. Candidates
who are seen by their colleagues as effective practioners
tend to lend organizational prestige to the activities within
the agency that they participate in. Supervisors whose partici-
pation in their agency's activities is seen as positive, creative,
and sound, will draw the support of their colleagues to almost any
new activity they are identified with. If, on the other hand,
the potential supervisor is seen by his colleagues as a complainer
whose skills were inadequate for the tasks to which he had been
assigned previously, then his participation in the effort to
utilize subprofessionals may serve to doom the effort prematurely
in the minds of the other professional staff.

The selection of supervisors should proceed under the
assumption that ideal supervisors will be extremely difficult
to find in sufficient numbers. This being the case, some thought
should be given to the relative importance of the qualities
sought for in an effective supervisor of indigenous subprofessionals.
The following is a ranking of these qualities in descending order
of importance:

1. Professional competence in the program area in which
he is assigned;

2. Ability to individualize and to look objectively at
poor people;
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3. Freedom from rigidity with regard to traditional
professional practice;

4. Commitment to improvement of service;

5. Substantial practical experience;

6. Absence of guilt about his middle-class status;

7. A commitment to rational scientific inquiry.

The supply of qualified candidates for the role of supervisor
will determine the extent to which the CAA will be able to utilize
supervisors who rank high on all or most of the criteria. The
ultimate success of the program wIll depend heavily on the
ability of the CAA to find highly qualified rupervisors in
sufficient numbers. The issue of quality should be paramount
in the CAA's early training efforts so that if a program is
unable to obtain an adequate number of sufficiently qualified
supervisors It should either reduce the number of trainees or
increase the supervisory workloads and the amount of time each
supervisor has for working with subprofessionals.

Once the supervisors are selected, they should be thoroughly
oriented to the philosophy and the details of the training program
through which the subprofessionals are moving. In those CAAs
where on-the-job training (OJT) is concurrent with classroom
training, the supervisors should attend the training sessions
regularly. They should feel free to make contributions to the
content of the class sessions, and should not feel reluctant
to contradict any statements that a trainer may make that are not
consistent with the reality of the CAA's program. The supervisors
and the trainers should have regular meetings so that the inp2ts
into the subprofessionalls training can be effectively cooriinated.

The role of supervisor in a program that utilizes subprofessionals
is a complex and demanding one. There are at least six components
of the role that require soma discussion in relation to subpro-
fessionals:

1. The supervisor as a teacher. His function is to impart
knowledge and practical techniques to the trainees. The
supervisor usually works from the specifics of a
particular task to the development of generalized
principles that will govern the subprofessionalls
practice in similar situations.

2. The supervisor as a role model. He presents the
subprofessional with a model of work-related behavior
that the subprofessional may imitate, identify with,
or reject as being totally unsuitable.
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3. The supervisor as an agent of referral. In the course
of working together, the trainee may feel free to ask
the supervisor for either help or advice on a problem
that is outside the scope of the supervisor-worker
relationship. In these instances, the supervisor
can be most helpful by making an appropriate and
effective referral of the trainee to other sources
of help.

4. The supervisor as a co-worker. The supervisor from
time to time should work alongside the subprofessional.

This serves to establish the usefulness and dignity
of the tasks assigned to the subprofessional. It also
helps the supervisor to empathize with the subprofessional
as he tackles new and sometimes difficult tasks.

5. The supervisor as an interpreter of the role of
subprofessionals to other agency staff. The intro-
duction of subprofessionals into an agency often
results in a certain level of organizational stress.
If the supervisor commands the professional respect
of his colleagues, he can explain the program and the
demands it makes on the organization in terms of the
policy implications, organizational pay-off, and
positive effect on the quality of the program of the
CAA.

6. The supervisor as a boss and an evaluator. The
subprofessional will have to learn to cope with the
demands of a boss. The trainee must learn to follow
directions, show responsibility, relate to authority,
and submit his work for evaluation. In order to help
the subprofessional meet these requirements, the
supervisor must make consistent demands on the
subprofessional. In a discussion-to follow, more
attention will be given to supervisory techniques.

Each of these roles will be a part of the daily life of
the supervisor. He must be alert against any tendency to function
as the trainee's therapist. It night be quite evident to the
supervisor that the trainee requires casework or psychotherapy.
However, the supervisor must understand that while some under-
standing of the emotional stresses and strains which are a part
of the subprofessional's life is helpful to the supervisory
relationship, the supervisory process should be task-oriented
and related only to the subprofessional's ability to perform
on the job.
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E. J102,1115.2001A2AsEtt

The supervisor of subprofessionals faces a tremendous task.
He must select those tasks for the subprofesoional that will,
at the same time, serve the program goals of the CAA and further
the subprofessionalts learning. He has to teach the subprofessional
what he has to know in order to accomplish the task. He must
support the subprofessional as he tries new and unfamiliar tasks.
The supervisor must evaluate the trainee's efforts and he must
be prepared to re-teach those portions of the task that the
trainees did not perform up to expectation. All of this he must
do while either carrying out that part of his own job that is
related to providing services to the target population or
exercising supervisory control over other professional staff
who are providing service.

Selecting appropriate tasks for the subprofessional requires
that the supervisor analyze the strengths and weaknesses of
the subprofessional in terms of his readiness to complete the
task. This means that the supervisor must know what level of
skill and knowledge is required to complete the talk, as well as
whether or not the trainee has the requisite Skills and knowledge.
The supervisor must consider the relevancy of the task to both
the educational objecttves oZ his relationship with the subpro-
fessional and to the CAA's program. He must consider the possible
impact of success or failure on both the subprofessionalts
training goals and the operations of the CAA. His consideration
of these factors should lead him to select tasks that will
challenge but not defeat the subprofessional and that will serve
to make the subprofessional a contributing member of the CAA's
work force.

Care must be taken by the supervisor to see that the
subprofessional does not find himself continually repeating a
task he has mastered merely because the task is important, or
because he and the rest of the staff find it more comfortable for
the subprofessional to do it. It is the supervisor's responsibility
to ensure that the subprofessionalts work assignwents steadily
progress from the simple to the more complex, from the easy to
the more difficult, and from the comfortable to the more uncomfortable,
until the subprofessional has covered the full range of tasks
called for in his job description.

When assigning tasks to subprofessionals, the supervisor
should explain at least the following points to ensure that
the subprofessional has a real chance for success:

1. What must be done? The task must be clearly specified
so that the subprofessional can understand the goal
toward which he must work.
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2. How must it be done? The procedures for completing
the task shoudl be specified, including the range of
acceptable initiattve that the subprofessional may
use in completing each step of the process.

3. What Ismipment or materials are needed to complete
the task? The subprofessional should be helped to
decide for himself what he will need to complete a
job. The immediate task of the supervisor is to
help the subprofessional understand that any worker
has to know what tools he will require to complete
the job.

4. Where and how can the sub rofessional et the necessa
mikipment and materials? This is particularly important
in larger CAAs where the location and securing
of resources involves an ability to function within
a bureaucratic system.

5. What level of performance is expected? The supervisor
must make clear his expectations so that the subprofessional
can have a realistic idea of what "success" is. This
knowledge is important if the subprofessional is to
learn how to evaluate his own work as he proceeds.

6. How much time is a ro riate for the com letion of
the task? This is another dimension of the supervisor's
expectations that the subprofessional should be clear
about.

7. How much hel or direction can the sub rofessional
exactatileheis working on his assigned task?
The subprofessional should c)nsider the supervisor as
another organisational resource and he should have an
accurate idea of its availability. Vague assurances
that the supervisor's door is always open are seldom
helpful to beginning professionals or subprofessionals.

8. What is the relationshi of this articular task
to the over-allyhe CAA? How much
priority does this task have over the other demands
that may be mada on the subprofessional? The subpro-
fessional should be helped to understand the value of
the task to which he is assigned in relation to his
colleaguees roles and the CAA program as a whole.

Once the subprofessional has begun the task to which he is
assigned, the supervisor's role shifts a bit. He now Should
seek to provide appropriate support for the subprofessional.
This support depends very largely on two factors: procedural
agreements that he has reached with the subprofessional, and
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his own ability to control his anxiety about the subprofessional's
performance. If it is at all possible, the supervisor should
honor prior agreements with the subprofessional and not casually
"drop in" on him if they have agreed that the subprofessional
could complete the task independently. On the other hand, if
the supervisor has promised more active suPPort, he should
deliver it.

When the subprofecsional has completed the assignment,
he will have an idea of how, well he did if the supervisor did a
good job of outlining the assignment originally. What the
subprofessional needs is a confirmation or denial of his self-
evaluation and help in improving his performance the next time
he is given the same or a similar task. It is at this point
that many supervisors of subprofep konals are tempted to say
that they did well when they actually didn't. This is usually
done either to avoid a confrontation with all of the potential
discomfort evaluation may produce for both the trainees and the
supervisor, or because the supervisor really doesn't expect
very much from the trainee and is willing to accept poor work.

In these situations the trainee is not likely to be fooled:
He has aa estimate of how well he has done and he may come to
one of two conclusions; that he is immune to criticism because
his supervisor pities or is afraid of him, or that the program
is a farce and that all everyone is doing is putting in ttme
and drawing a salary. The supervisor must demand increasingly
higher performance from the trainee. He must let the trainee
know that the CAA will not accept second class work and that
the trainee should not allow himself to be satisfied with it,
either.

The supervisory model has two dimensions: time and method.
Regularly scheduled conferences are an integral part of the culture
of some CAAs. The supervisor should meet regularly with his
workers to discuss their progress toward their operational goals.
The frequency and the duration of these conferences should be
determined by the needs of the worker as perceived by both the
supervisor and the trainee. An effective practice is for both
parties to keep time clear, and for the time to be used unless
both parties agree that a conference is not appropriate at that
time.

Supervision should be both technical and administrative.
The trainee should have only one person to answer to in the CAA
wherever possible. No modes of supervision are currently
being used: group supervision and one-to-one supervision.
Agency practice varies as to which mode of supervision is
appropriate. There are advantages and disadvantages in both.
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Group supervision provides the workers with an opportunity
to learn from the supervisor and from each other in a structured
situation. The group can provide support for each trainee as
he struggles to learn. Often, fellow trainees serve to
facilitate communication between the supervisor and a worker.
The group can serve as a check on a supervisor's tendency
to negate the realities within which the trainees are functioning.
A peer group can apply sanctions to those members who are not
performing up to their capacities. As the subprofessionals begin
to function in the agency, they will find that they are performing
a unique set of functions. These functions, along with their
status and socio-economic background, will tend to set them apart
from the rest of the agency staff. Group supervision will
provide them with a reference group that will serve to strengthen
their identity as subprofessionals. Finally, the supervisor
can use the group for teaching and reteaching of skills in a
more economical fashion, since he will not have to repeat himself
with each trainee.

There are same disadvantages to group supervision. Members
of the group wbo learn rapidly are often held in check by the
pace of the group's learning. Groups can make scapegoats of
those members wbo don't meet the group's approval. Some aides
will be unable to discuss openly their private problems in
front of their peers. The group may be able to overwhelm the
supervisor by its numbers and unity, producing a possible
distortion of the realities of both the working situation and
the supervisor-worker relationship. In general, the group
situation is more threatening to the supervisor and may cause
him unnecessarily to initiate power struggles between himself
and the group.

Individual supervision may be more appropriate because of
the supervisor-worker ratio and the strengths and weaknesses
of the supervisors. Certainly individual conferences provide
a clear opportunity to focus more directly on a subprofessional's

particular problems. The trainee may be more ready to accept
help when it is not offered in front of his peers. The conferences
can be more nearly tailored to an individual trainee's learning
style.

On the other hand, the subprofessional may be so intimidated
by the power of the supervisor that he will be unable to function
in the one-to-one situation. In the individual conference method
there are fewer checks on both the trainee's and the supervisor's
perception of reality. There are only two opinions available in
the room and in case of disagreement, the supervisor's opinion
will usually prevail. Each trainee is clearly limited by the
one-to-one situation in the opportunities available to him to
learn from the mistakes of his peers.
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The decision as to the optimum supervisory mode should be
made with the relative advantages and disadvantages of each
method clearly in mind. This should be a rational decision
based on an examination of the factors discussed above and
other factors related to the operation of the CAA.

F. Other Typical Problems

The utilization of subprofessionals produces problems that
are not normally subject to policy in an agency staffed by
professionals. These examples should serve to alert a CAA
preparing to hire subprofessionals to the types of problems
that can develop.

1. Should Suborofessionals be included in social events
that other staff members participate in? CAAs tend

to produce a culture of their own. The difficult
and stress-producing nature of the tasks makes it
almost inevitable that the staff begin to associate
with each other on a social basis. This social life
can include the subprofessionals only if the staff
accepts one ground rule. The social conduct of both
the professional and subprofessional staff members
should not be used as a basis for evaluating the
staff members' abilit to erform on the 'ob. While
professionals Share relatively consistent ideas of
what appropriate conduct at a party is for themselves,
they must guard against a tendency to judge the
behavior of the subprofessionals by the same standards.
Subprofessionals also may tend to misinterpret the
behavior of professionals in social situations and,
as a result, may carry these misconceptions back to
the agency framework. If the social behavior of
people from one subculture is used by the members of
another subgroup to make judgments about work performance,
only bitterness avid dysfunctional organizational
behavior can result.

2. What ha 'ens when a sub rofessional is arrested b the
police? The backgrounds of the subprofessionals
make it a reasonable possibility that they will be
arrested while they are employees of the CAA.
Resulting publicity has to have a negative impact on
the CMOs image. Should the CAA withhold judgment
and continue to employ the subprofessional until he
is proven guilty in a court of law? Should the CAA
immediately terminate the subprofessional? One agency,
when faced with this problem, suspended the employee
immediately and agreed to allow him to return to work
and to give him all of his back pay if he were freed
by the cctIrt. There was a seven-months delay between



the arrest and the trial. During this period the
agency could not fill the subprofessionalls budget
slot because it had agreed to pay his back pay if he
was freed. By the same token, the subprofessional
in the case was deprived of his income when he needed
it most. Other agencies have held the subprofessional
employees to the same standard that was in force for
professional employees, ignoring that the subprofessionals
lived in neighborhoods where the police did not hesitate
to arrest residents on the slightest provocation. The
question is difficult and the answer selected will not
be perfect. What is indicated, however, is that the
CAA should anticipate the possibility and consider wbat
its policy will be before the first subprofessional
or professional is arrested.

3. Loans between rofessional and sub rofessional staff.
Although the subprofessional may be earning an adequate
salary, this does not erase the effects of a long
history of unemployment or underemployment. Old bills,
the purchase of long-desired appliances, or a request
for assistance from a neighbor or relative may impel
the subprofessional to borrow money. The CAA should
recognize the reality of these situations and provide
a credit resource for CAA employees. By establishing
an impersonal institutionalized source of credit,
the CAA will be able to require that no money be loaned
between professionals and subprofessionals. This is
important because experience has shown that some
professionals, after lending money to subprofessionals
under their supervision, have tended to take a punitive
attitude toward the subprofessional when the loan
was not repayed. Professionals have also been known
to borrowr money from subprofessionals and to delay
repayment. In these situations some of the subprofessionals
were afraid to ask for their money for fear of reprisals.
While the lending of money is a personal issue between
the parties involved, the issue ceases to be personal
when performance on the job is influenced.

4. The sub rofessional wants to move out of the target area.
Many subprofessionals are hired because they live in
the target area and have an intimate knowledge of
poverty. Yet it is quite possible that after a few
months of successful employment and regular pay
checks, the subprofessional wants to find better housing
outside of the area. If he implements this desire
does he become less useful to the CAA? Does he begin
to lose touch with the poor? Can the CAA justify requiring
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that a person continue to rear his children in a slum
if that person can afford to move out? This question
resolves itself to one of values. It is important,
therefore, that the CAA communicate its position
on this issue to the applicant before he becomes
a part of the staff. By doing this, the CAA leaves
the decision to each applicant, where it rightfully
belongs.

G. Continued In-Service Trainisi

The integration of subprofessionals into a CAA requires
that the agency make a substantial commitment to in-service
training. This training commitment can take the form of regular
staff meetings in which program issues instead of administrative
issues are discussed. It can take the form of after-hours seminars
for which the subprofessionals are compensated, or it could
take the form of monthly one-day retreats. This effort is vital
to the success of the CAAls program for a number of reasons.
CAAs experience an above-average amount of staff turnover. If
this turnover is not caused by resignations or other terminations
of employment, it is caused by rapid expansions in programs that,
in turn, result in internal transfers, promotions, etc. The CAA
cannot afford to assume that every person who takes over a new
role can do so without any additional training. This is particularly
true for subprofessionals.

As new programs are developed, the relevant staff should be
trained so that they have a full command of the goals, methods,
and roles that are vital to the success of the new programs. The
staff should have a structured opportunity to review the new
program in the light of their experience in past programs. The
subprofessionals should have a chance to discuss the program
in terms of their special knowledge of the target area.

The national focus on the problems of poverty has caused
many social scientists and social researchers to study poverty
in an effort to understand its dynamic and structural aspects.
While these investigators are not turning up formulas for the
solution of poverty, they are providing insight imo areas in
which practitioners have navigated without charts for many years.
The organizationtil routine and administrative problems of CAA
can cause its staff members to be so buried in programs that
they don't have time to read the research that either confirms
or denies the wisdom of their program conceptions. A deliberate
attempt to provide time, within the context of the CAA mission,
for all levels of staff to join in a search for truth will pay
dividends in program conception, organizational integration, staff
morale, and staff competence.
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THE NEIGHBORHOOD WORKER*

Who is the person your agency will be training as a
neighborhood worker? This section gives an overview of the
neighborhood worker, drawing on the observations of community
action agencies which have employed and trained them. The
worker is described as trainee, supervisee, and subprofesaional
team member on the CAA staff.

Much has been written about the culture of poverty and the
job performance and styles of individuals who have experienced
poverty. In addition, study by observation has been done with
some groups already selected and trained for work at a subpro-
fessional level.** Descriptions of the subprofessionalst
styles of learning have been noted. Their manner of relating
to members of the community and to the staff have been reported.
Their effect upon the agency, one another, and the community
have been assessed by demonstration community action training
projects for subprofessional neighborhood workers.

Drawing on the reports of these experimental demonstration
programs this section is organized around the following questions:

Does the indigenous subprofessional have skills and
a life style which are not usually attributes of most
professionals and which are of value to the program?
If so, can these be protected and developed?

*The term neighborhood worker is used interchangeably with
neighborhood aide in the Guide and Sourcebook. This subprofessional
has also been given other titles. Sometimes this is due to the
focus or style preference of a particular program; sometimes other
titles are found where programs have succeeded in developing a
job progression with more advanced and specialized roles. In most
community action programs the subprofessional serves as a bridge
between the professional staff and the community, in the role
of two-way liaison. His duties may be those of a specialist
or of a generalist. They may include one or a mixture of the
functions of extending agency services to the community, obtaining
information from the community, or community organization.

**Observation must be distinguished from true research. One
promising research project, incomplete at the tine of this
writing, is being carried on by the Albert Einstein College
of Medicine, Community Psychiatry Project of Lincoln Hospital,
Bronx, N.Y., funded by the National Institute of Mental Health.
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What generalizations have been formed about the
limitations of indigenous subprofessionals which
affect their work negatively? Can these be changed
through training and administrative procedures
without harming them or their effectiveness?

Do subprofessionals have learning styles which are
identifiable and to which training and supervision
can be attuned?

.....Do subprofessionals, once hired and working, tend to
change their attitudes toward their neighbors?
What seems to affect this?

...What tendencies toward role conflict--who am I--what
should I represent--appear repeatedly? Have some ne*
approaches to working in the community helped ameliorate
role confusion on the part of the neighborhood worker?

Skills a nd Life Style

Does the indi enous sub rofessional have skills and a life style
which are not usuall attributes of most rofessionals and which
are of value to the program? If so, how can these be _protected
and developed?

Of the culture of poverty, Allison Davis, of the University
of Chicago, has written:*

The underprivileged worker lives in a different
economic and social environment from that in which
the skilled and the middle class workers live.
Therefore, the behavior that he learns, the habits
that are stimulated and maintained by his cultural
group, are different also. The individuals of
these different socioeconomic statuses and cultures
are reacting to different realistic situations and
psychological drives. Therefore their value and
their goals are different.

The Lincoln Hospital Training Manual of the Community
Psychiatry Project of Albert Einstein College of Medicine lists
some of the themes which dominate low income culture.**

...Security vs. status

...Pragmatism and anti-intellectualism

* Allison Davis, The MOtivation of the Underprivileged Worker, in
William F. White, Editor, Industry and Society, &Grew Hill, 1946.

**Training Manual I, Lincoln Hospital Mental Health Services,
Albert Einstein College of Medicine, 1967.
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...Powerlessness, the unpredictable world, and fate

...Alienation, anger and the underdog

...Cooperation, gregariousness, equalitarianism
and humor

...Authority and informality not in contradiction

Person centered, particularism

...Physicalism, masculinity and health

...Traditionalism and prejudice

..Excitement, action, luck, and the consumer orientation

..Non joiners

...Special significance of stable female-based households.

The focal concern of low-income culture (in an urban
setting) can be characterized as involving family and
kinship stress, neighboring, restrictive participation
and voluntary association, preference for the familiar,
anti-intellectuality, authoritarianism, intolerance,
pessimism-insecurity, cynicism, extra-punitiveness,
toughness, and consumption stress.

It is important to look in'more detail at the workers'
strengths as they relate to the job, training, and the agency.

The staff of the Institute for Youth Studies at Howard
University compiled a list of characteristics of their subpro-
fessional trainees.* ITS chose its trainees from what they termed
the Hhave nots.n These would be the poor who do not have formal
power in the neighborhood. Among those selected, their assets
for this kind of work were IYS notes:

...He knows what it is to be poor
perceive same of the causes of

...He wants to do something about
ideas about what to do.

and is able to
that poverty.

it and has some

*W.H. Denham, H.S. Felsenfeld, W.L. Walker, The Neighborhood Worker,
A New Resource for Community Change, A Monograph on Training and
Utilization, Howard University, Institute for Youth Studies, 1966.
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...He has been waiting all his life for a decent
job with some meaning.

...He has survived as an individual under situations
of great stress and still remains alert and related.

The Mobilization For Youth Visiting Homemakers project
staff also reported some positive characteristics of those it
selected as subprofessionals.*

Social distance from the target population was
much less than that of the professional staff.

They were hard working, enthusiastic, and
responsible.

...Though untrained when they arrived, they were
not unskiL.ed.

...They were able to mobilize the client population
through directness, informality, and practical
action.

...They taught clients homemaking skills by Hdoing
withu rather than simply utelling howu which was
more effective. Their capacity to serve as
an acceptable model was used particularly well.

...Their response to netd was quick and practical.

...They were far less formal and emotionally constrained
than the professionals.

They tended not to perceive people as problems,
looking first at the practical situation within
which the person found herself.

The neighborhood worker in a CAA, whether from the very poor
or from the group which is already drawing closer to the middle
class, does have different and unique contributions to make which
are not usually natural to the middle-class professional. He
knows the subtle nonverbal language of the poor neighborhood;
its patterns of thought and behavior. He knows the kind of
despair which poverty and minority status cause and can anticipate
its effects in many situations. He knows the meaning of distrust
in a minority or poverty culture and has ready*made skills with
which to break through it; skills which are not natural to most

*Gertrude Goldberg, Nonprofessional Hel ers: The Visitin
Homemakers, in G.A. Brager and F.P. Purcell, Editors, CommunitE
Actio:abast.l!imert2, College and University Press, New Haven,
Connecticut, 1967.
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professionals. If well selected he is motivated to grow
through helping others help themselves, thereby developing
self respect and a sense of dignity along with new skill.
He knows how to tap the potential enthusiasm in the neighborhood
as long as his enthusiasm about the effectiveness of the program
remains high and his role is relatively clear. He speaks a
language which is direct, concrete, and pithy. It corresponds

to the informal, spontaneous, concrete, action-oriented style
of behaving which is more a part of the poor culture than it
is middle-class.

An illustration of the subprofessionalls style which has
become classic is given by George Brager, who describes a
neighborhood meeting led by a worker.*

...Although they were wrestling with problems resulting
from serious housing violations, there was laughter
and gaiety; although much business was conducted,
there was no formal meeting. Aside from the infor-
mality, nonprofessionals tend more often to be
'directive', 'active' and 'partisan'. Cursory analysis

of their records further supports the conclusion that
the nonprofessionals tend to provide active direction,
for the reports reveal that they 'decided', 'announced'
and !insisted'. This differs sharply from professional
recording, in which workers are more likely to
'suggest! and tenable'. The nonprofessional was in
the center of activity, exhorting her !clients!,
training by demonstration and providing direction.

The skills, knowledge, and style which the subprofessional
brings with him to training will have to be protected from a
number of influences which can have a destructive influence on
them. The qualities need to be recognized by the staff as
valuable and the ways in which they are useful to the program
should continually be pointed out and developed in training and

supervision. When subprofessional actions are at odds with
agency policies or practices, discussion of the desired changes

ought to include the workers and allow role-played practice of
the new approach.

The indigenous subprofessional needs help in developing
and defining his new identity as a middlz-man between the agency
professionals and the community participants. His is a difficult

role. It is one which he is creating as he goes along and he will
need all the support and guidance he can get. He may have a
tendency to become superficially identified with the middle-class

professionals. This can result in distortion of his relationship
with the clients and loss of certain of his skills in practice.

*Brager, George, The Low Income Nonprofessional, paper presented
at National Conference on Social Welfare, May 1964.



His identity should develop from the success of his experience
in training, in the field, and within the agency. The profes-

sionals with whom he works will have to help him find this role
through training, supervision, and evaluation of him as well
as of themselves as they interrelate with him.

The extent to which he and his colleagues are heard and
given recognition as a group with different, but integrated
and valuable roles to play as part of an agency team, will
assure an easier role identification for the subprofessional.
His ideas should be heard. He should feel he can communicate
freely with staff nenbers. His informality and life style
should be blended with the agency's and professionals'
style and allowed expression whenever possible. He should
feel free to ask questions when he has them and feel secure and
knowledgeable enough to know when they ihould be asked. Security

can be provided by the feeling of coherence of the individual

worker with his group. This has been emphasized by nany
programs as a technique which can be initiated during selection
through the use of group interviews. Supervision nay be both
group and individual. Some programs have assigned the subpro-
fessionals to work in groups in the field where that was
possible. In other programs they have been paired.

His job definition should be clearly conceived and secure.
As his role develops, changes in the definition of his work may
become obvious and seem practical. Such flexibility should be
allowed, but wherever possible, he should be brought into
discussions about the changes in his job description. Orientation

to the program and agency should be thorough and clear. It

should allow personal contact with the staff and nake clear
their roles in relation to the trainees. Trainees should be

encouraged to raise basic questions during the orientation
session.

Limitations

What generalizations have been formed about the limitations of
indi enous subprofessionals which affect their work ne ativel 9
Can these be changed through training and administrative proce-
dures without harmin him or his effectiveness?

The training experience of the Institute for Youth Studies
at Howard has produced a list of potential limitations found

among their trainees recruited from the poor.* Of course, this

is a list which is composite and generalized. Each trainee

iiffers from another in particular strengths and weaknesses and
in the degree to which he possesses each quality.

*Denham, Felsenfeld, Walker, op. cit., p. 14 and 15.
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...He has been emotionally and intellectually
alienated from the broader community. If

Negro, he has a poor sense of the history of
the Negro as a people, and himself as a part
of that history.

..He distrusts all sources of conventional strength
and power, and for good reasons. This distrust
is a coping mechanism for the individual, but
it leads to distrust of groups of his fellow
man, and he therefore shuns group activity
as a mode of strength and power.

..He has pervasive anxiety about social action,
about risking himself without a definite assurance
that he will be completely supported by authority.

...He may ufeel foe his fellowman, but hasn't found
it worth his while to ally himself with them. He
has a lido foe rather than a fldo with!' attitude
toward help. He senses magic rather than purpose
in strategy.

...He has a profound sense of self-doubt.

...He so hates those who have moved ahead that he
feels their progress could only have been based
on fraud or pure luck. He becomes desperately
anxious when faced with a competitive situation.

...Because he has to guard so carefully against the
uexploitersu in order to survive, he has to a
degree identified with that role model from
constant anxiety and attention directed toward
its source.

Faced with a struggle for survival that has
taken every second and ounce of wit, he has had
little time for AiLiciititt as opposed to responding.

This response strategy makes individual day-to-
day survival possible, but it rarely leads to
development of socio-political institutions capable
of sustained action.

This list nay differ from others presented in terms of the
intenlity of the statements; nor is the compilatltn necessarily
complete. We believe that the ITS training programs successfully
avoided ucreamingu in their selection of trainees and did, in
fact, work with more of the very poor in contrast to those who
were already upward bound.
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It is important to take some risks in selecting trainees.
To identify latent intelligence and ability is not always easy,
but it should be attempted. The very poor should be included
as potential candidates for training. There are many of them
who have proved that they can make immense leaps toward self
development if given the chance. A training group which
consists of a mixture of some of the upward bound as well as
the very poor is feasible. The National Committee on Employment
of Youth's demonstration training project selected such groups,
using basic ability, talent and motivation for the work, and
native intelligence (not formal education) as their interviewing
criteria.

Training should be structured and given in such a way that
each of the areas of limitation noted are dealt with. For

instance, same basis for a knowledge of minority group history
should be provided. A consultant might be used. The staff as

well as the trainees might be interested in the list of books
on Negro history provided at the end of this document.*

A secure grounding in community organization techniques,
running a meeting, and techniques for achieving social action
should be provided in classroom and on-the-job training. The

staff members should always be sure that they are with, close to,
and behind the subprofessional in each of these areas. Preparation
for each action by subprofessionals should be thorough and complete
in the early stages. Role playing will help. Presentations by
experienced workers (professional or subprofessional) is essential.

The "do for" rather than "do with" attitude toward giving
help, cited by the IYS staff, directly conflicts with the
description of the performance of the Mbbilization For Youth
homemakers. Their success was in large part attributed to
the fact that they "did with." Although we cannot be sure,
it may be that this discrepancy between the two groups is due
in part to the extent of their previous deprivation. It nay

also be a factor attributable to differences in age and sex. The
homemakers were older women who had for years accepted responsi-
bility for the velfare of their families. The IYS trainees may
not have lived as intensive a helping role in real life before
training. The important thing is that teaching by "doing with"
is an integral aspect of the neighborhood worker's role and one
cause of his success. To develop this ability where it is latking,
training, staff inter-action, and supervision must find a way
of showing the value of such a technique by example, by discussion,
and through practicing it in professional-subprofessional
relationships.

*Lists of resources concerning the culture and history of minority
groups are available through the American Library Association,

the Anti-Defamation League, and the Office of Education's

ERIC system libraries.
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The poor self-image which is prevalent among many of the
trainees has a number of ramifications which will interfere
with their development. They need to learn to see where
they really are in relation to their knowledge, job, the program,
and performance. TO do this they must learn to trust those
who have hired them, are training them, and giving supervision.
They have to be able to hear criticism. The security of the
group will help. The freedom to speak honestly to the trainer
and with consultants and supervisors without fear of being
seriously misunderstood or fired is essential. They will test
their position in relation to the professionals and should be
allowed to do so. This will be difficult for those being tested
and emphasises the importance of selecting the right people as
trainers, supervisors, and consultants. They should be extremely
secure and flexible people who know the work they are presenting
and who do not have underlying rigidity or punitiveness.
They must be able to ohold their owno with fairness, warmth,
strength, and objectivity.

As training progresses and the subprofessional has had an
opportunity to both role play some of his work and to practice
it on the job, his realisation that success is not a matter
of pure ludk alone will develop. Problems should be brought
up for discussion and same of the anger allowed out. The
fact that subprofessionals do not learn as well under pressure
or in an anxiety-producing situation has been noted by a
number of training programs. An atmosphere of controlled
permissiveness which is securely structured and provides
mutual trust and respect between the trainer and the group is
very important.

Presumably the trainees who have become over-identified
with the oexploiterso as a technique for survival and functioning
will have been culled out during the selection process. However,
in making these highly subjective value judgments, the staff
should not avoid taking risks with applicants who have had
experiences as exploiters, but appear to have grown beyond
them, or who show a strong potential for growing beyond them.
A sincere desire to help improve the neighborhood should be
apparent. During training, ways of dealing with oexploiterso
in the community will have to come up for discussion and the
views of the trainees will have to be aired.

The trainer will develop group discussion techniques which
lead the subprofessional from freedom of response (a quality to
be retained) to the additional development of reflection and
listening skills. Discussion skills (albeit heated) as compared
to purely impulsive interaction will have to be given attention
and practiced by the workers as discussion is one of the basic
techniques necessary to successful work in the community.
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As noted earlier, the strengths and limitations of the
trainees noted by one training program may differ from those
of another. This is partly due to the target group from which
the candidates are sought. Also, it is the result of the
seLection criteria and of an agency's job description.

Learning Styles

Do subprofessionals have learni st les which are identifiable
and to which trainin and s ervision can be attuned?

There is agreement among training groups that indigenous
trainees benefit more from certain ways of learning than from
others. The atmosphere within which their growth takes place
is important as well. The Lincoln Hospital training staff has
reported a condensation of learning styles.*

physical and visual rather than aural

...content centered rather than form centered

externally oriented rather than introspective

problem centered rather than abstract centered

inductive rather than deductive

spatial rather than temporal (affecting the time
perspective)

..slow, careful, patient, persevering (in areas of
importance) rather than quick, clever, facile

games and action versus tests

...expressive, versus instrumental orientation

...one track thinking and unorthodox learning
rather than "other directed" flexibility

...won's in relation to action rather than word
bound (inventive word power and "hip" language)

Provision for these and other styles of learning, which
are common to people for whom the usual educational approach
has not been effective, are made in training and should have been
kept in mind during preparatory discussions with the staff.
It is important that the subprofessionals not be "put down" or
constantly "turned off" by anyone with whom they are working
because they use styles which may differ from those which the
professionals use. At the same time, as training and experience
progress, the subprofessional should be able to expand his style
to include elements which it has previously lacked.

*Lincoln Hospital Training Mknual I op. cit.
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In general, training will consist of a flexible structure
which includes a variety of experiences. It will not be fully
didactic although a formal presentation of some material is
viable. Discussion methods, role playing, and other involve-
ment and action-oriented techniques will be used. The
techniques and models which have proved most effective
are described in the final section, ',Training Rationale and
Activities.fl

The maintenance of an informal and open atmosphere is
important for supervision and training. When training takes
place within a CAA and integrated into the agency's functioning,
the creation of a less bureaucratic and formal atmosphere, even
beyond the training program per se, has been used to support
the subprofessional's styles of relating (and learning
informally). This is not to say that practices which are
consistent with good administration or social work techniques
need to be threatened. One attempt to achieve a more open
atmosphere throughout the agency as a whole is described by
a member of the professional staff of the Mobilisation For
Youth project supervising indigenous homemakers.* The
office was an informal one located in an apartment house
which had been planned and decorated by the subprofessionals.

If the indigenous character of a service is to
be retained, it must be administered less formally
and bureaucratically than many social-work programs.
Not that we failed to develop forms and procedures
consistent with good practice. As much as possible,
however, we let the homemakers set the pace and
determine the atmosphere of the center. The super-
visors seldom sat behind desks or closed doors and
were accessible to homemakers for spot conferences,
success stories, and 'emergencies'. Neighborhood
persons, both workers and clients, chatted and
gossiped in the office. It was the professional
staff rather than the indigenous people who felt like
outsiders.

The extent to which and way in which each agency can accommodate
the various styles of the subprofessional within its framework
will differ.

*Gertrude Goldberg, op. cit., p. 198.



In the New Haven, Conn., Training Program the aides and
professionals created a free atmosphere. This is in large part due
to the leadership of the training program and is specifically
supported by the fact that aides serve as co-trainers along with
professionals. At Lincoln Hospital the first group of manta health
workers in training were asked to help plan the Neighborhor,1 Service
Centers which were being established.

The staff of each community action agency can consider its
own attitudes toward these suggestions and attempt to achieve some
accommodation for the subprofessionals. If successful, it follows
that the rapport between the agency staff and members of the community
will be enhanced as the a ency reaches out.

Attitude Change

BO sutTrofessionals, once hired and working, tend to change their
attitudes toward their nei bors? What seems to affect this?

The identity problem of new neighborhood workers may be difficult
to reconcile in situations which require them, along with the agency,
to crea.te their role as they go along without the help of previous
Drole models.0 One question which has been asked again and again
is whether the subprofessional will tend to feel and act in a way which
separates him from his neighbors once he has begun to serve in the
role of liaison or bridge between the community and the CAA.

If he is helped to retain many aspects of his style and to
use them successfully as an integral part of his work, the average
subprofessional should continue to be able to relate to his neighbors
with ease. For example, the style of subprofessionals often includes
a directive element which might be interpreted by the middle-class
professional as unnecessarily authoritarian. However, more often than
not, if the worker knows his related skills and has an accurate
understanding of the problem with which he is dealing, his directive
style works. The tendency among many social workers is to avoid a
directive approach.

Anyone serving in a role which is essentially that of a middle-
man is vulnerable to pressures from both sides. Hence, it is very
important that the subprofessional be supported should anger be
directed at him from the community. This can happen if something
goes seriously wrong with a major aspect of the CAA program which can
be attributable to him or to the agency. If the mistake is his, of
course he must learn from it. However, to do so he has to be able
to disentangle himself from the heat and the fury it may have generated
and look at it in a larger perspective. If the fault is not entirely
his, this should be made clear to all concerned and his image in the
community as a subprofessional middle-man given support. He should
take part in righting any mistakes which have been made and be involved
in working out next steps or alternative plans. An articulate neighbor-
hood worker from Washington, D.C., replied to a question about how he
felt in relation to his neighbors now that he was on the way up, saying:
"I moved away from my home. I dress differently now. But, I'm
still attached to those feelings and ideas. When my salary is
$10,000 to $15,000 a year then, perhaps, I would answer differently.0
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Role Conflict

What tendencies toward role conflict - who am I - what should I
!present - aPPear repeatedly? Have some new a noaches to work-
kg in the community helped ameliorate role confusion on the Part
of the neighborhood worker?

The conflict which the new subprofessional feels about
accepting professionals as co-workers with a different, but
related, role is an area of difficulty which every training
project has reported. The subprofessional may either be hostile
or over-identify with his more middle-class colleagues. Handled
openly, this cause of conflict can be resolved in various degrees
during training, supervision, and through staff preparation.

Another cause of confusion to the subprofessional worker
springs from the way his job as a bridge or middle-man is
defined and his training structured in his relationship to it.
Demonstration projects suggest that the usual practice of train-
ing neighborhood workers first to extend services and later to
organise the poor around their expressed needs actually causes
the workers to suffer fran greater role confusion and, in the
long run, to be less effective as representatives of the poor.*

Subprofessionals like to extend services and do it well
when properly trained. However, they seem to find it more
difficult, when moving into the next role, to perform the
community organisation function and thus "cover more territory"
with as much work. The demonstration training staff felt that
this might be caused in part by the workers' dislike for and
distrust of groups, their unfamiliarity with groups, and the
greater difficulty of learning community organisation skills.

The neighborhood workers' confusion grew from the fact that
there is a difference between being a social broker and an
organiser in a neighborhood. The neighborhood saw the aides
as an extension of on-going services which had not achieved
many major changes. The "big daddy" identification was often
given them. When it came time to add the organisational role,
the neighborhood residents were not always receptive. The
community was not clear about the differences between the two
functions nor were the workers sure of how to perform in the
new role. The workers often had a sense of split loyalty and
confusion about who to represent and how. Whether they were
members of the community or extensions of the agency was the
basic Issue.

* Denham, Felsenfeld, Walker The Neighborhood Worker, 221.. cit.,
pp 16-27



The IYS staff experimented with a new role definition,
attached to a different sequence and emphasis in training. First
the aides were told of certain clearly defined servises which
the agency would perform, and which could be firmly promised to
individual groups in the community. Then they were trained as
community organisers. Working closely with an agency team and
with the community, they identified the needs which were most
immediate, basic, and would involve neighborhood groups lu the
action. The issues around which the people were organized were
concrete rather than idealistic.

This concept for training subprofessionals for community
work corresponds in some respects to thinking about new curriculum
for training professional community organizers in social work.
Service specialization is de-emphasized and replaced by a
problem-centered, wholistic approach. Mobilization For Youth
developed a somewhat similar design in practice. In a multi-
problem situation one of the professionals worked as a generalist
who could call upon a team of consultant specialists (such as
lawyers, doctors, etc.) when needed.*

The idea which MFY has advanced is that the
social worker can best fulfill his professional
function and agency rsponsibility by addressing
social problems directly, in an attempt to bring
About inktitutional change, rather .than focusing
on individual problems in social functioning.
This is not to say that individual expressions
of a given social problem should be unattended.

The individual problems were not ignored, but were used
to find and change the more basic causes on a larger scale.

Same programs have recruited neighborhood workers for two
different kinds of jobs: one dealing with direct service, and
the other with community organization. For example, Lincoln
Hospital selected some aides to work on a one-to-one basis with
clients, and others to do a more group-oriented kind of work.
Mobilization For Youth, on the other hand, assigned its homemakers
strictly on the basis of their service skills; however, this was
reflected in their selection procedures, job descriptions,
training, and supervision. The aides had a clear picture of
their roles because they had been defined as part of overall
agency policy. A careful definition by the agency of how it
wishes to operate in the community is necessary before con-
sideration can be given to where and how the subprofessionals
are to be employed.

* Purcell and Specht, Selectirg Methods and Points of Intervention
in Deali with Social Problems: The House on Sixth Street, in
Brager and Purcell, 221.4, cit., pp 240-241.



-40-

Experimental approaches such as those just described require
a staff able to, and interested in, carrying them out. They
require careful planning as well as innovattve problem solving.
We hope that same of these experiments will suggest fresh ideas
in the community action field which may be feasible for your
agency to consider.

The role conflicts of the subprofessional are partly due to
his changing status. They are also caused by the dynamic fabric
of the program within which he is functioning. Wben the
residents of the poor community can see that the agencyls
program is Rhearingn their needs, and when they and the agency
can cooperate in a unified effort to achieve change, the new
subprofessional may find himself experiencing less negative
pressure from both sides. The major pressures will, instead,
be allocated to all three elements -- the agency, the sub-
professionals, and tilt community -- and will come from those
power systems and structures which may be threatened by the
proposed improvements and change within the community.

Effect on Staff

Does the presence of subprofessionals on the staff have a
noticeable effect uson the rest of the staff the pro:ram and
the wa of worki ? How can it become a ositive contribution?

If the CAA plans well for the subprofessionals as a per-
manent addition to the staff, there will be noticeable changes
among the staff and even within the program and structure of
the agency. If not, the subprofessionals can be attached to
present programs without much change. A slice of someonels
job can be carved off and the neighborhood worker trained to
do it. This is the most cautious, least innovative and, per-
haps, safest approach. It does not always result in the best
use of the subprofessionals. Nor does it allow the kind of
re.thinking which is described in the preceeding section.

Wherever adequate planning for subprofessional training
has been done, either in education, medicine, social work or
in an interdisciplinary setting, a number of things have happened:

The subprofessionals were encouraged to express themselves
in their own style about the issues in which they were involved.
Efforts to communicate were made by both subprofessionals and
professionals which resulted in greater interaction. Subpro-
fessionals often requested and were given the opportunity to
participate in training new groups of workers, or to be involved
in the selection process. They served as first-hand judges,
with professionals, of competency and as role models for the
new workers.
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The training of subprofessionals was not considered a temporarp
necessity, but a newt integral, and on-going part of the entire
agency program. A spirit of involvement and cohesiveness with the
agency and community can be seen in programs which have success-
filly developed the kind of approach to training subprofessionals
here described. Its development was not magic, nor instant. A
great deal of planning and re-planning was required. It was
fraught with disagreements and delays, frustration and annoyance.
But the results were very often worthwhile.

An indigenous staff can he an invaluable part of
a social agency's efforts to help lowsincome clients,
provided that the agency appreciates and knows how to
realise their potentiality. Untrained neighborhood
workers are sometimes regarded as poor substitutes for
professionals, hired because of a shortage of funds and
trained staff. Consequently, the goal of supervision,
trainimg, and administration may be to make them as

"professional" as possible. The atm is sometimes to
teach them without learning from them. (Of course,
they must be oriented to agency and social work goals
as well as freed, if possible, of social attitudes and
actions which are clearly hostile and damaging to
clients.)*

The degree and kind of influence which subprofessionals will
have on the staff and its way of working will depend upon the basic
program and training plans of the CAA. For instance, if the agency
places more emphasis on community organisation to reach the basic
causes of structural poverty in the neighborhood, the entire
program, including subprofessionals being trained and working in

this area, will be affected. Even if an agency does not visualise
this kind of effort as important, the integration of neighborhood
workers into thm staff will have an influence on staff and
program, but it will be of a different kind.

* Goldberg, Gertrude, 2g. cit., p 206.
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RECRUITNENT AND SELECTION OF TRAINEES

In this section thought is given to recruitment procedures
and to same of the qualifications and characteristics to be sought
among applicants for subprofessional training as neighborhood

workers. The experience of a variety of demonstration community
action training programa is synthesized to consider the following
questions:

What is the sequence of steps which nay be followed in

recruiting candidates? Haw much time should be given

to recruitment? What are some of the best places to

look for applicants?

Alhat attitudes and motivation should be sought in
applicants and how are they identified?

.....Howrnmch education should you require of the trainees?

Are men or women better suited to work as neighborhood
workers?

.....How important is the aide's age? Do older or younger

trainees perform equally well on the job?

...How should you interpret some of the traditionally
negative elements in the candidate's background as
indications of his potential for success as a neighbor-

hood aide?

.....Can some further generalizations be made about individual

cha: *.eristics which tend to predict success for the

&mai at?

What content can be included in a guide for the interviewer?

Recruitment

What is the se uence of ste s which na be followed in recruitin

candidates? How much time should be given to recruitment? What

are some of the best places to look for applicants?

As an outgrowth of the pre-planning, described in the first

section, the agency should have a clear idea of the job for which

it is hiring and training neighborhood workers. Naturally, the

initial thinking about the aides' role will change somewhat as a

result of experience. Nonetheless, the job description should be

considered a kind of promise to the candidates selected about

their salary, training, and work which is realistic, and can be

kept. It can be used for recruitment purposes or a shorter

version may be developed for distribution throughout the neighborhood.
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The longer job description should include such items as:

....Job Title. Will the candidates be described as ueighborhood
or community aides, workers, assistants or, by some other
title? The status factor inherent in a title is meaningful
to some. Does the agency intend to list the neighborhood
workers as subprofessionals, nonprofessionals, paraprofes-
sionals? This nay be important for career advancement
through on-the-job training, supervision, and later,
opportunity for additional training as it nay be needed.

...Duties. A description, in detail, of the types of work
and specific tasks to which the aide will be assigned
and for which he is being trained should be developed
by the agency staff. For instance, will some aides be
serving mainly as liaison between the agency and the
residents, providing information and arranging for
services on an individual basis? Will a part of the
group be doing organizational work in the community,
surveying its needs and attempting to organize the
residents to make needed changes? Will some of the
aides be working mainly in the CAP offices as assistants
to a particular staff member, and what will be their
duties? What basic skills will be needed for each of
these functions?

Training. The curriculum of the training program
should be described to include the schedule, length
of training, and training experiences. Whether the aide
will be paid his full salary during training Should be
noted.

Supervision. Arrangements for on-the-job supervision can
be described, including its purposes: as a part of the
entire training model, as an aspect of on-going training,
as a means of establishing liaison between the professional
staff and the subprofessionals.

Selection Criteria. The requirements which the staff
has decided upon should be listed. Minimally these
would include an age range, language skills, any foreign
language requirements, health, and sex. Other data
might include employment experiences, avocational
interests, area of residence, etc. The more basic of
these criteria are discussed in the section on selection.

....Salary, Increments, Hours of Employment, Place of
Employment, and Job Benefits. The starting salary and
schedule of increments, including qualifications and
and timing, should be given. If the work will require
irregular hours, that should be noted and, if overtime is
to be requested fram time to time, whether the aides will
be paid for it is important. An estmmate of the amount of
time to be spent in various field locations or in the CAA
office itself should be made. A list of paid holidays,
allowances for vacations and medical or health insurance
can be included.



From the job description a brief announceme4 may be prepared
for distribution in the community, as mentioned earlier. This
should contain clear, but concise information abott the prospective
employer (name, address, and function, where nece sary), the job
title and description of the responsibilities, the training program
(including schedule, content, duration), salary, hours of employment,
and benefits, and basic criteria (including special interests and
abilities) preferred of applicants.

Distribution of the flyers Should be made throughout the
community--particularly in laundromats, gas stations, drug stores,
grocery stores, bars, movie theatres, churches and community centers, etc.
Additional distribution, depending upon the community, can be made
through the mass media--the local newspaper, radi

1

station, or
television station. A public service announcemen can be developed
for this purpose. The social agencies which sem, a large number
of the poor residents of the community might be given copies of
the job analysis and flyers and asked to suggest applicants.
'.:hey may also be requested to provide preliminary comments about
those whom they refer.

If possible, about a month should be allowed for recruitment.
You will want more applicants than there are openings for trainees
to give you a wider range of choice. You may have to work harder
to obtain male applicants and time should be allowed for this.

A brief application form can be completed by applicants,
providing the nost basic information: name, sex, address, telephore
number, social security number, birth date, place of birth, citizenship,
health, marital status, number of dependents, family composition,
ethnicity (if legal and important in relationship to population
being served), present employment status, how long unemployed and
why, work history and types of work, highest level of education
completed, military service, foreign languages (if valid for
population being served).

Selection Criteria

Interviews may be individual, using a guide similar to that
provided on page 55, Sample Interview Schedule. Or, they may be
small group interviews. Some training; programs have indicated
that the latter provide a better setting within which to assess
the candidates. Some have employed both types of interviews,
depending on need and staff skills. The group interview allows
the interviewer/group leader to observe applicants in a group
situation--a model which is similar to that used in core training.
The group setting tends to relax those being interviewed. It
is important that the person conducting a group interview be
sensitive to and have an understanding of both individual and group
process, individual and group behavior.

Each program will have to develop its own selection criteria,
based upon its needs, location, community problems, and CAA policies,
but we hope the following guidelines will prove helpful.
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Attitudes and Motivation

yhat attitudes and motivation should be sought in applicants and
how are they identified?

It is more useful to look for candidate's readiness to develop
the skills, techniques, and behavior necessary for him to function
successfully as a neighborhood aide than to attempt to list
attitudes to be sought in applicants for training. However, it
may be valid to discuss this area briefly in terms of the ideals
which are of concern during selection and are, hopefully,
available in varying degrees after training.

It has been said that often people help other people because
they really want to be helped themselves. Surely there is some
truth in this statement.-even, at times, a great deal of truth--
but, standing alone, it is far too cynical. It is also emphatically
true that man is a social creature and, being so, needs the give
and take of companionship, support, and guidance shared with others
while growing up and even through adulthood. People need people
in different ways at various times during their lives.

The sickness, poverty, loneliness, and alienation of many
people in our present culture, particularly in some large cities,
but also in suburban and rural areas, is more proof of the destruc-
tive quality of separation and lack of trust, communication,
friendship, warmth and closeness. Those people who are concerned
about the welfare of other individuals and groups--those who are
intelligent, kind, responsible, considerate, and strong enough
to provide help, the people to whom others turn for help--are the
ones who make the best candidates for training in the helping
services at all levels.

How do you identify this kind of person? Some are more
easily identified than othera. Look, for instance, at the history
of their community activities, their attitudes toward community
institutions, their concern for individuals. This information
can be obtained from the initial application forms and during
interviews. A history of participation in some community activities
may indicate motivation and interest in working with others. Often,
however, the youth of an applicant or lack of opportunity to become
involved in such work will require the interviewer to assess this
potential by asking other types of questions from which he can
make deductions. During the course of an interview, lasting for
approximately an hour or more, candidates whose history of
activities in the community and with individuals may not already
have pinpointed them as good potential trainees should be discernible
to an interviewer from those who simply do not have the concern or
a strong enough interest in developing it. Among the clues
which an interviewer can use to evaluate the candidate's attitudes
toward working in this field are the tone of voice used in reply
to certain questions (some of which are included in the sample
interview forms), the degree of pleasure and understanding expressed
when a candidate talks about various individuals or groups with
whom he or she is involved, and the questions a candidate asks about
the job of a neighborhood worker.
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The quality and source of these replies should also be assessed.
The person who needs to be a helper too much, the one who can't let
go or change the helping relationship once the assistavne has
been provided, the person who needs to retain a position of
authority over the client or group, not because the situation
demands it but simply because of his own needs, is not really
helping--he is controlling and manipulating others to meet his
own needs. An indication of some of these traits may be sought
during the interview and raised then, briefly, to assess the
ability of the candidate to look honestly at these attitudes later
during training, and allow them to be changed if necessary. The
interviewer will want to be flexible in judging the candidate's
feelings and views, based upon his own ability to see the need
for a wide range of different types of behavior among the aides.
Also, few trainees will come to training without the need for some
change in their attitudes.

Whenever groups of people who have had different experiences
and opportunities join forces to work together, adjustments must
be made, efforts at mutual understanding attempted...and each group
must accommodate itself somewhat in the views, attitudes, and needs
of the other without losing sight of the work goals. When candidates
for training as neighborhood aides are hired by an established
community action agency, a certain amount of confusion, conflict,
misunderstanding, and resentment is very likely to occur among both
the aides and the staff. The staff must be prepared for this.
The interviewer who is responsible for providing the first intro-
duction of the candidates to the agency must be prepared for this
and be able to make judgments about the applicants' strengths and
weaknesses in relation to it.

The new trainee may be--probably will be--scared. This job
opportunity may be his best chance so far uto succeed;ll to make
something of a life which appears to have been little wore than an
accumulation of failures. The trainee may feel that if he fails
again the result could be a serious disaster for him. And, well
it could be. This nay be the best opportunity he has ever had to
pull himself out of the morass of poverty, prejudice and failure.
The agency staff, selection committee, trainer and supervisors
should faake every effort to provide the best opportunity possible.

Some trainees' fear may be expressed as arrogance, or just
as a wall which at first seems impenetrable. And, among sone,
there will be blatant anger. The trainees will also struggle to
find out just where they belong in the agency; who will listen
to them; how the structure and formal operation of the agency
affects them, and how they function within it. They will very
likely be confused about the difference between their role and
that of the various professionals and may feel that, in so far as
they know the poor, they are better qualified to make judgments
about them, their problems, needs, and abilities.
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The applicants for training as neighborhood aides have been
locked out of our society and have suffered indignities at every
level of existence--personal, family, community, economic, social,
and cultural. !tiny aides will probably see the professionals
with whom they will be relating, on the one Wind as members of
the majority group responsible for their suffering and, on the
other hand, as people who can help them develop the skills and
abilities to succeed as individuals. The professionals will have
to emphasize the latter role without becoming either patronizing,
too threatened, or too controlling when resisted or challenged.
Nor should the professionals become pawns for unreasonable anger
on the part of an aide or allow role confusion and competition
to go unresolved. The wise professional realizes that there are
things to be learned from the subprofessionals, even when they
are trainees. The learning process in the classroom, within the
framework of supervision, and in the field is never oneway when
it is working at its best levels. Nor does it operate mainly
or only on an intellectual level. It is a mixture and rhythm of
feeling and thinking, of talking and listening, of give and take.
It requires on the part of everyone concerned great honesty and
wisdom.

In terms of selection, it requires that those responsible
have a clear picture of both owhere the agency isu in terms of
program, policies, strengths and weaknesses which will help or
hinder the aides to develop their skills and attitudes. It also
demands that those responsible for selection have the sensitivity
to assess each applicant's strengths and weaknesses, potential,
and underlying attitudes in relation to agency needs and training
opportunities.

The neighborhood workers! role will have to include for the
aide an understanding of community development as a three-pronged
effort of the professionals, subprofessionals, and residents of
the area working together. The stronger an applicant's under-
standing of community problems, the better the quality of his
commitment to improvement of the community, the finer his ability
to.listen to and coMbine different points of view without undue
confusion, the less likely will he be to suffer the extreme forms
of role confusion. Nost candidates for training from the poor
community will have certain prejudicial attitudes toward the
professional staff. In addition, alongside their positive
identification with the residents of the community, many
applicants will also harbor strong negative feelings toward
some of the people who share their lives, their race and other
aspects of the flculture of poverty.fl The change in role from
citizen in the community to citizen and subprofessional can
reinforce these negative attitudes unless the training staff
is sensitive to the possibility and works with the problem.

In selecting trainees the agency will want to note the
quality and intensity of the views of applicants toward each of
the groups of people with whom he will be in close contact as a

neighborhood aide. Weighing what is found in these areas against
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the entire picture of each candidate and considering whether
the training program and on-going in-service support and
education will be able to affect any desired change should
be an essential part of the selection pro:ess.

How much education should ou re uire oi the trainees?

Trainees who have had a high school education or even a
few years of college do not _wallas prove to be the best candi-
dates for training as neighborhood workers. Nor should they ideally
be the ma candidates if the poor with little formal education,
but the natural intelligence, motivation, and attitudes appropriate
to become neighborhood workers, are to be given an opportunity.
Often people who stopped attending school as early as the
6th or 7th grade are as highly motivated to succeed--and
sometimes mare highly motivated, as there is more unrealised
potential--than those with mare education who have also been
frustrated by prejudice and poverty. Education per se should not
be the major criteria for selection of trainees. Look beyond it
if you possibly can. Some of the places and ways to look beyond
are discussed later in this section.

The National Committee on Employment of 'Youth's demonstration
training project required only that trainees be capable of speaking
openly and have sufficient reading and writing competence to take
brief notes and read what little written material was used in the
training program. Most communication of information was verbal,
taped, or filmed. Those trainees with limitations in reading and
writing were given remedial help by the trainer and other members
of the trainee group. Remediation need not be a serious problem.
Some resources are suggested in the Addenda.

If your agency wants to include some candidates who are
illiterate but have strong potential for the work of a neighborhood
aide, you might consider having them use a dictaphone or tape
recorder in lieu of writing reports and taking notes at the very
outset. In the meantime, you and selected trainees, or someone
in the community or school should be enlisted to help them learn
to read.

People who are illiterate because their education has failed
them or because they have never been exposed to language skills
teaching, often speak with ease and accuracy. They may not use
the nmiddle classu or professional's language, but a language which
is well suited to their work and which they share with most
other trainees. They can learn enough of the language of the
professional staff and the terms of the field of community
organisation during training to communicate with the professionals.
The professionals nay learn and perhaps adopt some of their terms,
not purposely, but as a natural and authentic result of the experience
of communicating. Certainly, they will become accustomed to the
subprofessionals' style of speech.
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Many training programs have purposely selected some or
all of their trainees from the group which has had very little
formal education. Others have shied away from them.

On the whole, candidates representing the very poor who have
had too little education but have been successfully selected becausethey exhibited strong natural abilities for success in this area
have been excellent trainees and successful neighborhood workers
when training has met their needs.

Are men or women better suited to work as neighborhood workers?

Reports of various training programs indicate that both men
and women perform well as neighborhood workers. Certainly, men
will be able to deal more naturally with some of the job tasks
and women with others. Common sense will dictate these differences,
if a question of the safety of the women is concerned, they night
be assigned to work in teams. Most training programs have tried
to hire a relatively equal number of men and women. Both groups
usually have a sufficiently qualified number of representatives
who need jobs, and a mixed group of aides appears to be preferable
as a functioning unit. However, you may have to make a special
effort to recruit men. The pay for a neighborhood worker is usually
low and is less likely to attract men. Often, the opportunity
for further learning, job security, and advancement has not been
planned by the community action agency. Both of these areas
should be given careful thought by the staff during planning.
The type of work which is described will also have an affect on
the number of men who apply. The 'faction aspectu of an aidess
work in the community should be clearly spelled out as it is reportedto be more appealing to the average male subprofessional.

How Important is the Aide's Age? Do Older or Younger Trainees
Perform Equally Well on the Job?

The NCEY experimental training project chose trainees whose
ages ranged from 22 through 60. The Institute for Youth Studies
at Howard University selected trainees whose ages ranged from
16 to 65, although some of their training and projects were
specifically programmed for the younger candidates. The Lincoln
Hospital Training Program of the Albert Einstein College of Medicine
trained aides from 21 through 72 years of age for work in their
community mental health centers and in the clinical facilities.
Essentially there was no serious difference in motivation,
attitude, or ability to learn and perform the work for which the
aides mere hired which could be traced primarily to the age factor.
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Decisions concerning the age limitations applied in selecting
aides could include: Are some of the people with whom the aides
will be working quite old or very young? Would the work with these
people be enhanced if the aides could identify better because of
their age? Who are the people among the applicants who most need
an opportunity to work and to learn? Will that be a major criterion?
Are there equal opportunities for some of your applicants in other
training programs which have different age requirements and do
you want to include these groups as compensation? Programs rely
on criteria pertinent to their particular situation. Lincoln
Hospital aimed for a balance in the ages with slight emphasis
on including the younger and the older applicants, possibly
because of the nature of the services being provided to the
community and the greater severity of pt.blems among the
very young and the older population.

Negative Elements

How should mullitemet some of the traditionally ne ative elements
in the candidate's background as indications of his potential for
success as a neighborhood aide?

Should a very uneven job history be considered indicative of
irresponsible attitudes which might infringe upon the success of
the candidate? Should a criminal record automatically eliminate
the candidate? Should a record of narcotic addiction be an
inflexible eliminator of the applicant? Should the CAA risk
considering a candidate whose court case is pending?

There are few poor and under-educated people whose records
will not show an uneven job history. It is, more often than not,
an integral part of the poverty picture. Probably many, if not
most of your candidates for training have had a large number of
short-term jobs during their working lives. Therefore, learn to
expect employment records which would be considered unstable in
those who have not lived in poverty. And, don't be surprised if
the applicant is bitter, frightened, or displays a defeatist
attitude toward work. A certain cynicism is very often present.
Training and work with the staff and in the community can help
aides to change these attitudes through making success possible
and security a reality.

Whether a criminal record should be cause for elimination
of a candidate ought to be considered case by case, whenever
possible. The NCEY training program did not eliminate candidates
for training automatically because they had a past court record.
NCEY's policy was to ignore a criminal record prior to the age of
16 and to consider only convictions, not arrests, after 16 years
of age. Applicants who had been convicted of crimes were never
automatically rejected, however. Four main criteria were used
to evaluate them: (I) An applicant was considered in terms of
what his situation was when interviewed rather than in terms of a
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past Hblot on his record.0 This required that he or she be
compared with other candidates on as equal a basis as possible;
(2) Such a candidate's present maturity was assessed as was that
of other applicants. In particular, attention was given to
motivation, sincerity, and, of course, his qualifications for
this particular type of work; (3) The circumstances of the
crimes in which he had been a participant were discussed with
hist and both the facts and the applicant's feelings about them
were evaluated as objectively as possible; (4) All of this
information was then discussed by the selection committee to
answer the questions which were considered most basic. Would
this particular candidate disrupt training by having an adverse
affect on the other trainees? Would this particular candidate
fit the criteria for selection being applied to other trainees?

During the interview the applicant should be told the agency
policy about a criminal record. The NCEY interviewers indicated,
when asking about this part of the candidate's history, that it
would not automatically be considered grounds for rejection.
Greater honesty on the part of applicants was the result.

NCEY's experience and that of other training programs indicates
that an unprejudiced and intelligent approach on the part of the
agency to the selection of trainees who have been convicted of
crimes can result in inclusion of fully able candidates who have
the ability and deserve the opportunity to become effective neighbor-
hood aides. A criminal record in tn applicant's background should
not be, of itself, grounds for rejection.

On the other hand, the CAA will want to give serious consi-
deration to its policy concerning the selection of applicants
who are awaiting trial. Not only are cases often continued for
an extended period of tine (depending upon the court situation in
each area), but if the trainee is convicted, the agency risks
losing the investment it has made in training him. If the
applicant is unusually well qualified in all other regards and
inquiry indicates that conviction is unlikely, the CAA may want
to take this risk.

Narcotic addiction and other forms of serious chemical
addiction will inhibit a trainee both in training and on the jot,.
It is not always possible to tell when an applicant with a history
of addiction has, in fact, given It up. Medical tests are of
limited value in ascertaining whether an applicant is a practicing
addict, although they may be of help if given shortly following
the intake of a narcotic. As this is usually impractical, the
selection committee may have to accept candidates who are highly
qualified otherwise but about whom there may be a question concerning
present addiction. In an area where the narcotic addiction rate
is high, the agency's policy should be explained to all applicants.
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The interviewer's approach to the problems noted in this
section should be one of informed directness, avoiding attitudes
which might range from punitiveness to pity. Scrapes with the
law and addiction to drug*" may not be every day fare for the
professional looking at his own life and culture, even though
such experiences are certainly not foreign to American middle-
class culture. Hovever, the incessant failure and oppression
under which the poor live cause these experiences to appear
more often in the records of people who have known life in the
slums and other economically deprived areas of the country. At
one level the problems are seen as results of structural poverty
and prejudice. At another level they must be considered as
individual problems about which an agency hiring applicants who
have experienced these conditions first hand must concern itself
as realistically and humanely as possible.

Candidates who cannot be accepted for the program should be
told as soon as possible and given a thorough and careful explanation
of the reasons for rejection. If possible, efforts to help them
obtain other employment or training should be made or some form of
remedial help provided. A number of community action agencies have
suffered serious repercussions, particularly with regard to their
image in the community, Nhen rejected applicants acted on their
despair and anger.

Other Selection Criteria

Can some further generalizations be made about individual charac-
teristics which tend to predict success for the applicant?

Since all neighborhood aides will be working with people,
whether in groups or individually, there are certain qualities and
abilities which stand out as important in addition to those described
earlier in this section.

As noted in the material on attitudes and motivation, the
higher the aide's level of interest in working with and relating
to other people, the more successful the neighborhood worker seems
to be. Candidates who have been relating easily and well with
people in a variety of situations usually speak easily. However,
a shy applicant may need only encouragement, opportunity and
practice in speaking and being heard to open up and become pore
involved. In rural areas where trainee candidates may have lived
in isolation from all but their immediate families, identification
of this potential may be more difficult. However, even there,
the effort to seek work as a subprofessional may, of itself,
be an important indication of ability and seriousness of purpose.
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The activist who has put a great deal of energy and
concern into community or individual involvement is usually
quite easy to identify. There would seem to be three ways to
consider such a candidate. (1) Is his radicalism immovably
rigid and grounded in very deep and extreme bitterness? If so,
this might make it difficult for him to accept some aspects of
training. If not, is his desire to achieve change and improvement
through community organization sufficiently strong to allow him
to look at himself in terms of the agency's approach and his
relationship to it? (2) Would the agency benefit from having
an intelligent activist-leader among the subprofessionals? Is
the agency being too cautious? Would such a person be of help
in channeling energies, stimulating creative ideas among the
group, and creating more likely and freer communication?
(3) To what extent is the agency willing to develop the kinds
of training which can meet and use controversial issues, attitudes,
and methods as content for successful training. A bright
activist-trainee can be a dynamic stimulus to training as well
as an effective neighborhood aide.

Outstanding neatness, poise and other superficial traits
need not be given great emphasis as criteria for selection of
trainees. If the candidates are presentable and capable of
relating to members of the community in an effective style,
those should be the mare important criteria.

It would be impossible to compile a complete list of the
qualities which, together, approximate the readymade ideal
candidate for the job of neighborhood worker. No one person will
have them all. Each agency staff must decide upon the kinds of
trainees whose potentials best fit the job for which their
subprofessionals are being trained. The applicants will have both
strengths and weaknesses. The agency must decide whether it is
willing and able to accept some candidates who might be considered
risks, based upon its ability to be supportive. This support
should be given during and following training. In some instances
it may have to be on-going. We encourage taking some candidates
who are uriske as often they turn out to be very successful if
training, supervision, and agency support are effective. The
National Committee on Employment of Youth made a point of
selecting some ',risk,' trainees, as have other training programs.
These candidates were told before training began of the questions
about their suitability for the program and were asked if they
wanted to enter training knawing that either they would have to work
to overcome the difficulties or be eliminated. They were also
told about the plans of the agency to be of help. In all but
one case the NCEY results were positive and, in some, successful
beyond expectations.



Some guidelines to the qualities which app^ar to characterize

the most successful candidates for training as neighborhood workers

have been noted by the Institute for Youth Studies at Howard

University.* They include:

...ability to relate to neighborhood people

capable of functioning under stress

familiar with neighborhood pattuns and problems

...ability to generalize about problems and to think

in terms of group solutions

...ability to improvise solutions to personal problems,

and some evidence of this in the applicant's recent

history

ability to verbalize anger at having been deprived

without being 'swallowed upl by his anger

...ability to identify some of the causes of the deprive-

vation and some of the sources of power that have

contributed to it

...ability to respond creatively to recognized problems

and perceive the possibility of group as well as

individual solutions

...ability to distinguish between the problems of the

neighborhood and the people who live there; seeing

the neighborhood as being a 'lousy place to live'

is different from rejecting the residents as a

'bunch of useless bums'

...evidence of empathy for others who are deprived and

for those who have failed in their attempts to cope

with life

Five characteristics which have been identified by ITS as

predictive of difficulty are:

martyr-like statements about 'how much they have given'

...excessive self-criticism or defeatism

...excessive optimism about 'what can be done for the poryr1

name-dropping or attempts to use 'pull' to get the job

..evidence of gross mental, emotional or physical disordns

*Denham, Fel3enfeld, Walker, The Nei hborhood Worker, op. cit., pp 28-29.
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Tests of personality and aptitude have been tried by many
training programs and discarded at: inappropriate. They are concaved
and standardised by, for, and with middle c?ass people whose
social, economic, cultural, and educational experiences heve
usually been very different from those of candidates for training
as ubprofessionals. The judgment of sensitive and intelligent
interviewers is a far more effective instrument at present in
assessing both the personal characteristics and intelligence
of potential neighborhood workers than any known tests.

If you decide you nmst use a reading test either to prepare
a curriculum for remedial skills training or to assure a minimal
level of reading ability for selection purposes, you might consider
the Gates Reading Survey, Form 2, Teachers College Press, N.Y.
The Lincoln Hospital Training Program sets a minlmal 7th grade
reading level for trainees.

A sample of the applicant's writing may also be obtained for
diagnostic or selection purposes. The candidates might be asked
to write down same of his ideas about the community; its morst
problems and his thoughts about how they miaht be solved. Or he

might simply copy something or write what 13 dictated to him.

INTERVIEWING SCHEDULE

What content can be includtlinaluide for the interviewer?

On the following pages are a sample set of interview questions
which may help each CAA develop its own guide, suited to its
particular community and job description for the neighborhood
workers. If an agency wants to have the candidate complete a
brief application, the face sheet of the interview schedule can
be used for this purpose.

Also included in the following material are an Interviewer's
Check List and interviewer's Case Summary. The former can serve
as an aid to obtaining on paper the intervieweris immediate
response to the applicant. It should be completed as soon as
the.interview is over--not while the candidate is being interviewed.
The Interviewer's Case Summary may be completed next, using the
Sample Interview Schedule as a resource. It provides a synthesis
of the more extensive and detailed material obtained and can serve
as a quidk reference for the selection committee.
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SAMPLE INTERVIEW SCHEDULE

(Blank spaces have been omitted to conserve space)

Heading:

Face Sheet:

Interviewer, Date of Interview, Place of Interview,
Time Begun, Tine Ended, Code Number

Name, Sex, Address, Telephone Number, Social Security
Number, Birth Date, Place of Birth, Citizenship, Marital
Status, Number of Dependents, Family Status, Ethnicity,
Employment Status, How Long Unemployed &Why, Years of
Ceszulative Work Experience, Highest Grade Completed,
F4reigh Languages

Referral Source: Agency, Individual, Posted Notice, Advertisement, etc.
Comments of referring agency about applicant, if any.

.......clsor2__..._La_ij2L_IntroucIs: 1) If you were referred by an agency or an
individual, what brought you to thee

Work Histom:

2) Can you explain why the agency or individual
sent you to see us rather than to some other
place? If you came on your own, explain why.

3) What have you been told about or read about
our programa

Describe program, agency, training and job in
detail to the applicant.

4) What was the first job you ever had?
How old were you? How did you come to
take that job? Was it full-time Or
part-time? How long did you work there?
What were yotir job duties? What was your
salary? Why did you leave? What did you
do then?

5) Starting with most recent job, describe:
Type ot employer (name and address if
possible), dates of employment, hours of
work, salary, duties, special skills,
reason for leaving.

6) Of all the jobs you've had, which did
you like the most? Why?

7) What kind of work, would you really like
to do? Why?
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8) Have you ever done paid or voluntary
work with an agency, group or social

orgenisation? Describe agency, dates,

and duties.

9) What did you like best of all in these
agencies? Why?

Education: 10) What is the highest grade in school you
completed? Where? When? What kind of
course did you take? Diploma or certificate?

What were you preparing yourself for?

11) Have you taken any special courses or
training? Where? When? Specify courses.

12) Do you intend taking any special courses
or training? Where? When? Specify courses.

13) What did you like most about school?

14) Did you participate in after-school activities?

What offices or positions held.

15) What didn't you like about school?

16) Why did you leave school? (If applicant
failed to graduate)

17) What contacts did you have with school

guidance counselors? What did they tell

you?

Armed Forces: 18) Were you ever in the United States Armed

Forces?

If yes: 19) Branch of Service, Dates, Highest Rank,
Type of Work performed, Type of Discharge

If no: 20) What is your draft classification?

Other skills: 21) Do you have a driver's license? A car?

22) Do you use or can you operate any office

machines, shop machines, hand tools, etc.?

Specify

23) Besides what we've talked about, do you
have any other skills? Specify
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24) Will you describe the neighborhood in
which you live? (Probe for type and
age range of people, housing, businesses,
quiet-noisy, clean-dirty, social-anti-
social behavior, isolation-crowding)

25) Do you know many people in your neighborhood?
How well?

26) Do most people in your neighborhood seem
to be working?

27) Do most of the young people in your
neighborhood go to school? Of those
who do not go to school, are they working?

28) Is there much trouble with crime,
narcotics, alcohol, gangs, etc.? Specify

29) What clubs, social or community agencies
are located in your neighborhood? Which
of these do you belong to or have you
vlsited? For what purpose?

30) How long have you lived in (name of city,
town, or county)? How long in your
present apartment or house? How long in
your present neighborhood? Where did
you live before coming here?

31) How many times have you moved in the last
5 years?

32) Do you live in private house (own or rent),
apartment house, hotel, rooming house,
othell Describe.

33) How many roams are there in your home?
Do you have your own room?

34) Who else is in your household and family?
Describe relationship, age, sex, school
status, work position and where they live.

35) If separated or divorced, describe family,
home, financial arrangements.

36) Is there one person in your family you'd
like most to be like? Why?

37) Who would you tend to talk to when you
have a serious problem? Why?



-59-

38) What outside agencies would you turn
to for help with a serious problem? Why?

Health: 39) What would you say your general health is
like?

40) Do you have medical coverage of any kind?

41) Do you have any physical limitations?
Specify

42) When was the last time you had a medical
checkup?

43) Do you have a doctor or medical clinic
which you visit regularly? Specify

Legal:

Leisure Time Activities:

44) Have you ever been in trouble with the law?

Will you tell ne about it? Offense, Dates,
What Happened, Final Outcome

45) Describe an average day in your life (probe
for non-employment activities with view to
attachment or disattachment to people and
community.)

46) Are there things that you used to do more
than you do now? What things? How came

you do these less now?

47) Are there things you do more now than you
used to do? Specify

48) Did you ever belong to any of the following
organizations? Do you still belong?
Church or religious organization, Labor
union (specify), Political club, Civic
or fraternal organization, Lodge, Sports
or social club, Parent-Teacher Assn.,
Grange, Boy or Girl Scouts, 4-H Club,
Other (specify)

49) What offices did you hold in any of
these organizations?

50) Which of the following things do you talk
about often? With whom? Housing Problems,
Discrimination, Juvenile Delinquency,
School conditions, Crime, Politics,
World Affairs, Work, Others (specify)



51) Daydream a little bit. Imagine that the
sky is the limit: What would you desire
most in life? What things would you say
hold you back from obtaining this? What
might you do about it?

52) If you are accepted for this program,
can you think of any family, personal
or financial limitations that might
interfere with your training and work?
(Describe program again)

53) Why are you interested in this program?

54) Do you think yould lfte working in the
field of community organization?

55) Why do you think you are suited to do
this kind of work?

56) Thinking back ovet the interview, how
would you say you felt about it? Was there
anything about it which was distasteful
or upsetting? Was there anything about
it which was helpful?

57) How do you feel now? What do you think
about the training and job? Do you have
an:, questions?

Doyou have any specific ideas about how conditions in the community
could be chapiedandimroyed which you would like to submit in
writingl
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INTERVIEWER'S CHECK LIST

1. Ability_12 communicate: (Describe particular strengths or
weaknesses).

2. Relevancy (of answers to the questions): (Describe particular
observations).

3. Tension: (Describe degree and kind).

4. Personal Appearance: (Include dress, neatness, cleanliness,
bearing, etc.).

5. Attitude toward self and own capabilities.

6. I would would not
because

recommend this person for training



-62-

INTERVIEWER'S CASE SUMMARY

Applicant's Name; Code Number; Method of Referral (names; if any)
Interviewer; Conference Date; Interview Date.

Comments of Referring Agency or Individual (if any)
Why Did Applicant Apply for this Programa

1. Identification Data:
Age; Sex; Marital Status; Place of Birth; Family Status;
Number of Dependents; Education; Years of Work Experience;
Employment Status; If Unemployed, How Long?

2. Describe the appearance and behavior of the applicant.

3. Describe the educctional background of the applicant.

4. Describe the work history, service experience and particular
skills of the applicant.

5. Describe the neighborhood, family and home environment of the
applicant with emphasis on his attitudes toward same.

8. Describe the hobbies and leisure time acttvities of the i icant

with emphasis on attachment and disattachment to other people
and groups.

7. Describe the medical and legal aspects of the applicant's
background.

8. Describe particular strengths and weaknesses not covered in
other questions.

9. Interviewer's recommendation; accept, reject, reinterview.

10. Estimate particular strengths and weaknesses in relation to
job description.

11. Consensus of total staff; accept, reject, reinterview.

12. Questions which need clarification, changes, additions and
deletions.
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PLANNING THE TRAINING PROGRAM

The goals of training will depend upon the program of each
CAA, its target community, the trainees who have been selected,
and the decisions made about the role or roles for which these
particular neighborhood workers are being prepared. The conclu-
sion reached during staff preparation, before the designing of
a training program, should serve as a realistic foundation for
all training decisions. Guidelines for translating those decisions
into a rationale for training content, personnel, models, schedules,
space, equipment, and materials comprise the content of this
section and that which follows.

Outline Of Curriculum Content

The following sequential outline of a basic curriculum for
training neighborhood workers can be used as an aid by the planning
staff in deciding upon timing, schedules, models, resources,
techniques, and methods.

I. The Community Action Agency

A. Enabling legislation (Federal)

B. Enabling legislation (local, if applicable)

C. Historical context

1. Who participated in its formulation?
2. What interests were not included?
3. What limits on the CAA's freedom of action resulted

from the agreements reached at the_Community Action
Agency's inception?

D. Over-all goals

E. Structure of CAA

F. Functions of CAA components

G. Programmatic goals of the components

H. Relation of neighborhood worker's role to CAA goals,
structure, functional divisions and programmatic goals.

II. The Local Face of Poverty

A. Who are the poor?

B. Where are the poor?
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C. What are the effects of poverty on the poor?

D. How many poor are there?

E. How poor are they?

F. What other factors beside poverty and its causes tend

to oppress the poor?

C. What kinds of relationships do the poor have with the

rest of the local community?

H. Does poverty serve to benefit anyone?

1. Merchants?
2. Underworld?

3. Political structure?

4. Landlords?

5. Social service and other helping agecclos?

6. Banks?

7. Insurance companies?
8. Police departments?

9. Community Action Agency?

III. The Human Services in the Local Community

A. What services are available?

L. How available are they?

C. Who pays for these services (public, private, or voluntary)?

D. What are the goals of these agencies?

E. To what extent do they meet their goals?

F. Where are the gaps in services that result from an

imperfect coordination of independently developed agency

goals?

C. Can these gaps be closed?

1. Negotiation.
26 Social action.

3. Political action.

IV. The Relevant Political Systems

A. Federal

B. State



C. Local
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D. Question nbout the above.

1. How are decisions made?
2. At what points can the process be influenced?

3. To what extent does bureaucracy at the above

three levels change the intent and scope of the

legislation?
4. What impact does the judicial system have on

decisions made at the above three levels?

V. The Community's Informal Decision-baking Structure.

A. Does it exist?

B. Where are the centers of power?

C. What is its relation to the political systeml

D. Is it possible to create new centers of power?

VI. The Local History Of The Community's Various Ethnic Groups

A. When and from where did each group arrive?

B. Relationships within and between ethnic groups.

C. Socio-economic status of ethnic groups.

VII. Nap Reading and the Use of City Directories

VIII. Current Events

A. National and local events as
and programs of the CAA.

B. National and local events as

pocr.

they affect the goals

they have impact on the

IX. Community Organizational Techniquee

A. Strategies

1. Conflict
2. Consensus

3. Negotiation

B. How do you begin?
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C. Group process

D. Decision making

E. Implementation of decisions

F. Evaluation of efforts

G. Leadership development

H. Enablers vs. leaders

X. Social Service Techniques

A. Interviewing

B. Referral

C. Advocacy

D. Follow-up

E. Recording

F. Surveying

XI. Organi:ational Constraints

A. Limits on agency freedom

B. Agency constraints on worker

C. Worker's constraints on the target population

XII. What Does the Professional Bring To the Community Action Agency?

A. Scope of knowledge and skills with respect to eliminating

poverty.

B. Supervisory skills.

C. Value system.

D. Another point of view (perspective) on the issues in the

poor community.

E. Ability to coordinate resources.
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XIII. What Does the Neighborhood Worker Bring To the CAA?

A. Intimate knowledge of the problem.

B. Knowledge of the community.

C. A source of unique, additional, less expensive, and
more readily available manpower.

D. Emotional commitment.

The Planning Staff

Based on your full staff discussiont, you have probably
identified those staff members who are most qualified and willing
to participate in the training program as supervisors or consul-
tants. Also, you have probably by now selected your principal
trainer, either from the staff or from outside the agency. You
nay have elected to bring in a consultant who has developed and
worked with training programs for thdigenous subprofessionals.
You also may have in send some specialists, selected from outside
the agency, who will share their knowledge and experience with
the subpreJfessionals during training. Any or all of these people
might pacticipate in planning the training program.

The administrator of the .gency or his representative, and
the person assigned to direct the training program should partici-
pate. In all, the number of people chosen to plan the program
will depend on the kinds of expertise that are needed and are
availablo. The size of the group should probably not be over
eight or ten.

Administrative Responsibility for Training

A director of the training program or an assistant to the
principal trainer who can make arrangements for field trips,
obtain needed materials and equipment, contact special personnel,
handle financial matters, and cope with the multiple details
which arise during the course of training will be needed. The
number of people assigned to these jobs and the level of their
responsibilities will depend on the size, length, and intensity
of the training program. No natter how small the training program,
someone should be assigned to help the principal trainar with the
details of the program.

It is also important that the lines of communication between
the training facility and CAA administration and staff be kept
open. This might be done through regular meetings attended by the
training staff, supervisors, and CAA administration. When
planning the training program, the responsibilities of the
assistant to the trainer and/or director of training should be
carefully spelled out.
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Trainers and Consultants

In addition to the classroom trainer and the supervisors

who serve as trainers in an on-going manner, most subprofessional

training projects employ specialists in certain of the content

areas which have been selected as a part of the curriculum.

Which material is presented by outside consultants depends upon

whether the trainer, a supervisor, or another staff member has

the special knowledge required, time available, and, of course

the teaching ability. Also, although someone on your staff nay

have special knowledge of a certain content area, you may choose

to bring in another person who can present it from an extra-

agency point of view.

Some local consultants may be available without a fee.

However, it is wise to project your consultant funds during

planning in such a way as to pinpoint at least some of the major

areas in which they will be needed (wherever possible) and allocate

funds in advance.

Those people selected to work with the trainees on a limited-

time basis should have experience and knowledge in the field they

are discussing, particularly as it relates to aspects of poverty.

Ideally, they should be people who have the ability to make the

information interesting, even exciting, without sacrificing accuracy.

The strength to be able to deal with the kinds of questions a

nturned onn group of trainees will pose following a good presentation

is another asset to be sought in such specialists. Needless to

say, these qualities are important qualifications for anyone training

subprofessionals. Unfortunately, they are also relatively rare.

But such people do exist and can be located.

Recruitment of outside specialists is ofton done informally

through contacts developed by various staff members and friends

of the CAA. Trainees may identify possible specialists respected

in the neighborhood. If qualified persons are not already known,

a more formal recruitment, through channels in the organization

or service discipline, may be necessary. If you are using an over-

all consultant to help plan the program, he may be able to suggest

good presenters thoroughly grounded in their field.

A number of training programs have been able to hire experienced

subprofessionals as trainers to teach parts of the curriculum, both

in the classroom and the field. In New Haven, Conn., a team of

subprofessional trainers does the field work training; each one

In other programs, subprofessionals who have become particularly

and tenant action, or working with juveniles, have been asked to

discuss their areas of expertise with new trainees. The use of

taking a small group of trainees into the poverty area and working

emin a donstration fashion on interviewing, community meetings, etc.

skilled in certain aspects of their work, for instance, housing
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talented subprofessionals as assistant trainers, on either a

part or full-time basis, has proved highly successful. Often

the trainer-subprofessionals will be working in the same community

as the trainees and can provide them with an additional source of

support. /f a CAA has not already trained subprofessionals who

can serve as a part of its present training staff, it nay be

possible to hire them at least temporarily, fram another agency

which has developed a training program with a subprofessional-

trainer component.

The NCEY training program encouraged its trainees to teach

others in the group when their knowledge was needed as a part of

the content. For instance, lessons in Spanish were given by one

trainee to those who did not know the language but had placements

requiring its limited use. This practice can be extended as the

abilities of the group--and their special needs--became better

known.

physical Arrangements, Space and E ui ment

Classes should be held in a well lighted room that la located

where excessive noise won't interfere with the activities of other

staff. This is important because both the trainer and the trainee

should feel comfortable with a iiiscussion that results in people

speaking above conversational tones. If it is at all possible,

the room should be large enough to allow flexibrity in the

seating arrangements so that the group may experiment actively

to find effective seating arrangements for the variety of

activities. A bulletin board and a chalk board (blackboard) are

important. Other items of equipment that may be needed are:

...Tape recorders, audio-visual equipment, a telephone, and

enough electrical outlets to allow flexibility in use of

the equipment.

...Reference books, newspapers, directories, magazines,

maps, films, and a small paperback library.

...Copies of all agency forms that the trainees will be

required to use.

Writiug materials for the trainees and the training staff.

Miscellaneous supplies such as a coffee pot, scotch tape,

paper clips, rubber bands, etc.
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TRAINING RATIONALE AND ACTIVITIES

Rationale

The introduction of subprofessionals to the demands of a new

role requires that the training be conducted so as to enable the

trainee to reconcile his experience with the knowledge and

techniques he is being asked to acquire. Thts makes it incumbent

on the training staff to structure the training to involve the

trainee in examining his new role in the light of roles he formerly

played. The training staff should also anticipate problems the

trainees will have in meeting the demands of both the training

program and the new job role that will follow.

The trainee will eventually be asked to use himself consciously

as an intervenor in people's lives to help them better their own

conditions in ways defined by both the client and the agency. This

requires that the trainee learn to analyze the problems that have

impact on the agency's clients. The trainee also has to learn

to communicate effectively with clients, his peers, and with those

above him in the agency's hierarchy. In order to be an effective

agent, the trainee must also be aware of the assumptions that are

a crucial art of the value s stems of his clients, his agency,

the community, and himself. These three tasks ere not easy to

accomplish and not every trainee will be able to master them all.

Mastery of the three tasks should be a goal in the minds of both

the trainer and the trainee.

paction To A New Role

When faced with the demands of their new role, subprofessionals

nay react in a number of ways. An effective training program will

provide the trainee group and the trainer an opportunity to test

out the reactions of individual trainees in various situations

relevant to the job to be performed. It is during training that

the trainee should be given an opportunity to apply the knowledge

and techniques ti*st are appropriate for the role he will be expected

to play. When faced with the demands and armed with the power that

is a part of the helping role, professionals and subprofessionals

may react in ways such as the following:

I. The ward heeler reaction --the power to give or withhold

help can be a corrupting influence and can result in

the worker helping only those clients who appeal to

him personally or who agree to provide him with something

he values in return.
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2. The professional enabler reaction--the worker over
identifies with the social worker-psychotherapeutic
model and becomes so non-directive that he confuses
those he is trying to help and, at the same time,
avoids accepting responsibility for the results of
his flintervention.

3. The crusader reaction--the worker becomes so committed
to the clients that he loses perspective and becomes
unable to analyze problems rationally or to use his
skills and knowledge to help the client make decisions
that will result in the client's needs being met.

4. The withdrawal reaction--the worker is so overwhelmed
by the role he la expected to play that he moves away
from the client's problems and loses himself in agency
recording, special projects in areas of the program
where he feels comfortable, agency housekeeping
activities, or any other activity that will allow
him to avoid dealing with the problems of clients.

5. The angry poor reaction--the worker deals with his
inability to help the client population by becoming
angry at the inability of the agency to immediately
solve all of the problems of the poor. The worker
chooses to attack the agency rather than dealing
with the problems in his own practice that are
preventing him from being an effective worker.

It is the function of the trainer to help the trainees analyze
their reactions to the new situation and to develop means of
coping with their own practical problems so that they can become
effective members of the CAA team. order to fulfill this
expectation the trainer must communicate the requisite skills
and knowledge to the trainees as well as create an atmosphere
in which learning can take place.

The Setting and Atmosphere

Mast of the trainees, by definition, have not been able to
deal effectively with standards of success as defined by the
larger society. The very fact that they are poor means, in
our society, that they have not net the prevailing standards of
achievement. This is not to say that the trainees are incapable
people. On the contrary, that they have managed to survive in a
hostile world is testimony to their ability to deal with adversity.
The crucial question that both the trainer and the trainees must
answer is whether the co in skills the trainees have used all
their lives will enable them to be effective neishborhood workers?
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An effective means of answering this question is to test out
the typical coping mechanisms in the training program. The

trainer and the trainees must strive to analyze and resolve
those practical problems that evolve from the trainees! use of
their traditional coping mechanisms. The poor have survived
in our society by using such mechanisms as rationalization of
their own behavior, challenging authority constantly, continually
giving in to authority, withdrawal of effort, and the creation
of distinct subcultures. The trainer must help them decide what
from this Hbag of tricks!! will not be useful to them in their
new roles.

Training should be done in small groups of ten to fifteen
whenever possible. This group size will enable the trainer to
maintain an atmosphere of collective problem-solving rather than
that of a typical classroom. This is important because the
trainees must feel free to participate in an informal discussion
with the trainer and their peers. Hand-raising should not be
encouraged, rather the trainer must be sensitive to the faces
and body postures of the trainees as being an effective means
for a trainee to indicate his desire to speak. The trainer should

also alert the trainees to the techniques that he uses to decide
when a trainee wantf to speak. These techniques will be useful
to the trainee when he finds himself working with small groups.
The trainer may call on people who indicate their readiness or
he may simply let the trainees manage the mechanics of the discussion
informally. If he takes the latter course, he should be prepared
to intervene when a few people dominate the discussion to the
exclusion of others who want to speak, much in the same way
that he would expect a trainee to manage a group in actual practice.

The trainer should initially establish three clearly defined
limits for the group:

1. specific standards of attendance, including procedures
for calling in to the agency when the trainee is unable
to come to work;

2. each member of the group must respect the rights of
the other group members and those of the trainer;

3. each member of the group is obligated to speak his
mind--allproblems related to the rou are to be

discussed and worked out in the_group context.

These limits should apply equally to the trainer. From time

to time these rules or others established by the group will be

at issue within the group. The trainer should always be willing
to entertain a discussion of the viability of any rule or procedure
that the group is operating under. While he should normally retain
the responsibility for conducting the training group, he should
encourage the trainees to disagree actively whenever they feel



something is wrong. By encouraging the workers to assert
themselves for what they feel is right, the trainer provides
them with an opportunity to polish the techniques that they
will be expected to use on the job. The trainer should insist
that the trainees prepare their case effectively before he
gives in to their demands. If their case does not flhold water,u
he should not give in. On other occassions, the trainer ahould
help the trainees to analyse the weaknesses of their case and
to prepare a more effective presentation.

Communicating Knowledge and Skills!

Training members of the target population in what they have
to know to do their jobs is not a simple, straightforward task.
The trainer must find means of making his material ',come alive.0
He must start with the knowledge and techniques that the trainees
bring to the situation and work toward developing a level of
competence that will allow them to make sound decisions under
what are often difficult circumstances. In some respects the
training of subprofessionals has goals similar to those of
professional training. Both groups are trained to make decisions;
in both types of training, the trainer must start with what the
trainee brings to the situation. The wide difference between
the backgrounds of the typical professional and subprofessional
learner makes the task of teaching the subprofessional much more
difficult than the professional would ordinarily think.

Subprofessionals can't be given large reading assignments
to do at home. The subprofessionals don't usually have under-
graduate academic experiences as a frame of reference for the
theoretical or practical material covered in their classes,
as professional students do. Subprofessional trainees have not
spent the bulk of their lives in an environment where abstract
thinking is encouraged. Subprofessionals don't have two to
six years to prepare for the firing line. As a result, the
trainer must provide remedial experiences in abstract thinking,
and he must tie the abstract thinking immediately to the concrete
reality with which the trainee will have to deal it a matter of
days. The professional worker charged with the responsibility
for training subprofessionals should not attempt to give the
trainees a watered-down version of his own professional training,
*oculunicated by audio-visual aids. While elements of his own
training will obviously be included, and audio-visual aids can
be extremely useful, the burden of developing the content and
the teaching methods to be used rests with each trainer. The
training models and the examples of techniques that are included
in this section of the Guide are intended to stimulate the
trainer to develop models and techniques that will prove effective
in his own unique situation.
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Structuring The Training Program

Experimentation with models and training schedules is an

on-going effort. Each agency will translate its philosophy,

reconsidered to include the training and employment of subpro-

fessionals, into practical considerations which lead to decisions

about the structure of the training program. The qualities of

the particular group of aides selected should also have an

important effect on the plan for training them. The type of

work which they will be doing from the outset and the skills

and concepts required will indicate to the planners something

about the format of the training meetings, kinds of teaching

wethods, and scheduling of each type of experience.

Models

The 1:ore group is usually a kind of home base for lnarning,

led by a principal trainer working with 10 to 15 trainees. Its

content is job focused. The trainees receive most of their

initial orientation in the core group; they have a chance to

develop as a gToup, and can experiment with some of the skills,

concepts, and behavior they will need for their work and personal

development.

The Institute for Youth Studies at Howard University has

defined its concept of a core group for training neighborhood

workers. The groups were relatively small--from 6 to 10.

Although there was emphasis on training workers in community

organization skills, the core content was basic to the role of

any human-service worker. As defined by Howard, the purposes of

the core groups are:*

...to communicate the general body of information

about society, its relationships, development

end behavior which is needed by all human

service personnel

to teach specific skills for workers in the

human services field

to help the trainees acquire appropriate group-

sanctioned standaris, attitudes and behavior

which will contribute to their effectiveness as

neighborhood workers

to enable indigenous trainees to develop a

supportive sense of identity with other non-

professionals in human services

*William Denham, Naomi Felsenfeld, Walter Walker, op. cit. p. 37.
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The teaching methods employed in core groups can be varied.
Didactic teaching has not been found to be the most effective.
However, used sparingly--particularly in the beginning--and
chosen when required to relate particular kinds of material,
it is effective. Role playing is useful in practicing certain
skills, reliving and reassessing on-the-job experiences, and in
preparing for the use of certain techniques in the field. Over-

use of role playing, as of any technique, however, can detract

from its value. Discussion following an initial presentation
by the trainer or a specialist can be important in helping the
trainees develop problem solving and analytic skills. Informal

discussion among tha subprofessionals which springs from the
trainees' experiences in the community or agency is an important
ingredient of the core experience. If properly guided and led,

discussion ihould serve to develop skills, clarify thinking,
and work through attitudes. It also becomes an important way
of obtaining feedback from the trainees about the program for
purposes of on-going evaluation and replanning.

The content of core training is discussed later in this
section as it relates to the neighborhood worker's job. The

core method of training is accepted by many training programs as
most effective because it serves as the best vehicle for presenting

a wide range of content, using an equally varied set of methods

and resources. This, however, does not clarify many of its

additional values. The Howard staff for traiving neighborhood
workers has described its views on the value of the core group.*

It provides actual experience with the 'group'
nature of community life. The 'core group'

is a microcosm of the larger community groups
(and the dynamic process) with which the
nonprofessional will have to work later on.

...It emphasizes for the trainee the relationship
between individual and community problems, why
collective solutions are needed, and how they
can be developed. On the basis of his life
experience, each trainee brings his own perception
of problems ta the 'core groupl..mks discussion
starts from tbis concrete base of individual
responses, and each member of the group contri-

butes his thinking and reactions the perspective

of the trainee broadens. He begins to identify
the many factors which contribute to problems
like inadequate housing, education, and employment
opportunities in the impoverished community, and
to see how a range of possible solutions may be

developed which will benefit not only individual
residents but the neighborhood as a whole.

*William Denham, Naomi Felsenfeld, Walter Walker, op. cit. p. 38-41.
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...It teaches the trainee how to use a specific

tool, group strength, to build toward neighbor!.

hood development_goals...In the training 1core

groups! the future neighborhood workers learn

how to mobilize their own resources and the

resources of groups to combat exploitation by

goal-directed action.

The 'core ou 1 provides a settin in which the

trainee can, with minimum threat to his shakY

self-confidence, work through attitudes which

would handicap him as a neighborhood worker...

The very workers who need to feel strong enough to

risk themselves in helping their neighbors are

frequently people for whom risk has no sense of

adventure but rather an undertone of danger and

impending doom...By concentrating, together, on

concrete ways to overcome perscaal handicaps and

community problems, members of the group find

mutual support, their sense of inadequacy begins

to diminish, their hostile or fearful attitudes

change, and they develop a new sense of personal

competence.

1112_22a_stemlmit_t2AtEstEamom!LIT5JELLY
and security for the trainees...Initially, guide-

lines for work standards are established by the

leader, but later the group becomes able to set

its own guidelines.

The core ro hel s the trainee devel a sense

of occupational role identity...and minimizes the

hazards of role conflict. As the workers learn to

identify common elements and differences in work

roles of their agencies, they move toward a

specific sense of personal and group identity as

neighborhood workers.

The extent to which emphasis is placed upon group dynamics

as a major content area of training depends on the needs of the

neighborhood workers in each agency. It is fair to say, however,

that every training program will want to create the kind of

atmosphere and process within the core model which the Howard

concept describes.

Another element of the training model is the field, or

on-the-job experience, and supervision which is an integral part

of it. Although role-playing in the core group allows the

neighborhood worker to learn by experiencing some of the situations

in which he will find himself when he begins working, he should

also actually become involved in the work as soon as possible.
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Training staffs which have waited for more than a week before
assigning the workers to a field placement have found that the
trainees are likely to become bored and restless. Some experi-
mental programs have initiated field placements within or just
following the first week of core group orientation. This has
worked well when (1) thorough preplanning has been done to select
and integrate the field placement with the core group content and
the requirements of the particular job, (2) the supervisors have
worked out with the core trainer on-going arrangements to continue
the inter-relationship of job experience and core content, and
(3) the on-the-job experience has bcten planned not simply as an
experience in observation or as sec3ndary in importance to the
core training. It should be an actual, supervised job.

The importance of selecting the placement to meet the needs
of the trainee in preparing for Ms actual employment cannot be
overstressed. Much thinking should be given to this by those
responsible for planning core and on-the-job training. The
experience of the trainee in the field should be work experience--
and not only observation. Mistakes will be made, but they are
essential for learning and should be so considered. When a
subprofessional is to perform a particularly difficult aspect
of his work, both the core trainer and supervisor should help
to prepare him before he goes into the situation.

In some training programs then has been a tendency to place
greater stress on the core model and less on the field experience.
This can detract from the importance of the latter as a learning
experience. The anxiety of professionals concerning the performance
of the trainee in the field has been reported as a serious,
though often temporary,deterrent to the full use of the OJT for
learning. Such anxiety is transferred to the subprofessionals
and tends to cause the planners not to use field experience as
fully as possible.

To better use the training job, some training programs have
added an additional element to the structure of training. Trainees
who have been assigned in small groups from two to four to a
professional supervisor, have met weekly for a regular feedback
and discussion session with that person. This is in addition to
the on-the-spot supervision which is given the trainees at work.
This allows reflection and group discussion away from the more
intense atmosphere of the job itself. This practice does not
detract from the work in core sessions by trainees in reference
to their field work, but places it within the context of larger
group discussions and relates it to other aspects of the
curriculum.
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Schedules

The full length of initial core and supervised field training
has varied considerably from program to program. If in-service
training and on-going supervision is included, training should
be considered continuous. The length of the initial core and
on-the-job experience should depend upon the following factors:
(1) The number and kinds of skills and concepts which must be
mastered by a particular group of trainees for the job they are
performing; (2) The difficulty of the jobs for which they have
been hired and the depth and complexity of the material which
is to be presented. For instance, it usually requires more time
to train a neighborhood worker in the skills needed to work
initially as a community organiser than if his first job is to
provide services to members of the community on an individual
basis. Also, if he is to serve as a semi-technician in any respect,
such training night require more time; (3) The particular group
of trainees, their experience, need for basic remediation, and
ability to absorb ard integrate the material given them.

The usual schedule for a combination of core and on-the-job
training is from six to twelve weeks. Some training programs
have attempted to eliminate integration of an on-the-job aspect
of training and condense training into a two-to-four week class-
room experience followed by job placement. This has tended to
demand more time of the professional personnel in the long run
as, when these subprofessionals finally do begin to work, the
supervisor must, in effect, retrain them. Even with role playing
and other !experientially oriented! classroom techniques, the
lack of input from actual experience detracts from the depth
and meaning of the learning experience.

After the planners have selected the training models which
they wish to use and the amount of time to be given to over-all
training, a basic week's schedule should be planned. There are
a great many possibilities to consider in deciding the amount
of time needed each week for core meetings, field experience,
and supervisory meetings. The National Committee on Employment
of Youth trained its subprofessionals for a total of 12 weeks.
The first two weeks were spent in the classroom or core group.
For the following three weeks the trainees were in class three
days and on the job for two. For six weeks they were on the job
three days and spent two in class. The final week of the program
was fully spent in core groups. The Howard University experimental
training project for neighborhood workers, building on the
experience of a numb,r of previous training programs, devised a
schedule which consisted of two days of core and classroom work,
two days on die job, and one full day with the supervisor.
Preplanning for correlation of in-class and supervised on-the-job
experiences was aone very carefully to assure as high a level
of give and take between the two as possible. The trainers for
core and class experiences met frequently with supervisors to
reassess and evaluate their work and that of the trainees.
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There is no doubt that the more components used for training,
the greater the necessity for those serving as trainers (core,

supervisory, and others) to work and meet as a team on a regular

basis to integrate their work, evaluate, and reassess their
Success.

If a CAA elects to use core group meetings without an
integrated job training experience, more attention will have to

be given to flexibility in the core meetings. A full day in

the classroom is not likely to lead to as umch involvement and

real learning for subprofessionals as a combination of real

experience and core work. Also, the curriculum content which
trainees would ordinarily bring to core from their field experience

will have to be provided through other means; a heavier use of

field trips, neighborhood surveys, specialist's presentations, etc.

Although the trainer's sensitivity to the learning climate

in any core or class situation is essential to successful day-

to-day work with the content, advanced planning which allows for

both the timing necessary to learn a particular area and the need

for a variety of experiences and flexibility is important.

SAMPLE LESSONS AND TECHNIQUES

Problem Solving

The following lesson is designed to encourage the development

of group techniques for problem-solving and the ability to observe

group dynamics. It should set in motion an atmosphere in which

problems are analyzed and in which the need for ready answers will

diminish. Speaking, listening, and leadership skills can flow

from this setting. The lesson can demonstrate, by use of an
arithmetic problem, the extent to which the defense of a premise,

which has been reinforced, will make group discussion virtually

impossible. It can provide an insigbt into the involvement of
personalities in a group situation, and the limitations which

that involvement imposes. It also can offer an overview of the

traditional mode of participation to which group members have

been accustomed.

This experience should be undertaken very early in the life

of the group, before natural leaders have emerged. This will

enable each participant's solution to have equal weight and will

not allow trainees to select answers on the basis of group

pressures, friendships or roles.
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INST: Today, I'd like us uo solve an arithmetic problem. I

will repeat the problem as often as you need me to. You

nay use paper and pemil if you like. Each person should

work alone to solve the problem. Just look up when you've

finished. Here's the problem:

A MAN BUYS A HORSE FOR $60. HE SELLS IT FOR $70.

HE BUYS IT BACK FOR $80, AND THEN SELLS IT FOR $90.

HOd MUCH DID HE MAKE?

(As students work, don't answer any questions other than requests
to repeat the problem.) When everyone is finished:

INST: Haw many people got $0? Raise hands. (Send all who got

$0 to one corner)

Haw many got $10? (Send all who got $10 to one corner)

How many got $20? (Send all who got $20 to one corner)

How many got $30? (Send all who got $30 to one corner)

Did anyone get a different answer? (Send toother areas)

Haw each small group is going to come up with a solution

to the problem and will pick a representative to solve

the problem together with the representatives from each

of the other groups. If you want to change your answer

at any time, you are free to do so...just go to the new

group. The $0's are there, the $10's are here, etc.

When representatives are ready:

INST: Will the representattves come to the front, please? You

can use the blackboard if you like. Now these people are

going to solve the problem of the horse and the rest of

us will observe. Remember, you can change groups at any

time. Let's all stay in our groups so we can identify

them.

(Representatives will each explain how they got their answers--in

other words, they won't solve the problem; they will defend their

their answers. After a reasonable period of explanation and

bickering, break the discussion off. Send the representatives

back to their groups.) Then:

INST: Will each representative go back to the group and let's

do some more work on solving the problem. You can pick

new representatives.

(Repeat as above and break discussion)

INST: O.K. Let's all get seated and talk about what happened.
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DISCUSSION QUESTIONS:

A. Isn't there only one correct answer to the problem?

B. Was an attempt made by the representatives to solve
the probleml

C. What was each representative doing?

D. What was the role of the group members while the
representatives were up front?

E. What relationship does this exercise have to problems
you will be facing in dealing with people--when there
is no right answer?

F. Did emotions get involved in the solution of a math
problem? Why?

C. How would you approach a staff meeting, based on this
experience?

H. How could you help people in your community to conduct
meetings?

One of the first questions raised will be ',what's the answer?ft

The instructor should respond by noting that the answer is not
important--the process of getting it is. This can easily lead
to a discussion a'aout authority and what it represents; also
about the instructor's role as the students see it and as he
sees it.

INST: If I told you that the answer was $40 and put the method
of reaching it on the board, you could all sit together and
help each other understand how that conclusion was reached.
You would probably accept that answer. Why? What does
this tell us about our experience in making judgments
and decisions, and about the methods of involvement we
have been used to?

Should the question of the answer come up at a later time, or
at any time, no answer should be given. The issues raised can
be discussed further.

OUTCOMES

Trainees will find this session to be an eye-opener and a great
deal of fun besides. It is the kind of activity which can stimulate
discussion over a long period of time subsequent to its initiation.
It can serve as a touchstone throughout the training in that it
reveals pointedly the need for a way of working together which is
generally lacking in groups.
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The Problem Census

The problem census is an effective way of developing curriculum

content from the training group itself. It is also a technique

for quickly cataloguing a list of topics relevant to a given area
of conc,,tn which may have already been noted as of importance.
The topics, drawn from the trainees, are utilized either as
a basis for later, more detailed, examination or as a graphic

means of perceiving the scope of a given issue.

It helps the group determine its goals and allows them to
reach the goals by participation and judgment. It also provides

a situation in which all group members can participate equally

and can, thereby, allow each to see his role as a group member

more clearly.

The instructor may serve as recorder or may ask the group
to provide a recorder for the session. It is a fast-moving

technique in which the instructor serves as catalyst when
necessary.

Materials required: Blackboaritand chalk or large newsprint and

marker. The materials should be large enough to be seen by all

group members during the course of the experience.

It is best that the trainer not allow discussion of the

topics while they are being collected. He should ..'et some limits

at the outset for scope of the topics which are to b., suggested

by the trainees. The limits should not be too narrow, however.

For instance, he might suggest that the group think of:

problems encountered on the job which they would like

to discuss in the training group;

...topics on which the trainees would like to hear experts

speak;

professional jargon or other terminology which trainees

don't understand;

problems in the community or neighborhood which need

action and examination.

The trainer might introduce the lesson by making some of the

following points:

1. He feels that trainees should be involved in determining

soma areas for training (or discussion, etc.) so the

program can be of interest to them and meet their needs.

2. Ask for a definition of Hcensue so as to get the point
that this will be a collection of information, not a
time for discussion or judgment.
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3. He would like the group's help in seeing to it that
points raised are appropriate and that there isn't
much repetition.

4. Encourage the group to participate by asking that
topics be given quickly and that no explanation of
them be made, unless the recorder raises a question
or the group doesn't understand.

5. Present the topic for the census and ask for a recorder
from the group (or the trainer nay serve as recorder
himself). Let the group know that they may write along
with the recorder (or that he will have the list
mimeographed for them so they need not copy it).

6. Let the group know that this census will serve as a
basis for some of their classroom work and will also
give them an idea of the broad range of ideas and
concerns represented by their Ballow trainees.

The census itself should be cut off when topics cease to
flow freely. It is important that the material actually be used
for the purpose it was obtained or, if not, that the trainer
explain the reason to the trainees.

Role-Playing

This technique can be extremely valuable as a graphic means
of demonstrating the variety of human interaction. In order for
it to be most effective, trainees playing roles should be given
new names. These names should be used throughout the action and
the discussion that follows it. This is done for two reasons:

1) To allow the trainee to attempt to assume the identity
of the character he is playing;

2) To avoid, in discussion of what took place, a situation
in which action in the role is equated with function
of personality. While there is ample room for frank
and open discussion of people's action, once having
adopted a role the trainee may act (and is indeed asked
to act) in a manner which he does not necessarily
associate with his own behavior.

The instructor should feel free to take a part in role-play
situations, especially when he can assume the part of someone
unlike himself. This gives the trainees the benefit of seeing
the instructor in a new light, just as it allows trainees, in
similar role-reversals, to present to the instructor a mirror
of himself which might not appear in the course of discussion.
Many inhibitions are broken down and insights can be gained as
both instructor and trainee view each other's perceptions of
familiar situations.
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Role-playing serves as an excellent change-of-pace from
almost any other kind of uclassroomu activity. It provides

movement, calls for creative thinking, and is active. Too,

few people can resist having the uham" in them called into
action; similarly, being a process observer calls for a new and

enjoyable use of analytical powers. In order for role-playing
to be successful, it is wise here as in the theatre to leave

the Haudience wanting more. Situations should be acted for a
brief period rather than allowing them to go on in hopes of
eliciting more material for discussion. It is better to deal

with an unresolved point of discussion in role-play by trying a
new role-play situation that covers the same point rather than

beating the fldead horse of a role-play situation that has
outlived its usefulness.

A groups' beginning experience in role-play should be
sufficiently well-structured so that:

a. The group understands the purpose of using this
technique to simulate a real situation instead of
talking about it;

b. The group is clear about the situation to be acted out.
Each member should be given his name and his role and
it should be explained until it is clear to him.
It often helps in role-playing a group situation not
to have the various actors know what kinds of people

the other actors are playing. For example, if you

want to have the first meeting of a tenant's group
acted out, it helps to have people portraying the
variety of personalities and attitudes that night
be present. While the leader of the meeting might
anticipate certain kinds of responses, in reality as

in the role play, he would not be told in advance that

John will resist all efforts to organize, Jose will
say nothing throughout the meeting, etc.

-e>

When possible, it is helpful to preplan role-playing sessions.

Cards with the roles spelled out on them are helpful for the

actors. As the technique takes hold in the group, it can be
used more spontaneously as an illustrative device or a change

of pace in group discussion.

Interviewing

Many neighborhood workers will have responsibility for the

initial contact with clients coming to the agency. It is helpful

to go over the intake form with the worker so that he is aware

of the nature of responses sought by the agency. While this is

mp

what information is expected to result from an interview will

pay off later, when accurate data is required for research, for

determining a client's eligibility for services, etc.

iortant for the worker as an aid to providing him with a sense
of participation in the continuity of agency function, it is

important for the agency as well. Early concentration on
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It is recommended that all forms which aides will be
required to use be compiled for use as primary teaching materials.
The instructor should provide each trainee with a copy and
begin by explaining the purpose of the schedule. The agency's
policy and rationale regarding information to be elicited should
also be delineated--does the agency tell the client that he is
free not to answer questions? Is the interviewer to tell the
client that information will be kept in confidence, or that it
is to be used for research purposes, etc.? Have questions been
worded in a particular way for a particular reason or nay the
interviewer rephrase and improvise to suit himself as long as
he gets the information?

An effective means for communicating the tone of an interview
is role-playing. This can be done in several ways. Two trainees
can act out an interview with the rest of the group observing,
or the class can be paired off and each couple act out an
interview. The pairs would report back to the whole group
following the action.

In advance of the role-play, groundwork for it should be
laid. At what point will the action begin--when the client
comes into the agency, when he is shown into the interviewer's
area, when the interviewer goes to get the client from the
reception area? Where does the action end--at the last question,
when the cliem gets up to go, when the interviewer sees him out
of the office or to the door? While these factors are not
flinterviewine per se, they are at the heart of establishing
the client's feelings about the interview, the agency, and the
worker.

The Interview Or Survey In The Neighborhood

Workers may be expected to interview neighborhood residents
for a variety of purposes: to assess their needs, to get their
reactions to agency program, to determine eligibility for program, etc.
Because the worker must leave the agency to do the interview,
additional skills may be required of him. Depending on how the

agency perceives the role of the worker and of the interview

in this situation, the approach to field interviewing will be
developed. If the agency wants the worker to become known to
neighborhood residents before any interviewing, canvassing,or
survey work is begun, then the agency must set up a time table

and methodology consistent with this goal. Once the purpose of

the task is established the trainer can utilize training time
for preparation of the trainees.
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Assuming that orientation to the neighborhood has taken
place, trainees can begin by listing places for meeting residents,
and the advisability of going to one place where people gather,
as opposed to another, can be discussed. A number of attitudes
regarding the neighborhood and che people in it may be expressed
in the discussion. These attitudes should be explored with the
group in an attempt to have each worker come to grips with the
feelings that will influence his ability to use his full potential
on the job. The types of reactions workers nay get from
residents should also be hypothesized and ways of dealing with
them explored. Trainees should be encouraged to act out
introductory encounters with residents, with the trainee who
plays the client having a good idea of the type of person he
will play, e.g. suspicious tenant, disinterested housewife,
hostile teen-ager, aggressive mother, etc. Following the role-

play, discussion should center on same of the following issues:

a. How did each actor feel about what happened? Which
feelings does each attribute to himself and which to
something his partner did, said or expressed?

b. Was each actor really nin charactersuwas there inconsis-
tency, why?

c. What techniques did each actor use? Which were valuable?
What techniques could be changed? Would other techniques
have been more appropriate, more effective?

Telephone Techniques

The Telephone Company can be helpful in providing a speaker,

free of charge, to discuss telephone techniques. The speaker will

also bring same telephone company materials which may be useful.
The trainees should be provided with the blank personal telephone

books which the company provides. The telephone company speaker
will explain by demonstration the use of push button phones
and other instruments which an agency may have. He will usually

bring a tape recorder with telephone attachments with which the

group may practice their telephone techniques.

It is helpful for the agency to have a message form for use

by all staff people. This form should be explained to workers.

are:

A few basic points to get across about the use of the telephone

1. Your voice represents the agency. The way in which you
present yourself by telephone tells the person on the

other end something about the way the agency operates.
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2. Accurate messages save time, work, and money. If

information can be gathered efficiently by phone,
much leg work can be avoided.

3. When using the telephone to secure detailed information,
the same kind of preplanning is necessary as for an
interview with the person being called. It helps
to get down the questions you want to ask. It also
makes sense to develop a short statement about yourself,
your agency and the reason for your call so that

your purposes and identity are clear to the person
you are calling.

Guide Groups Throu h Problem-Solvin

In many CAAs the central task of the neighborhood worker
is neighborhood development. While neighborhood development is
not an exact science, there are a number of steps that neighborhood
workers take with the groups they are working with. These steps
are seen as an effective means of enabling groups to solve
problems. In teaching neighborhood workers to follow these
steps in their work with groups, one effective means is to
train the workers by helping them to use the process whenever
their group must solve a problem. The process is relatively
simple. First the steps are made explicit to the trainees, and
then they are encouraged to work through decisions that they have
to make in the context of the training program by using the
steps. The following are the basic steps:

1. defining the problem

2. clarifying the assumptions involved in the problem

3. fact-gathering in relation to the factors that have
impact on the problem

4. determining the group's goals

5. discovering and describing alternative courses of action

6. evaluating the possible courses of action in terms of
their anticipated result and the group's goals

7. selecting the most promising alternative

8. operationalizing the selected alternative

9. execution

10. feedback and evaluation

11. action based on evaluation
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How To Offer Help

This is an exercise on how to give and receive help in a problem

situation. We will work in three-man groups with members

designated by the letters P, Q, and R.

One of the three, P, presents his problem; R offers some kind

of help in accord with instructions he has received; 2 then

presents a different style of help in accord with his instructions.

At the end, there will be an opportunity to discuss how each
member felt during the exercise.

Observatioa Instructions

1. Listen thoughtfully to the situation as presented.

2. As you observe the discussion between P and R, note:

a) What do you think were the unspoken feelings of each
as the talk went on?

b) How were proposals from R given,how received?

c) What proposals seemed to be helpful? Why? Which
not helpful? Wby?

3. As you observe the discussion between P and Q, note:

a) What do you think, were the unspoken feelings of each?

b) How does Qls behavior differ fromRls and with what
effect on P?

c) Whet did Q do that seemed to bring insight? What did

he do that seemed unproductive?

INSTRUCTIONS TO P (Person with Problem)

Choose a situation on which you would like hAlp, preferably a

situation from your work experience. It should be important

to you and something you have thought a good ;eal about. It

should be something you want to do something about. You will

have about ten minutes to tell about it and about twenty minutes

to discuss it, ten minutes with each of two persons.

Join freely and genuinely in the discussion--first with person
designated as R and then with Q. Try to get help from them.

Test c,t their suggestions and explore their ideas. Try to

give them real understanding of your situation. Ignore observers

and tremer.
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Note how your feelings change, if they do, during the
try to connect any changes in feeling with what R and

After the discussion you will have about five minutes
group haw you felt and what ideas you now judge to be
and helpful.

INSTRUCTION TO Q (Questioner)

1. Listen thoughtfully to the situation presented.

discussion;
Q say and do.

to tell the
fruitful

2. Your task is to help P find his own solution and figure
his own problem. You will try to do this by asking questions
of him. Keep from giving any advice or bringing up experiences
of your own or of others. Keep questioning P to bring out
new angles. Keep responsibility for the answers on P
himself. You mill have succeeded if you get him to redefine
his situation, seeing the problem as due to different
factors than the ones he originally presented.

INSTRUCTION TO R (Recommender)

1. Listen thoughtfully to the situation as presented.

2. Respond with any of the following attempts to help:

a) Recall and describe a similar experience you or someone
you know or read about has dealt with. Tell what was
done to improve situation. If P doesn't accept or
seem to hear, and you still see it as a good solution,
try to explain further.

b) Recommend, in order, the steps you would take if you
were in his situation. If P doesn't accept some of
these, make other proposals until you hit on something
he finds helpful.

Conflict

Conflict is a fact of life in our society. For the most
part, our public policies are determined in an atmosphere of
conflict. Courts of law, the halls of our legislative branches
of government, and the city halls of our nation are all institutions
that have been given the task of resolving conflict. Our economy
is characterized by competition that has its basis in the conflict
of interests between two firms that sell the same product. The
plight of the poor, in many respects, is rooted in conflict. The
competition for scarce public services and for scarce jobs is
basic to the situation that the poor face every day of their lives.



Neighborhood workers will inevitably be involved in
conflict at one level or another. While some will be concerned
with tenant-landlord conflicts, others will be involved either
directly or indirectly with the conflict between a father and
his teenage son.

In order to work effecttvely in the community, the worker
must understand the dynamics of conflict. He must recognize
that, in many circumstances, conflict is healthy and can be used
as a unifying force in a particular community. The following
is a sample lesson plan for subprofessionals in the area of
conflict.

Conflict And How To Deal With It

Conflict is present in all relationships among people--it
can be negative and positive:

Negative aspects:

1. It can make us feel threatened or uneasy

2. It can disrupt what we are doing or leeling

3. It can be violent

4. It can be destructive

5. It can lead to death

Positive aspects:

1. It can be exciting

2. It can give us a chance to explore differences of ideas,
methods and people

3. It can encourage us to solve problems

4. It can help us and society to grow

Conflict is present because people (systems) are dependent
on one another for affection, security, power, etc. In relationships,
the individual (or nation or group) is seeking a balance within
itself which leads to conflict.

A variety of conditions cause conflict:

I. People having the same goals or needs when the means
for reaching them are scarce. Ex: Two children both
want the same toy, two equally qualified people want
the same job, two political parties are running candidates
for one office.
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2. People having different goals, needs or methods for
reaching them.

Ex: The Democratic party is made up of two very
different groups of people "Nothern liberals"
and "Dixiecrats."

Ex: Should we, as a tenants! group, get better
service in our building by:

a. Doing it ourselves

b. Sending delegates to the Building Department

c. Holding a rent strike

Ex: W son needs to have his eyes examined for school
today. My baby daughter has a bad cold and fever.
Should I take my son to the clinic and take the
baby out with me, or should I stay home with the
baby and let the eye examination wait?

Pressure, either from ourselves or from others causes conflict
and makes it harder for us to make fine distinctions in our
thinking. in the case of the mother and her two children, what
role does pressure play? Where does the pressure come from?

Emotional involvement in the situation may play a role too.
How? What about personality?

Kinds of Conflict

1. Personal conflict--within the individual. The way in which
a person tries to balance himself and his environment.

Areas of personal conflict are:

a. Search for balance inside oneself

b. Search for behavior appropriate to each situation in life

c. Problem solving and decision making

d. Recognition of the role of rationalizing

e. Role conflict--who am I? Is my role as a parent
different from my role as a wife different from my
role as a trainee?
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2. Interpersonal conilict--between and among individuals in
face-to-face relationships, such as marriage, family,
and friendship.

3. Intergroup conflict--may be between similar or dissimilar
group--neighborhood groups, national groups, ethnic and
religious groups, international groups.

Which of the three involves the most intense feeling? Why?

How Do We Deal With Conflict

Have trainees make a listing of responses--if the following
do not come up probe for them.

I. Deny that conflict exists--what happens to the problem
we bury?

2. Restate the problem so that it is more comfortable

3. Generalize the conflict out of existence
nYou can't have your cake and eat it too.11

4. Run away from it

5. Let others settle it

6. Approach it from outside remembering the need for
appropriate behavior.

7. Meet it head on, analyze and study it, and try to
find possible resolutions.

Win-Lose and Win=Win

Two ways to resolve conflict.

WIN-LOSE--In a win-lose situation, one party gets while
the other loses. One child gets the toy, the other gets none.

WIN=WIN--In a win-win situation, conditions are changed so
that everyone benefits. The children make up a new game
so they both can play with the toy.

What atmosphere does a Win-Lose situation create?

What atmosphere does a Win=Win aituation create?

Can all conflict situations be resolved by one approach? Why do
we need both?
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Abstract Thinking

Many of the trainees may be unaccustomed to abstract thinking
as a means of problem-solving. Their lives may not have prepared
them to conceive broad principles from a number of related concrete
facts. They may have difficulty with using the deductive process.
As a result, the trainer may find himself teaching concrete
facts. He may also find himself teaching the deductive method
by stating broad principles and working logically to make explicit
the concrete facts that flow from the original basic assumptions.
The trainer must judge for himself the level of abstract thinking
to which his trainees are accustomed. His next task is to
develop the trainees' ability to think abstractly to the point
where they will be able to communicate with their supervisors
and to teach community groups the techniques of abstract thought
and problem analysis.

A useful initial exercise is to confront the trainees with
photographs of their own neighborhoods. These photographs should
reflect both the physical and social characteristics of the area.
Wherever possible, human interaction should be shown in the photo-
graphs. Each trainee should be asked to view the photographs and
list the social problems he finds in each. These lists and
photographs will then form the basis for discussion. The trainer
should plan the lesson so that the trainees are asked to abstract
the underlying principles that link the subject matter of the
photographs. Subgroups of photographs may be more closely linked
by a slightly lower level of abstract principle. Still smaller
subgroups may be related by a still lower level of abstraction,
and so on.

Practice in the deductive method of thinking can be given
by abstracting the contents of mystery novels and working with
the trainees to solve the crime by using the clues as they appear
in the story. Card games are also an effective means of bringing
home to the trainees a deductive process that most of them are
quite familiar with.

Once the inductive and deductive processes have been made
explicit to the trainees by a number of exercises such as those
stated above, the trainer should reinforce these concepts by
continually examining with the group the conclusions they have
reached during training sessions in the light of the thought
processes through which the conclusions were reached.
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Evaluation, Plannin , and Re-planning

Employing and training subprofessionals in community action
agencies is an experimental and developing venture nt every level.
While a backlog of experience in train.Ing su%profef;sionals is
developing, tha flhard dat:, from these experiences has not yet
resulted in proven nationcA guidelines and an applicable
format. The training staiI of each CAA should therefore recognise
that they are still participatirg in an experimental venture,
and attempt to evaluate their success.

Just as individual trainers and supervisors evaluate their
work with trainees on a day-to-day basis to improve their
effectiveness, the agency will want to assess the success of its
initial plans for training neighborhood workers over a longer
period of time. The goals of training should be made explicit
and serve as a basis for evaluating the training program's impact
on the trainees! effectiveness as neighborhood workers.

Evaluation of the entire project nay be done on either a
formal or informal basis. If the CAA is able to obtain funding
for a trained research consultant who can work with the staff
for about two months over a period of a year, it should consider
developing a formal study of its work. This is valuable to the
agency as it tends to influence the staff to be more specific
in its thinking about the project. It is of value to the field
as a whole because there is a striking need for more flhard data!'
from these experiments. And, if the agency and the national
network of similar programs are to develop career lines for
subprofessionals, the data obtained from a formal research
venture will provide a basis for on-going planning.

A professional research consultant would develop and process
the evaluative instruments for the project, using as his resources
the plans which have been made for the subprofessionals by the agency.
He would very likely work with .the staff for about two weeks
before the basic training program began, devising instruments
which could evaluate whether training succeeded in conveying
the knowledge, skills, and attitudes hoped for as a result of
the original plan. Processing those instruments arter com?letion
of the initial training pe-riod would require enother period of
time. Then, he would evaltlate the tre.imes! performance, using
another set of instrumentn, about a year aftar the program was
initiated to provide a comparison betwoen the initial plans of
the CAA and the actual effectiveness of these plans on the
performance of the neighborhood workers.

Whether or not the agency will be able to include an element
of formal evaluation in its program it will, nonetheless, want to
do same informal evaluation of its own success. An assessment of
the extent to which the curriculum has been effectively taught
may initially be made by the trainers and supervisors, using an
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inventory of the skills, knowledge, and attitudes which the

agency plans to teach its trainees. This kind of list can be

developed if the training content is carefully
defined and the trainees evaluated before arA folling core
training. Hcmever, additions to the c-Irrict!um an' innovative

changes in te4Iniqwts, materials, and liethocA shou:d not be
discouraged. They will ngturally spring fre-1 the ini-going

experience of the s,abprofssionals and train,,rs. for purnoses

of later assesument, theso deviations from ele initial plan
should be noted and the rationale for them made a part of
record.

About miemay dnring any evaluative year and, again at the

end of the ycsr, 64 supervisors' evaluations of the aides'
performance enouId 'oe obtained and compared -oith the initial
plan for integrati6g subprofessionals iato the program.

Aside frcon the systematic inventory of the training content
and the supervisors' subIntive evaluations of the trainees'
performance, the aides, themselves ouelt to be asked to evaluate

their experisnce, with or without guid3linel3 provi;led by the

staff. Another obvious measure of the proFnm's efUctiTreness
is the "dropout record." Additional documentation vhich nay

help the CAA look informally at its success might include a
list of the s!:ecific accomplishments of the workevo in the

community dur:!ng the year. Notations cf indtvidual referrals,

of community sroups served, social action projects in which

the workers participated, and the extont of cooperation with
other community groups focusing on similar problems, can be

considered.

In doing any kind of evaluation the community action agency
should recognize that in working with the community, only one

side of the uation is under the control of the agency. The

CAA can contnA its own actions in the target area through

planning, training, supervision, and personnel changes but it
has much less control over the side of the equation that

represents community attitudes, traditions, pressures and power

relations. Thus, in evaluating the effectiveness of subprofessional:

trainees on the job, trainers and other assessors should always

be aware of the realities of the community setting within which

the neighborhood workers serve.
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A FINAL WORD

This work is aimed specifically at the training of sub-

professionals for work in community action agencies. Sub-

professionals are also being used in other ways and in other

settings by a variety of sponsoring institutions. Schools,

day care centers, hospitals, clinics, public welfare agencies,
recreation centers, and employment services and agencies are
some of them. As the number of subprofessionals increases and

as the kinds of work they do also increases, their employment

will have a profound effect not only on the service-delivery
patterns of agencies, institutions and programs, but on national

manpower policies as well. The neighborhood worker, then, is

only one part of a growing movement to improve and expand the
human services by providing a new kind of manpower where trad-
itional training and staffing practices have created a serious
shortage of workers.

To understand the hopes that are being heaped on these new

jobs by a growing group of experts from a broad range of dis-
ciplines -- social work, psychology, education, medicine, soc-
iology, economics, penology, etc. -- it is necessary to appreciate

that the jobs and the programs into which they fit stem from

sophisticated and intricate concepts that draw on some of the
most advanced thinking in the social and behavioral sciences.

Briefly, some of these new ideas are:

1) Because of current national priorities in antipoverty and
civil rights, many of the jobs are to be filled by selected indiv-

iduals from among the poor and the minority groups. Old ideas

about education and testing have to be discarded and can be, new

ways of training have to be worked out;

2) To make it possible for the jobs and the workers in them
to be effective, professionals must change same of their practices

and surrender some of their assumptions about the background
needed for competence in at least part of what they do. The

schools, the hospitals, the agencies, and other established
institutions also have to change their structure and their
practices to be able to benefit fully from the employment of these

new workers;

3) Where the jobs involve services to minorities and the

poor, changes are needed in professional practice and agency

structure to allow appropriate workers from the target groups

to use their special abilities to understand and communicate

with the people being served, and to influence and help them.

This means that these new workers need not only an opportunity

to work, but also an opportunity to help decide the service

policy of the institutions that employ them;
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4) For the sake of the people in the jobs, the health of
the economy, and the nationts long-range manpower needs, the
jobs have to designed so that subprofessionals have a chance
to advance to better-paying, more responsible positions as
they gain in experience, training and education. Dead-end,

low-level jobs must not be confused with subprofessional jobs,
even though they are much easier to create;

5) A properly designed subprofessional job must include,
in addition to a realistic task content that is not make-work,
at least enough dignity to command a decent living wage, and
it must make available an ,opportunitx for advancement to
higher-level jobs that really exist. It may be that most of the
workers will not avail themselves of the full opportunity and
will elect or be able to take advantage of only a portion of
the opportunity. The significant point is that so long as the
opportunity really exists, those with ability and aspiration
for advancement will remain in the work. Their presence, and
their attitudes, will influence all the workers toward higher
quality in their work.

If the approach is to succeed, it must be supported by
a total and realistic manpower policy. This will have to
include the establishment of good personnel practices, the
opportunity for subprofessionals to have adequate repres-
entation of their interests through unions or associations,
equitable wages and working conditions, and recognition by
the employers that the workers as well as the servh:es and
its clients are entitled to reasonable standards of compet-
ence in subprofessional employment. Only such standards can
assure the self-esteem and confidence that the worker needs,
and the dignity that the jobs must have for effective performance
and decent pay and conditions. Subprofessional trainees must

understand that they can lose their jobs if they do not perform
adequately, but they must also respect the criteria for deter-
mining adequate performance.

At this time the nation is concerned about the poor
because they reveal most dramatically the gap between our
potential and our accomplishments. However, even if poverty

as we know it is one day eliminated, we will still have a need

for expanded services and, within that need, manpower problems
that the subprofessional model can help solve. Even the char-

acteristics that are now being identified among the poor and
which, it is hoped, subprofessional employment can help allev-
iate -- economic insecurity, discrimination, disenfranchisement,
alienation, low self-esteem, unrewarding employment, irrelevant
services, and an incomplete life are not unique to the poor.

If the subprofessional model is successful in antipoverty programs
it can be extended eventually to help solve individual and man-
power problems throughout the population.

The development of training, utilization, and job-design
patterns for subprofessionals in community action programs can
be the opening phase of a program of self-help for everyone.
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ADDENDA

THE NEGRO IN THE UNITED STATES

A LIST OF SIGNIFICANT BOOKS
Selected From A Compilation

of the New York Public Library, 1965
by Curriculum Consultation Service, Bank Street College

PAST RE-EXAMINED and NATIONAL CHALLENGE

APTHEKER, HERBERT. American
Negro Slave Revolts. Inter-
national Publishers, 1963.

CUBAN, LARRY. The Negro in
America. Scott, Foresman, 1964.

DUBOIS, WILLINM E. G. Black
Reconstruction in America,
1860-1880. World, 1964.

FRANKLIN, JOHN HOPE. From
Slavery to Freedom: A History
of American Negroes. 2nd ed.,
rev, and enl. Knopf, 1956.

HUGHES, LANGSTON, and MILTON
MELTZER, Editors. A Pictorial
History of the Negro in America.
New rev. ed. Crown, 1963.

QUARLES, BENJAMIN. Negro in the
American Revolution. University
of North Caroling Press, 1961.

ROSE, WILLIE LEE. Rehearsal
for Reconstruction. Bobbs-
Merrill, 1964.

CLARK, KENNETH B. Dark Ghetto;
Dilemmas of Social Power.
Harper, 1965.

HARLEM YOUTH OPPORTUNITIES
UNLIMITED6 Youth in the
Ghetto: A Study of the Con-
sequences of Powerlessness
and a Blueprint for Change.
HARYOU, 1964.

BONTEMPS, ARNA. Story of the
Negro. Knopf, 1958.

DU BOIS, WILLIAM E. B. Black Folk:
Then and Now. Holt, 1939.

DURHAM, PHILIP, and EVERETT L. JONES,.
The Negro Cowboys. Dodd, Mead, 1965.

GINZBERG, ELI, and A. S. EIMER.
The Troublesome Presence. Free
Press, 1964.

LUBELL, SAMUEL. White and
Black: Test of a Nation.
Harper, 1964.

QUARLES, BENJAMIN. The Negro in
the Civil War. Little,Brown,
1953.

WOODSON, CARTER G. Negro in
Our History. 10th rev. ed.
Assoc. Publishers, 1959.

CLARK, KENNETH B. The Negro
Protest. Beacon Press, 1963.

ISAACS, HAROLD R.
The New World of Negro Americans.
John Day, 1963.
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NATIONAL CHkLLENGE (continued)

GRIGG. Racial Crisis in Americas
Leadership in Conflict.
Prentice-Hall, 1964.

UNCOIL C. ERIC. Black MUslims
in America. Beacon Press, 1961.*

LOMAX, LOUIS. When the Word is
Given. World, 1963.

BALDWIN, JAMES. The Fire Next
Time. Dial Press, 1963.

BALDWIN, JAMES. Notes of a
Native Son. Dial Press, 1963.

ROCHE, JOHN P. The Quest for
the Dream. Macmillan, 1963.

WILSON, JAMES Q. Negro Politics.
Free Press, 1961.

EQUALITY NOW

BATES, DAISY. The Long Shadow
of Little Rock. McKay, 1962.

BOYLE, SARAH PATTON. The
Desegregated Heart. Morrow,
1962.

CLARKE, JOHN HENRIK, Editor.
Harlem: A Community in
Transition. Citadel Press, 1964.

GINZBERG, ELI, Editor. The
Negro Challenge to the Business
Community. McGraw Hill, 1964.

HANDLIN, OSCAR. Fire-Bell in
the Night: The Crisis in Civil
Rights. Little, Brown, 1964.

HENTOFF, NAT. The New Equality.
Viking, 1964.

KING, MARTIN LUTHER, JR. Stride
Toward Freedom. Harper, 1958.

KING, MARTIN LUTHER, JR.
Strength to Love.
Harper, 1963.

LINCOLN, C. ERIC. My Face is
Black. Beacon Press, 1964.

MYRDAL, GUNNAR. An American
Dilemma. Rev. ed. Harper, 1962.

BALDWIN, JAMES. Nobody Knows kr
Name. Dial Press, 1961.

PETTIGREW, THOMAS F. A Profile
of the Negro American. Van
Nostrand, 1964.

WARREN, ROBERT PENN. Who Speaks
for the Negro? Random House, 1965.

ZINN, HOWARD. The Southern
Mystique. Knopf, 1964.

BOOKER, SIMEON. Black ManIs
America. Prentice-Hall, 1964.

BRINK, WILLIAM, and LOUIS HARRIS.
The Negro Revolution in America.
Simon and Schuster, 1964.

DORMAN, MICHAEL. We Shall
Overcome. Dial Press, 1964.

GOLDEN, HARRN: Mr. Kennedy and
the Negroes. World, 1964.

HANSBERRY, LORRAINE. The
Movement: Documentary of a
Struggle for Equality. Simon
and Schuster, 1964.

JOHNSON, HAYNES. Dusk at the
Mountain. Doubleday, 1963.

KING, MARTIN LUTHER, JR. Why We
Can't Wait. Harper, 1964.
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EQUALITY NOW (continued)

LOMAX, LOUIS E. The Negro
Revolt. Harper, 1962.

PECK, JAMES. Freedom Ride.
Simon and Schuster, 1962.

ROBINSON, JACKIE. Edited by
CHARLES DEXTER. Baseball
Has Done It. Lippincott, 1964.

SILBERMAN, CHARLES. Crisis in
Black and White. Random, 1964.

SMITH, LILLIAN. Our Faces, Our
Words. Norton, 1964.

TRILLIN, CALVIN. An Education
in Georgia. Viking, 1964.

YOUNG, WHITNEY M., JR. To Be
Equal. McGraw-Hill, 1964.

BIOGRAPHY (Collective)

BONTEMPS, AMA. One Hundred
Years of Negro Freedom. Dodcb
Mead, 1961.

HUGHES, LANGSTON. Famous Negro
Heroes of America. Dodd, Mead,
1958.

YOUNG, ANDREW S. Negro Firsts
in Sports. Johnson Publishing
Co., 1963.

IMERT(Individual)

ALDRIDGE, IRA, MARSHALL, HERBERT,
and MILDRED STOOK. Ira Aldridge,
the Negro Tragedian. Macmillan,
1958.

BETHUNE, MARY McLEOD. Holt,
Rackham. Mary McLeod Bethune.
Doubleday, 1964.

MORGAN, CHARLES, JR. A Time to

Speak. Harper, 1964.

PROUDFOOT, MERRILL. Dairy of a
Sit-in. University of North
Carolina Press, 1962.

ROSEN, HARRY M. and DAVID.
But Not Next Door. Obolensky,
1962.

SILVER, JAMES W. Mississippi:
The Closed Society. Harcourt, 1964.

STRINGFELLOW, WILLIAM. My People is
the Enemy. Holt, Rinehart and
Winston, 1964.

WEAVER, ROBERT C. The Urban Complex:
Essays en Urban Life and Human
Values. Doubleday, 1964.

CHERRY, GWENDOLYN, and others.
Portraits in Color; The Lives of
Colorful Negro Women. Pageant
Press, 1962.

HOSELEY, J. H. Sixty Years in
Congress and Twenty-eight Out.
Vantage Press, 1960.

RICHARDSON, BEN. Great American
Negroes. Rev. ed. Crowell, 1956.

ANDERSON, MARIAN. My Lord,
What a Mbrning. Viking, 1956.

DU BOIS, WILLIAM E. G. Broderick,
Francis L.W.E.B. DuBois, Negro
Leader in a Time of Crisis.
otanford Univ. Press, 1959.
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BONTEMPS, ARNA, Editor.
American Negro Poetry.
Hill & Wang, 1963.

DUNBAR, PAUL LAURENCE. The
Complete Poems of Paul
Laurence Dunbar. Dodd, Mead,
1940.

HUGHES, LANGSTON, and ARNA
MUNTEMPS, Editors. The
Poetry of the Negro, 1746-
1949. Doubleday, 1949.

MCKAY, CLAUDE. Selected Poems
of Claude McKay. Twayne, 1953.

DRAMA

BALDWIN, JAMES. Blues for
Mr. Charlie. Dial Press, 1964.

DUBERMAN, MARTIN B. In White
America. Hbughton Mifflin, 1964.

HANSBERRY, LORRAINE, A Raisin
in the Sun. Random House, 1959.

r(CHARDSON, WILLIS, and MAY
MILLER, Eds. Negro History
in Thirteen Flays. Associated
Publishers, 1935.

FICTION

BALDWIN, JAM2S. Go Tell It On
The Mbuntain. Dial Press, 1963.

DREYFOGLE, WILLINM. Make Free:
The Story of the Underground
Railroad. Lippincott, 1958.

'WARM, JUNIUS. If We Must
Die. Doubleday, 1963.

FEIBLEMAN, PETER S. A Place
Without TWilight. World, 1958.

CULLEN, COUNTEE. On These I

Stand. Harper, 1947.

HUGHES, LANGSTON. New Negro PoPts,

U.S.A. Indiana University riess,
1964.

JONES, LeROI. Dead Lecturer.
Grove, 1964.

BOND, FREDERICKW. The Negro and

the Drama. Associated Publishers,
1940.

FEIBLEMAN, PETER S. Tiger, Tiger
Burning Bright. World, 1963.

HUGHES, LANGSTON. Edited by
WEBSTER SMALLEY. Five Plays.
Indiana University Press, 1963.

PETERSON, LOUIS S. Take a Giant

Step. French, 1954.

BOLES, ROBERT. The People One
Knows. Houghton Mifflin, 1964.

CHAZE, ELLIOTT. Tiger in

the Honeysuckle. Scribner, 1965.

FAST, HOWARD. Freedom Road. Crown,

1964.

GAINES, ERNEST J. Catherine
Cormier. Atheneum, 1964.
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FICTION (continued)

GRAU, SHIRLEY. The Keepers
of the House. Knopf, 1964.

KELLEY, WILLIAM MELVIN. Dancers
on the Shore. Doubleday, 1964.

KILLENS, JOHN O. And Then We
Heard the Thunder. Knopf, 1963.

LEE, Harper. To Kill a Mocking-
bird. Lippincott, 1960.

MARSHALL, PAULE. Soul Clap
Hands and Sing. Atheneum, 1961.

MILLER, WARREN. The Cool World.
Little, Brown, 1959.

WALLACE, IRVING. The Man.
Simon & Schuster, 1964.

WRIGHT, RIC 'ARD. Eight Men.
World, 1961.

IVSIC AND ART

BUTCHER, MARGARET J. The Negro
in American Culture. Knopf,
1956.

HARE, MAUDE. Negro Musicians
alti Their Muec. Assoc.
Fv.b1ishars,

LOHAX, ALAN. The Folk Songs of
North America. Doubleday, 1960.

HAAS, BEN. Look Away, Look Away.
Simon & Schuster, 1964.

KELLEY, WILLIAM MELVIN. A Different
Drummer. Doubleday, 1962.

KILLENS, JOHN O. Youngblood.
Dial Press, 1954.

MC CULLERS, CARSON. Clock Without
Hands. Houghton Mifflin, 1961.

MAYFIELD, JULIAN. The Long Night.
Vanguard, 1958.

PETRY, ANN. The Street.
Houghton Mifflin, 1946.

WILLIAMS, JOHN. A. Sissie.
Farrar, Straus, 1963.

WRIGHT, RICHARD. Native Son.
New American Library, 1962.

CHARTERS, SAMUEL B. The Country
Blues. Holt, Rinehart and
Wirston, 1959.

LANDECK, BMATRICE. Echoes of
Africa in Folk Songs. Frederick
Utgar, 1962.

LOMAX, AIAN and JOHN A. American
Ballads and Folk Songs. Macmillan,
1934.

SlAPIK, NAT, and NAT HENTOFF, SILVERMAN, JERRY. Folk Blues;

Editors. The Jazz Makers. Onn Hundrcd and Ten American

Holt,FAnehart and Winston, 1957. Folk Bluas. Rev. ed. Uacmillan,
1964.
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SOME MATERIALS FOR REMEDIATION IN READING

Berg, Paul Conrad. "The Culturally Disadvantaged Student and
Reading Instruction," pp. 111419 in titetildivi_sIusi.
Differences in Reading, University of Chicago Reading
Conference, 1964, University of Chicago Press.

Corbin, Richard and Crosby, Muriel, Co-Chairmen. Image Program
for the Disadvantaged, the Report of the NCTE Task Force on
Teaching English to the Disadvantaged, the National Council
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Spiegler, Charles G. "If Only Dickens Had Written About Hot Rods,"
English Journal, 54, April 1965, 275-79.

Thompson, Hildegard. Education for Cross-Cultural Enrichment, U.S.
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ANNOTATED BIBLIOGRAPHY

The following annotated materials all pertain to the
background, theory and utilisation of subprofessional personnel.
M4ch has been written about subprofessionals, much is currently

being written. The items selected for annotation do not by

any means represent the total literature in the field. Neither

are they necessarily the "best" examples to cite. Materials

were selected to present a picture of current thiaking in the

different fields now using or considering the use of subprofessionals.

If there is one overriding thread or theme which runs through
all of this material, it is that each selection deals directly
.or indirectly with the training of subprofessional personnel.
While some of the specific settings described may seem far
removed from community action there are implications in each which

have applicability to the training of neighborhood workers.

We have tried to present a wide range of publications because
we felt that all have something to offer: a different concept,

a new technique in training, an imaginative curriculum, a study

of pitfalls to avoid, etc. Many authors cited here disagree
with one another. This, we feel is good for a better picture
of what some of the divergent views are as well as for illustrating
different techniques and methodology.

An additional bibliographic list (not annotated) appears at
the end of this Section to indicate further areas of investigation.
We urge anyone involved with the training of subprofessionals to
read widely among the literature.

The materials on the following pages are divided rather

arbitrarily into what we consider to be their major foci.
However there is much overlapping and we suggest a careful reading

of the entire Section. In some cases, two lines are devoted to
a publication; in other cases, a number of pages. This does

not mean that the longer piece is mote valuable or more important.

It does mean that we did not wish to repeat too many items that,

in effect, say the same thing.

The material is divided into the following major areas:

A. General Information, Theory, and Philosophy

B. Community Action

C. Education

D. Health and Mental Health

E. Social Welfare

F. Youth and Corrections
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To repeat, many items fall into more than one area. Where
this occurs, we have placed the item into what we felt mas the
most appropriate area. In all cases, the materials reflect
ideas, approaches, and techniques related to the training of
subprofessional personnel.

Unless otherwise specified within individual annotations,
the terms: "subprofessional, "nonprofessiona1,9 usemi.professional,"
etc., are used interchangeably.



A. GENERAL INFORMATION THEORY AND PHILOSOPHY

Brager, George. The Low...Income Nonprofessional: An Overview
of His Role in Program. Mobilization For Youth. New York
City. n.d. mimeo. 15 pages.

In addition to the usual reasons for employing a nonprofessional
(e.g., relieving the professional, applying the principles of
self-help, etc.), the indigenous nonprofessional can help to
achieve program goals. Among these goals which can be facilitated
by employing nonprofessionals, one important one is increasing
the participation of other slum residents in social welfare and
community programs. This has been evidenced by the work of
homemaker, community organization, and parent education programs.
The author discusses the characteristics and style of nonprofessionals
which are helpful in achieving the programts goals. He notes that
they must be allowed considerable freedom to act and to make
mistakes. The author states that one of the major difficulties
encountered is the inability of the nonprofessional to facilitate
communication between residents and conventional persons and
institutions.

Fishman, Jacob R., and Alma Denham. Mew Careers: Summary and
Perspectives." in New Careers: Ways Out of Poverty for
Disadvantaged Youth. Report of a Conference held at the
Center for Youth and Community Studies: Howard University.
Washington, D.C. March 1965. pages 174-209.

This is a summary of the conference and the perspecttves
gained. The conference discussion yielded the notion that to
develop nonprofessional personnel takes special training and the
development of status and career lines. Several participants
emphasized the desirability for new personnel to have their own
organizations: a nonprofessional union or a sub organization
within a larger group to represent them and provide channels for
the relief of job frustration. In addition, such organizations
would provide a sense of group security and identity. Experiences
presented at the conference suggest same trends:

1) In corrections, the trend toward using nonprofessionala
In group counseling and milieu therapy modeled after self help
efforts of AA. Also the use of the nonprofessional in systematic
study and research, and in community involvement.



2) Social work positions are greatly in need of
further role clarification. New classifications and principles
for redesigning jobs are beginning to be identified but there
remains the important taik of exploring and specifying new areas
oi service, for example the neighborhood worker.

3) In public welfare, there are two principal
developments. First, the 1962 Amendment to the Social Security Act
makes it mandatory for states to provide for a study of each
child to determine which children are likely to need protection.
Second, states may now permit AFDC families to set aside
earnings of youth for future educational purposes. Additional
federal support possibilities await implementation. The whole
field needs systematic evaluation of traditional programs.

4) The child care field is expanding rapidly and
there will be tremendous need for staffing day care services.
Day care is moving from a custodial to a pre.school program.
This calls for radical changes in staffing policies including
training, salary scales and promotional opportunities. Numerous
demonstration programs exist but new directions still Amain to
be explored. One possibility might be experimenting wfth train
of high school youths as workers in day care centers and placi
such centers within the high schools. Another is the need for
a system of national accreditation and evaluation.

5) In community mental health, the idea of the
nonprofessional is supported, but professionals still tend to
trust these personnel only with low level tasks. Nonprofessionals
can be used to provide a healing function and a service function.
Roles, especially in the community mental health centers, require
comprehensive and coordinated work in all health and welfare
services. New workers are needed for case findingodata collection,
rehabilitation and occupational therapy, treatment, counseling,
group work, etc.

6) The psychiatric aide in institutions is mainly
in a dead-end job characterized by high turnover. New forms of
training are needed to substitute for the lecture series; and
new status, responsibility and opportunity are needed for career
Was.

7) In the health field, there has been much experience
with nonprofessionals, and many facilities exist which could
provide training for more than 200 job categories within hospitals.
There is ample room for the development of many additional job
categories in traditional institutions and in the growing area
of community health. But opportunities lose their value if
supports are not provided for additional training and advancement
to middle managerial levels.
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8) Work with the mentally retarded is restricted
by the poor image of the work, lack of training facilities, and
lack of information; few people are attracted to the field.

9) Public education has perhaps the richest potential
for new careers both in partsitime employment for students still
enrolled in school, and for those needing full...time work.
Aides can perform a wide range of functions expecially if schools
move toward serving as community centers. But it is vital
that these jobs be incorporated into, and accepted as part of,
the regular table of organization. Students could be trained
and employed to assist with younger children.

10) In community organization, the nonprofessionals
have always played an important role. Jobs need better definition,
clearer goals, and connections between the project and permanent
positions.

11) In research, the nonprofessional laboratory assistant
is not a new category, but training and job development could
increase the possibilities in both the physical and the social
sciences.

12) Additional fields remain to be explored such as
recreation, legal services, police protection and the like.

With respect to training, it is clear that there is a
need for new training dimensions focused on new roles and the
needs of the nonprofessional worker. Training sequences tend
to be dominated by the needs of the professional. There
are generic elements common to all human service fields which
might form a common training sequence for a variety of specialty
fields. Universities could contribute by conducting research
and manpower projects, by developing training curricula, and by
finding the general elements which might be taught to personnel
on lower levels. On-the-job training is important to learning
and for the realistic making of career choices. A, major

consideration is the development of facilities to train the trainers.

The problem of legitimizing nonprofessional roles is crucial
to make the jobs permanent parts of institutional structures as
soon as possible. Demonstrations are needed to open the way
and provide the transition from the demonstration stage to a
permanent status within ongoing institutions. Civil services need
to be cooperative, and civil rights movements must address themselves
to the wider problems of expanding educational and economic
opportunity. And it is necessary to mobilize the local community
and involve the vested interests rather than simply attack them.

it final necessity is to systematically evaluate the specific
programs and their hypotheses and make data available to all
concerned.



Fishman, Jacob R.9 et al. Trainins for New Careers: The
Community APPrentice Provam. Center for Youth and
Community Studies. Howard University. Washington, D.C.
June 1965. 107 pages.

This is a report of a demonstration project whiCh trained
10 youths for three areas of human service: child care, recreation,
and social research. The twelvespweek training is described as
consisting of a core curriculum, specialty wotkshops and seminars,
and supervised on...the-JO". experience. Curriculum outlines
appear in Appendix I (pp 6341). Appendix II contains sample
job descriptions of nonprofessional roles including: legal aide,
probation aide, recreation aide, family counseling aide, community
organisation aide, and other,. The text gives descriptions of
the aides and includes the supervisors' records, and actual
case studies and how the aides handled them (pp 30.35). Comments
on the program by the aides are listed (pp 52-66).

To prepare disadvantaged youth for new careers in human
services the primary emphasis in training programs must be on
providing youth with some mechanisms for molting toward a change
of values and attitudes. They must achieve the following:
1) a sense of belonging to a group; 2) a sense of confidence to
be gained from meaningful workftiprecognition by peers and supervisors;
3) a feeling of making a useful contributioniseeing the relevance
of their work to their futures and to the community; 4) acquiring
specific skills and knowledge; 5) gaining control over their own
behavior. To achieve the last item, they will need to learn
how to make contact with others, how to be at eare with others,
how to observe human relationships and behavior, and how to
handle their own feelings. In teaChing specific Skills, enough
theoretical background must be included to provide motivation for
advancing. Moreover, the program must be sufficiently flexible
so that the aides will not be limited to one specific pre-determined
job.

The core program of training consisted of three hours a day
during the first six weeks, then twice a week during the second
six weeks. The topics dealt with in this core program were:
1) the problems of human develepmentimedamily life, childhood,
adolescence, mental health; 2) the structure and function of
community institutions and their resources; 3) special problems
of the deprived and the unmotivated; 4) health care and first-aid;
5) program organisation and development; 6) labor and employment;
7) law and lagal-ald; 8) credit unions, insurance, medical care
programs, and other financial items; 9) problems of working with
people. The topics were handled by presentation for group discussion.
The leader always raised questions of how to assess a situation,
how to observe accurately, how to sort out alternatives, how to
get sufficient information and begin to solve a problem, how to
judge what information is important and relevant, and how to use
others to help. Questions of this type were focused on a wide
range of issues. For example: Who is best suited for what job
and why? How to deal with annoying supervisors? What should be



the rules and regulations concerning pay? Why does one feel
outside a group? The group learned that in observing their own
behavior, and in group discussions, they laid the groundwork for
developing norms, sanctions, and values adaptable to the job and
for working with others.

During the first two weeks, as a basis for work experience
discussion, there was job rotation for all trainees. Specialty
training consisted of onthemjob training which involved the
trainees in the practical aspects of a job immediately following
the rotation. This was supplemented by regularly scheduled
sessions of training in specific 'kills and knowledge. The
outline of the topics including the subject matter for discussion
which arose spontaneously, are listed.

There was no detailed systematic evaluation. Findings are
based on supervisory reactions. The first finding relates to
pre.judgment of capability. The youths were selected and divided
into different risk categories; 6 months later there was no
discernable difference between the poorest and the good risks.
This observation suggests that premjudgment of capability must
be avoided. They found that the aides' ability with language
improved even though very little specific remedial instruction
had been given. The suggestion is that this increased skill
was related to their changed self-esteem. Four out of ten
youths returned to school /uggesting that the program itself
had been a stimulus to an increased interest in education. They
found that the youths had gained an ability to tolerate ambiguous
situations and to delay gratification. (In this case it was
mainly the fact that pay maw held up.) The trainees attitude
toward the sex links of jobs changed, e.g., the males initially
were seen as unsuited for day..care work but, after training,
began to see the possibility of jobs in this work with small
children.

The program failed in one of its stated objecttves: a truly
effective group was not formed. The relevance of the group
process to the learning process remains an unanswered question
in this program. However, the training experience suggests that
remedial work can be effectively accomplished in a group context.

Possible opportunities for developing new careers in education,
corrections,social work, child care, mental health, and other
fields, are outlined (Chap. 9).



Freedman, Marcia K. "The Use of Non.Professionals--A Survey."
in New Careers: Ways Out of POverty for Disadvantaged Youth.
Report of a Conference held at the Center for lbuth &
Community Studies. Howard University. Washington, D.C.

March 1965. pages 2547.

Marcia Freedman defines some of the feasibility problems
in job creation. She suggests that job creation needs to be done
on a large scale with a degree of permanence and constant
expansion. Jobs need to be designed in such a way that they can
be performed effectively, and provisions for upgrading or
increments in pay for length of service must be made. The

necessity is for the creation of intervening levels to make
the occupational gaps less of a barrier. For example, it may
be possible to accredit the ontothe.job experience of a practical
nurse toward an RN degree or create a sub-RN level. What is
needed is an exploration of methods for qualifying nonprofessionals
to do higher levels of work by combinations of training and
experience. The structure needs to be flexible enough to allow
people to join in whenever they are ready.

Grant, Joan. Mew Careers in Research." in New Careers: Ways
Out of Poverty for Disadvantaged YOuth. Report of a
Conference held at the Center for Ybuth and Community
Studies. Howard University. Washington, D.C. March 1965.

pages 90-94.

The author notes that persons with limited training can
perform many research functions. They presently do this in

prisons and in the army. A few have developed research as a
career as a result of their experiences as inmates. She suggests

that the clasoToom is not the only place to learn research
methods. Sei tudy is the most appropriate training program
for nonprofem.onals. They can interview after some training,
can code data, do some of the data processing, and sometimes
they can design and carry opt the studies. They also can

disseminate findings to the community.



Howard University. Center for Youth and Community Studies.
Job Description of Community Aides. Training Report
No. 10. Washington, D.C. 13 pages.

This paper provides sample job descriptions for: community
organization aides, day care aides, family counseling aides,
health care aides, legal aides, probation aides, recreatica,
research, and ramedial aides, classroom and library aides.

Levinson, Perry, and Jeffry Schiller. "The Indigenous Non-Professional:
Research Issues." U.S. Department of Health, Education, and
Welfare. Welfare Administration. Division of Research.
Washington, D.C. n.d. mimeo. 15 pages.

The discrepant role of the indigenous nonprofessional is
discussed, i.e., the discrepancy in the nonprofessional's
relationship with the professional and with the community. The
nonprofessional has confidential information both about the
agency and about the client. The aide is in a nooman's land
between the professional and the client. He is pulled between
an identification with the client, and a drive to identify with
the professional. The writers specify three levels of nonprofessionals:
the pre-professional, the semi-professional and the subprofessional.
Pre-professional status is an apprenticeship prior to attaining
the full professional level. The semi-professional is not
necessarily a professional in training, but, for example, a
person such as a homemaker aide. The sub-professional is one
win is engaged in routine mechanical, clerical or maintenance
tasks. The semi-professional level according to this formulation
is the most discrepant.

McLennan, Beryce W. "Training for New Careers." in New Careers:
TfAu0Irezlos.LAL....._,utofPortsadvantedYouth. Report of a
Conference held at the Center for Youth and Community
Studies. Howard University. Washington, D.C. March 1965.
pages 108421.

The author notes that entry jobs are essentially one aspect
of training. Training programs must include definition of role,
selection and training of instructors, orientation of administrators,
educational accreditation, decision on content and methods, and
provision for evaluation. She cautions against reliance on
traditional criteria. Trainees are unaware of career choices and
therefore opportunities for job rotation are helpful. She
describes the Howard University Program of core group training
and specialty workshops. Her basic recommendation is the concept
of a common human service ade raining program to develop aides
who can move into a range of new careers.



Neibuhr, Herman. MHodifying University Training." in New Careers:
Ways Out of Poverty for Disadvantaged Youth. Report of a
Conference held at the Center for Youth and Community
Studies. Howard University. Washington, D.C. March 1965.
pages 127-133.

Dr. Herman Neibuhr suggests the need to modify university
training: universities must respond to new manpower needs. They
must prepare to find common denominators in entry level jobs in
the human services and develop the undergraduate programs needed
to produce practitioners. Graduate programs should focus on
developing trainers and consultants. Universities should also
play an important role-in the research and demonstration of
roles for training non-college personnel.

New Careers Development Project. Job and Career Development for
the Poor. Draft of a Report Ei-Ehe Institute for tfirgEri-Kly
or Crime and Delinquency. Sacramento, California.
October 1, 1965. mimeo. 28 pages.

The report recommends legislation for statewide long.range
development of jobs in human services--to fit jobs to people
rather than people to jobs. It asserts the need for a state
agency to translate the findings of demonstration projects using
the untrained person in areas hithertofore considered professional
into prominent positions with potential for advancement. The
employment of the poor will reduce alienation fram helping
services and provide professionals with a feedback on the needs
and attitudes of the poor. Employment of the poor is both
rehabilitative and helpful to the economy. The report recommends
immediate establishment of several nonprofessional jobs. It
identifies the public sector as the major employment resource.
It asserts the population's transient state, the scarcity of
professionals in human services, the needs for job creation to
counteract automation and tovrovide jobs outside the private
sector which is deemed inadequate to the problem.

To use the poor on a large scale in human services will
require redefinition of jobs. Sufficient experience in demonstration
projects is available to now apply the approach on a larger scale.
It notes the need to review state civil service and state
personnel rules but notes again that there are no structural
limitations which prohibit necessary modification. Suggests
immediate use of nonprofessionals already successfully demonstrated
such as: 1) assistant to the teacher; 2) law enforcement-
community relations aide; 3) child care aides; 4) public health
aides; 5) psychiatric technician trainee aides; 6) homemaker
aides; 7) employment youth advisor.



To change entry jobs into permanent careers requires
training which must be job oriented and related to on-the-job
experiences.

The Appendix contains job descriptions of youth advisors
for the Youth Opportunity Centers, psychiatric technician
trainees, and homemakers. It also contains estimates of
nonprofessional jobs in the categories described.

New Careers Development Project. Job and Career Development
for the Poor in the Los Angeles Area. Institute for the
Study of Crime and Delinquency.- Sacramento, California.
March 1, 1966. mimeo. 25 pages.

This report concludes that jobs funded by 0E0 are lacking
in career lines or in connections with public and professional
employment, that training is inaequate, and that little is being
done to stimulate development of manpower resources of the
poor by social agencies. It recommends that a coordinating body
be formed to sponsor these and other functions. A possible
prototype might be the demonstration project funded by National
Institute of Mental Health based on the following seven
principles of training: 1) interaction between kinds of learning
methods and kinds of learning, for example, problem-solving
methods need to be modified for different types of persons;
2) learning is more rapid and permanent when it is the function
of purposeful activity; 3) learning ts more effective when it
results from efforts to satisfy self-needs; 4) art and game
activities are techniques of learning without facing the
commitments of real life; 5) self-knowledge is fundamental
learning, to understand oneself is a way to learn haw to
understand others; 6) self-study is more effective and less
resisted when it is part of an achievement rather than a
therapy system; 7) group sharing of self-study enhances learning
and provides social content for study.



Pearl, Arthur. "New Careers-*An Cmarviev." in New Careers:
Ways Out of Poverty for Diziadv*tated Youth. Report
of a Conference held at the Center for Youth & Community
Studies. Howard Univcirsity. Washington, D.C. March 1965.
pages 10-23.

Arthur Pearl discusses the unmet needs in the human services
field and says: "The employment of non-professionals in helping
services 'must begin with job definition." To determine appropriate
roles requires more demonstration projects and he proposes an
educational model with three levels--an aide, an assistant teacher
and an associate teacher. To bring the utilization of nonprofes-
sionals past the demonstration stage, subsequent demonstration
must be conducted in the permanent agencies, although they may
need to be supported by special and outside funds. Nonprofessionals
already prepared by outside programs can be used as consultants
and resources by the permanent programs. He urges that we move
to larger and more comprehensive demonstrations with regular
agency funds committed to the project.

Pruger, Robert, and Harry Specht. Working with Organizations
to Develop "Mew Careers" Programs. Contra Costa Council
of Community Services. Walnut Creek, California. October
1966. 52 pages.

This report analyzes organizational and professional
resistance to the use of nonprofessionals. It discusses factors
which tend to make organizations more or less resistant, and
strategies for overcoming such resistance.

The most likely employers of new careerists (public sdhools,
social service bureaus, medical services, etc.) are the ones
most often accused of poor communication with low-income
communities. Within organizations there is a pressure for the
wax a job gets done and it can became more important than the
objective itself. The poor have a vastly different style.

Organizational discipline reinforces professional discipline
and leads to an insistence that only those trained a special
way have the necessary skills. The use of nonprofessionals
blurs this line and wokks toward breaking down the notion
that only professionals can decide what is best.

Experience has indicated that the more an organizational
staff is differentiated and specialized, the less the resistance.
For example, hospitals with their great variety of job categories
will probably absorb new careerists more easily than police
departments. Another factor appears to be the degree to which
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an organisation is related to the community from which clients
and new careerists are drawn* The more closely related, the
better the chances for developing new careers, and they are
especially favorable when an organisation seeks to improve its
relationship with the community.

Ideology can have an effect. Those organisations offering
social services of a rehabilitative nature are more promising
than those offering social controls or punishment. But thiu
can depend on the interpretation and behavior of the adminiswtion.

On balance, in all organisations there is considerable
ambivalence toward the nonprofessional, but they are more
likely to be accepting if they are assured of their own capacity
to control the behavior of these new workers. The ability
to overcome this resistance is hampered by a lack of information
on successful experiences. Reports are usually characterised
by incomplete descriptions and vague definitions. Planners
must guard against making foolhardy concessions in order to get
a program established. For example, allowing an organisation to
have a strong control in selection and thus eliminating all but
the cream" of applicants, or permitting the organisation to
define the new careerist as temporary or less than a full
employee, or to use him only in peripheral teaks or in functions
isolated fran the central operationpmall of these are concessions
which should not be made.

Care must be taken with the job description. It Should
not be so specific that it weds the nonprofessional to a series
of low level taiks, or so vague that it has no organisational
visibility.

TO prevent the idea from being dismissed at the outset,
plarmers must study the organisation to be able to suggest how
the plan can be implemented without placing a strain on already
over-burdened supervisory personnel. They must be able to
indicate what the nonprofessional can contribute, and what
actual problems exist and how to deal with them. Otherwise
planners may get no further than agreement on the general
principle of new careers.

Some useful tactics are found in the employment of a few
nonprofessionals to gain acceptance for others. Many professionals
experience a delighted shoCk when they see low-income people
perform capably or speak well. Once accepted, an important
ingredient is the provision for independent program evaluation.



Riessman, Frank. "The 'Helper' Therapy Principle." Reprint.

Social Work. Volume 10, Number 2. April 1965. pages 27-32.

A brief article stating the social and psychological
principles involved in the selfwhelp rol, giving examples of
its utilizations.

"While it may be uncertain that people ,receiving, help are

alusys benefited, it seems more likely that people giving help

are profiting from their role." (p 27) Most evidence in support
of the self-%elp principle is uncontrolled and observational.
The helper principle is especially useful however, with low-income
groups. It offers an upward spiral of ability to deal with
problems by helping others and thus increases the helper's
efficiency. Leadership can be developed through playing a helperls
role. To prevent the projection of the helper's problems, he
should not be involved in intensive treatment at the outset,
and should be under close professional supervision.

Riessman, Frank. "The New AntlePoverty Ideology foll Teachers
College Record. Volume 68, Number 2. November 1966.
pages 107-119.

The anti.poverty movement represents the possibilities of
integrating the best of professional systems wIth the informal
systems of the poor. A general statement of Riessman's
principles--the relation of the nonprofessional idea to the
self-help movement, to the representation of the poor, to civil
rights, etc. It calls for careers, rights, and participation,
not merely jobs.

Riessman, Frank. "New Possibilities: Services, Representation
and Careers." Paper prepared for Planning Session for the
White House Conference To Fulfill These Rights. Washington, D.C.
November 17-18, 1965. mimeo. 21 pages.

An analysis of the participation of the poor in anti-poverty
movements suggesting ways to provide not only jobs but careers.

The unwillingness of the poor to avail themselves of services
and opportunities has been interpreted as apathy, but the poor
have their own informal systems and traditions which they have
developed in order to cope. Only-through the utilization of
these traditions of informal knowwhow and self-help can the
poor be brought into the society. The author discusses the
pros and cons of anti-poverty legislation considering as a
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significant factor, the use of the consumer as a participant.
The importance goes beyond insuring appropriate delivery of
traditional services; it includes political participation,
a basic opportunity from which the poor have been deprived.
A second important factor is the principle of utilising the
nonprofessional and the professional as a team. The anti-
poverty approach unifies the informal knowhaw of the nonprofes-
sional with the systematic knowledge of the professional.

Riessman notes that the 70,000 nonprofessionals employed
by 0E0 represent the ncreamn of applicants, and this, with
significant employment funded under 0E0, represented approximately
57. of the new jobs created in the economy in the past year.
However, 500,000 such jobs could be created and it is now time
to reach the hard-core unemployed. One area in which nonprofes-
sionals could be employed 12 protection. Large numbers of
police aides could play a major role in reducing acts of vlolence.
Another area is in welfare departments, and a third is in the
schools, where males especially could provide excellent models
to disadvantaged children. TO implement these needs, major
institutional changes will be required in ctvil service requirements,
in the crediting of on-the-job training, and in the development
of enormous new training facilities.

The training of nonprofessionals should begin with onsthe-job
experience and avoid long periods of formal training. The training
must be introduced in a functional manner as the job itself will
stimulate inter4st in training. Basic education and skills
needed by the trainees should not be seen as remedial. They
should be viewed in a positive manner. New techniques for
developing literacy call for building them into job structures.
Reading skills should be developed during designated periods
of the work day and not after hours, and should be functionally
related to the job.

Riessman, Frank. .The Revolution in Social Work: The New
Nonprofessionarn-m.a.Moisationllocricity.
October 1963. mimeo. 55 pages.

This is an analysis of the special problems in the utilisa-
tion of indigenous nonprofessionals and their special training
needs. The discussion of training methodology is illustrated
by actual materials ueed in training parent education aides at
Mobilization For Youth. Considerable discussion is given to
the need to avoid contamination of the nonprofessional by the
professional.



In discussing recruitment the author identifies a basic
problem which he calls the "Internal Caretaker Error". By
this he means that most nonprofessionals recruited are the
type who are accustomed to offer informal, friendly care to
their neighbors (e.g., bartenders). The problem here is that
these Internal Caretakers are market.orfented and always atm
to please the clfent. The author recommends either avoiding
recruiting this type or focusing training on reducing their
narrow client-centered and market orientation. At the outset,
Mobilization For Youth saw the aide ar-a bridge between the
agency and the community with only one-way communication: aides
were to educate parents about the school.

Nonprofessionals also tend to underestimate their value and
are timid about applying. The recruiter must be sure to tell
all recruitment offices the purposes of hiring the nonprofessional
and the kinds of recruits desired. The word must be spread
informally as well as formally and care must be taken to define
the job in ways attractive and understandable to low-income
people. Action-oriented people are preferred to the listener
type. No over-emotional people or gossipers should be hired.
The "internal caretaker" type should be avoided. One attribute
desired might be designated as militancy but its relevance
depends on the type of job. For example, militancy is not
especially useful to the homemaker aide. Middle-class aspirations
should not automatically rule out individuals. Each indigenous
nonprofessional has his strengths and weaknesses. The important
question is how they are to be trained and directed.

The talents of the nonprofessional are: a militant and
action-centered approach, enthueiasm for the job, lower-class
knowhow, and an easy relationship with clients. With proper
training they can provide leaderdhip to group action and can
be trained as organizers.

Problems occurring in the use of nonprofessionals are:
confidentiality, overidentification with the agency, acceptance
of authority, overoptimism which turns to defeatism, and
relationships with professionals. The author recommends
methods to strengthen the relationship between professionals
and nonprofessionals such as a careful definition of role,
and preparation and training of nonprofessionals before initial
contact with professionals. Teaks such as canvassing the
neighborhood and talking informally to members of the community
can be used as on-the-Job training at once. Practice in talking
with professionals is needed before the actual experience; in
this instance, role-playing is especially helpful.
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Training is important to professionalize the work of the
nonprofessional but not to professionalize them. The nonprofessional
can be ocontaminated" by being trained by professionals, by
associating with professionals in the agency, by their status
in the agency which requires identification with professional
models, and by searching for a career line. To avoid this,
training should be based on lower-class norms and traditions.

Appropriate training methods include: 1) team training to
build up esprit de corps; 2) assigning trainees to wokk together
to provide the security of a group setting; 3) maintaining
individuality of the nonprofessional style; 4) using as trainers
those recruited from professional ranks who have an affinity for,
or a similarity to, the nonprofessional in background, attitude
or style and who have an ability to teach; 5) minimizing formal
training.

An ideal tactic for training the nonprofessional is to give
him an assignment immediately and simply supply the directions.
This reduces contamination by professionals, but at the expense
of training. The paper contains a training methodology for
parent-education aides, noting the importance of role-playing
and group assignment (pp 47-54). The author emphasizes the
need to be explicit in training. Some of the principles he
advances are: 1) use many illustrations; 2)'state assumptions
clearly; 3) materials should be repeated frequently; 4) details
should be carefully spelled out; 5) maintain a slow nonpressured
atmosphere with as few digressions as possible and frequent
summaries; 6) the content should be definite and well-structured;
7) the participation of all learners should be sought; 8) concepts
and theory can be taught provided their relationship to experience
and practice is constantly pointed out; 9) clear basic language
should be used with careful definition of all complex woiks.

Tips are given to the parent-aide for contacting and
relating to people (p 53).

Riessman, Frank. Strategies and Suggestions for Training
Non rofessionals. Lincoln Hospital Mental Health Program.
New York City. n.d. mimeo. 11 pages.

A general description of the varieties of nonprofessionals,
their personal characteristics, and some of the general principles
of training them.

There are several major types of jobs among the indigenous
nonprofessionals employed under the Economic Opportunit Att.
These include: 1) the expediters wilo link the people and the agency;
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2) the direct service agent, such as the homemaker or teacher's

aide; 3) the community organizer or neighborhood worker, whose
function is to involve the resident of the area in community
planning and community action. A major agency model is the
Neighborhood Service Center, characterized by a high ratio
of nonprofessionals to.professionals and with a base of action
on the home "turf,' of the nonprofessional. A second model is
the attachment to a service agency such as the Welfare or Health
department. Between these models are different ideologies
concerning the utilization of the nonprofessional. Training
and supervisory staff should consider the base of operation
whether in the community or in an agency--the ideology connected

with the use of nonprofessionals and the ratio of professional
to nonprofeseional. Treating nonprofessionals as significant
new workers or merely utilizing them as assistants to professionals
because the funding was available must be considered.

Characteristics of nonprofessionals are diverse: they are

not always friendly or cooperative; they vary in commitment;
they are frequently competitive with professionals; they are
also aware of the new ideology regarding the nonprofessional,
which engenders overconfidence and when combined with training,
might make them feel smsrter than the professionals; some can
imaginattvely fuAction on several levels. Nonprofessionals have
some negative characteristics which may interfere with the
effective helper role, e.g., moral indignation, punitiveness,
suspicion, and the inability to understand the need for
confidentiality.

Training must address itself to both positive and negative
characteristics: 1) before planning a -specific training program
it is necessaryto determine prioritiesthe minimum knowledge
that is needed quickly in order to perform on the job; 2) avoid
giving too much information lest you upset and disorganize the
trainee; 3) most training should be on the job--this needs
careful phasing of teaks, for example, the Lincoln Mental Health
Aide first does simple expediting for which he needs information-
gathering skill, a knowledge of vdrious agencies, and how to
contact them; the second phase requires the ability to conduct
meetings and develop groups, etc., aimed at developing diverse
organizing skills.

Pre-job training should be oriented primarily toward
performing the simplest entry task adequately, e.g., interviewing
a client having difficulty with the Welfare Department needs
same basic interviewing dkills. How to contact the Welfare
Department and how to record the transaction can be learned
on the job. The pre-job training can use case studies, role-
playing, anecdotes, and simulation. In on-the-job training the
aide can learn from peers and supervisors, and group meetings can
systematize the training.



49-

Sexton, Brendan. Participation of the Poor. New York University

Graduate School of Social Work. Canter for the Study of

Uhemployed Youth. New York City. February 1966. 12 pages.

Involvement of the poor must begin with the informal systems
of self help already in existence in slum areas. We must try
to make these systems more effective by helping them and training
them to develop that wtich they want to do within their own
organizations. Organizations of the poor can operate pre.school
or after-school centers, health education programs, consumer
education programs, recreation activities, etc. Groups have
learned how to run meetings, negotiate, administer contracts, etc.
Organizations of the poor may need professional help but they
can choose their own professionals and establish the ground rules
within which the professionals will work. Trade unions of
nonprofessional aides can quickly become organisational arms of
community action and effective spokesmen for the poor. As
nonprofessionals are given jobs in public agencies, they will
begin to develop the confidence needed to articulate their own
needs.

Shaffer, Anatole, and Harry Specht. Training the Poor for New
Careers. Contra Costa Council of Community Services.
Walnut Creek, California. March 1966. 57 pages.

This is the fifth in a series of reports of the Richmond
Community Development Demonstration Project describing orientation
and training programs deveinped by the project to provide a
group of Mew Careerists" with same of the Skills and information
needed for their jobs. Useful for a discussion of basic
principles of training of the poor based on experience, and for
the job description contained in the appendix. Included among

these nonprofessional jobs are those in conjunction with police
departments, school districts, University of California research
centers, and organisers with indigenous groups. The project
employed 16 nonprofessionals.

In the introductory materials the report sights the historical
precedence in social work for the use of nonprofessionals in such
roles as club leaders, case aides, visitors, psychiatric aides, etc.
The program enumerates as its goals: 1) to support the indigenous
organizatiou; 2) to develop no; caretaker roles in relation to
new as well as existing organisations; 3) to establish new career
roles in the public agencies serving the poor, with special
emphasis on the possibilities of institutionalizing such roles.
The ultimate hope is to support agency changes in the organization
of services for low-income peoples. The project established
formal contractual relationships with the police department and
school districts although supervisory responsibilities for the new
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careers job performance rested with those agencies. In addition,

tbe project made pUblic statements to legislatures and citizens'

groups emphasizing the need for career innovation.

Nonprofessionals were recruited through the Department of

Employment and notices sent to all churches, social agencies,

probation and parole offices, civil rights and other organizations.

Known leaders of the target area were also contacted. They

received aver 200 applications for the 16 jobs. A significant

number of applicants indicated that they had received news of the

job informally by word of mouth. Of the 16 hired, 10 were women;

4 were professionalaw-a teacher, a licensed nurse, a minister,

a recreation leader, and 12 had prior experience only as

domestics or unskilled workers; 9 had junior college training,

1 was a college graduate and 3 had completed high school, only

3 had less than 4 years of high school; all were Negro.

The jobs were not designed merely as an extension'of the

professional but rather as an attempt to create new jobs not

previously performed by professionals i the institutions and in

the community. New workers participated in job preparation

experiences at the project offices for several weeks before

work at the agency to which they were assigned. Basic training

experience provided them with factual information about the job,

the project and the agenciest expectations and goals. It

provided actual and simulated work experiences immediately

following their employment. The report suggests that this baste

training approach provides a protective setting for dealing with

new workers, fears and anxieties. It allows time to develop

self-confidence through actual and simulated work taiks, and

prevents the worker from getting stale or disabled by anxiety

during long periods of training. Tbs workers learned about and

observed agencies and government structures from a worker's

viewpoint rather than simply as the recipient of service. It

is tne view of this report that work tasks aze a better learning

method for the undereducated. Time was allowed to deal with

practical problems faced by workers such as the need for appropriate

clothing, arrangements for children, and family care. This

pre-job period also gave the host agency time to prepare for new

workers. The basic training period extended over a period of

ten weeks. Eight to twelve hours a week were given over to

egency visits, followed by group discussions of the range of

services and any new perspective gained by those who previously

had visited these agencies as clients. This period also helped

staff to assess possible roles for the nonprofessionals. Each

trainee acted as a recorder for one visit; this was useful to

the project in developing and assessing writing skill. The

staff noted that with succeeding visits the workers' participation

increased. They began to ask questions of the agency staff about

discrepancies between stated policies and actual practices.
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New workers were taught research skills by conducting
household interviews; this was a good example of specific tasks,
defined limits, and training by doing. The research staff used
role.playing and individual and group supervision to help
workers complete the interviews. The trainees not only gained
experience with interview schedules, initiating contacts with
strangers, and conducting extensive interviews, but it also gave
residents of the area an opportunity to meet the workers in their
new roles. The use of the trainees in research activities was
not without its problems. The residents were hostile to the
research and the training failed to prepare workers to deal
with the hostility. Also, the research goals were too remote
from the workers' immediate working needs. In addition, same
workers were too illiterate to do the work. This experience
suggests strongly that the early stages of pre-vocational training
must be tailored to individual needs and capacities.

Trainees also were given shortwterm job assignmrnts; they
served as recruiters for other projects, for example, recruiting
youth for a program of dialogues between police and youth. As
preparation for this there was rolopplaying of visits to youth and
their parents, how to talk to tbeg6what to talk about, haw to
ask questions. Out of the role-playing came the convictions
by the workers themselves that they must be natural in speech
and in dress, must be clear and answer frankly, and be sure
to give accurate information about the project.

Field observation of the area was another part of the basic
training. Although the trainees are residents of the area, few
were conscious of the physical and social features. They were
assigned to make written and verbal reports covering the condition
of houses, the open spaces, the number and characteristics of
people. These reports were followed by group discussion to
develop understanding. Group meetings were another feature
of the basic training period. These mere designed to build an
esprit de co4s, and to develop shared values, attitudes, and
goals needed to do the job. They also provided specific skill
training in group work: leading group discussions, speaking to
a group, handling conflicts, writing minutes, etc.

Following the basic training and assignment on jobs, in-
service training continued. The project considers that it would
be desirable, although not always possible, to develop all
levels of training in relation to, and in conjunction with,
the host agency. In-service training included: orientation
to the physical facilities, the administrative and agency
structure of the host agency, and the taiks the worker would
perform. This was accomplished by combining elements of
traditional agency training with elements especially designed
for the nonprofessional, For example, the community relations
aide for the police department participated in part of the
regular police training, specifically those aspects concerned
with note-taking, integration, community relations, and demonstrations.
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They also rode with patrols, studied laws, read police reports,
and observed in court.

It is clear that the traditional training offered by
agencies needs special adaptation from the apprenticeship model,
or frum reliance on formal training institutions. Both assume
the existence of a tested and wellmdefinad career line. The
apprenticeship model is suitable because it provides more on-the-
job training. Traditional training also must be modified because
it normally gives insufficient attention to training professionals
to work with nonprofessionals. The training included attendance
at staff meetings to maintain group unity, exchange information,
and share experiences. This is important as a transitional
step between the pre-vocational basic training taken as a group
and individual assignments.

In-seivice training also included seminars to deal with
abstract and theoretical materials. These were kept to a bare
minimum during the basic training period. Seminars are being
planned to develop a body of training materials for 10 sessions
of 2 hours each. A series of institutes and conferences
are planned. Suggested training techniques are included:

1. Role-playing-is the best learning technique. It is
essentially a learning-by-doing method, and Jevelops the ability
to initiate conversation and to involve people in group discussions.
For good role-playing, the job needs to be clearly defined and
each trainee needs experience with all roles in the situation.
The same situation should be repeated frequently in the training
to allow application of new skills. Each role-playing sequence
should be discussed and should be done before an audience.
Role-playing ideally should preceed a real assignment identical
with the simulated one.

2. Audio-visual material; for example, films used to
follow-up field trips. Written materials were used sparingly,
and were mostly newspapers used to train aides in learning
about community issues. Books were used only in the later stages
of training. MOvies, plays, and television are helpful, if
pertinent. Lists of books and films used are included (p 41).

3. Written and oral reports are an important part of the
training. The emphasis is on accuracy and clear communication.
Poor grammar and idiomatic usage are of lesser concern and
handled only when they inhibit communication.

4. Individual supervisionv This is important for the
experience it provides in one-to.one relationships. Individual
conferences need to be carefully planned to develop the worker's
ability in this setting.



From the experience, certain basic training principles
emerged: 1) training must be job related; abstractions can be
dealt with after the worker bap performed concrete tasks and
can relate theory to actual experiences; 2) training must
be related to job phasing and should build to a series of
climaxes; 3) real work of limited responsibility is helpful;
4) plenty of time must be provided for frank discus3ion, 5) the
worker's role must be clearly differentiated fram the client
role; 6) training should reflect commitment to, and support
for, change.

Thursz, Daniel, and Richard Bateman. "New Uses of Personnel
in Group-Service Agencies." The Social Service Review.
Volume 38. June 1964. Pages 137446.

An article stressing the need for careful delineation of
expectations for volunteers and other non-professionals.

U.S. Department of Labor. Office of Manpower, Automation and
Training. The Indi enous Worker in Man ower Pro ects.
August 20, 1964. mimeo. 8 pages.

A paper noting the value of the indigenous nonprofessional
as a recruiter for projects dealing with the disadvantaged.

Ybuth Opportunities Board of Greater Los Angeles. A Proposal
for Resident Participation Through Employment Opportunities
in Conznunity Action Programs. November, 1964. mimeo.

55 pages.

This is a description of the population of the Watts and
other target areas in Los Angeles. The proposal outlines jobs

in family and childcare, health and welfare, education, leisure
time activities, clerical services, protection, and information.
Appendix I gives job descriptions for several jobs in each
category. The content of training suggests that in-service
programs be focused on and should include: 1) general knowledge

of the problem area; 2) programs and their goals; 3) low income
culture; 4) specific job techniques; 5) professional functions
and ways of collaborating with professionals.
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B. COMMUNITY ACTION

Barry, Frank. The Role of the Oommmiq Development Worker.
Community Development Foundation Training Division.
Norwalk, Connecticut and New York. February 10, 1906.
9 pages.

A description of the community worker role in stimulating
small villages in Latin America to develop seeded improvement
projects (somewhat analogous to the Peace Corps).

The jab does not demand highly educated or specialized
skill3 to deal with the countries' rural people. It demands
instead a natural personidu) can respond on the basis of
friendly equality. The worker must get acquainted with the
village, gather information, and make contacts, not necessarily
through official channels but through informal associations.
He must learn to stay in the background and get others to
participate.

Borden, David, et al. Community Development Training. Volume III.

Block Communities, Inc. New York City. n.d. mimeo. paging
various.

This is a group of papers related to the training of community
workers. The first paper describes training for a block worker.
The second discusses training philosophy. The third discusses the
training of trainers. Emphasis is on the conception that people
have to solve their problems and not blame the enviroment.
Especially useful is the last section with transcripts of group
discussions which can be used as case discussions.

Skill training is useless if the trainee lacks the confidence
to learn and the persistence to follow through on the learning.
This is true for all levels including university graduates. When
skills are tho sole focus, there is always a high dropout rate.
Good training should be the way of letting the strong help the
meek to become strong.

The block worker who can unearth and utilize community
potential is a highly skilled person. It is not enough for him
to be an ninsider, i.e., poor. Any person, from any background,
who is intelligent and committed to democratic social change can
be good if he is trained well. Training is a learning process
evolving out of a dynamic group experience. The group is not



-25-

lectured to but is led to educate itself.

Block Communities' Training Program is usually a four-month
sequence, but each trainee is permitted to advance at his own
rate. The organization also provides attitudinal training for
nonprofessionals who work in neigbborhood service centers, and
for employees of city agencies.

Training consists of group discussions and role playing,
field visits and on-the-black training. It is based on an
existentialist view which denies that environment is the con-
trolling factor. The block worker does not aspire merely to
improve the physical neighborhood but rather to develop the
inner strengths of the residents.

Selection is very difficult. Experience and education are
not reliable indicators nor is uthe wish to serve.fl Those who
are critical, outspoken and hypersensitive may be the very ones
who can be tr3ined because they are already struggling for an
identity. Those who have escaped poverty and wish to help allay
their own guilt may well fail. Promotion is not based on the
observance of rules and norms, but rather on a growth in identity
and potential. Trainers should come fram the ranks of the block-
worker group.

The orientation program consists of a lecture giving infor-
mation on the relationship of the trainee to his community
followed by a question and discussion period about the job.
Evaluation of trainees is basea on attendance record, attitudes,

and participation, whether positive or negative, in the group
process.

Preliminary training emphasizes the awareness of what a slum
community is--a self-protecting, self-perpetuating, ftblame some-
body else kind of place. The trainer will move them to under-
stand that the real problems are human problems, not lack of
services. uHuman beings are the ones that allow situations to
occur because of their apathy or fear.0 The trainers avoid
preaching or moralizing. Instead they push the group toward
understanding themselves.

Trainers evaluate trainees for promotion to the next training
step on the basis of their attitudinal growth during this phase.
The next phase seeks to relate training experience to work on the
block that needs to be done. This part of training deals with
techniques: language, dress, and how to deal with people; resources
of information and how to contact them; record keeping; planning
a course of work; running meetings and making surveys. They use

a variety of instructional methods including lectures, readings,
films, etc., and all are discussed. Yield work is introduced in
which the trainee accompanies an experienced block worker.

At the next step, the trainees are provided with more work
experience and with the opportunity to evaluate themselves. They

also establish a working relationship with a supervisor.



Chicago Committee on Urban Opportunity. Training Division.

Community Re eresentattve Training. Chicago, Illinois.

February 17, 1966. mimeo. 24 pages.

A suggested curriculum and guest speaker outline given in
considerable detail. It includes sensitivity training in inter-
viewing. This is a highly structured program. It heavily emphasizes

knowledge of community resources. The schedule is for 20 days of
training. It is mostly a list of topics and only the first few
items give any feel of the content.

Hallman, Howard Wt. Planning with the Poor. Community Progress
Inc. New Haven, Connecticut. December 1, 1964. mimeo. 41 pages.

The author describes resident participation in planning
community action programs. The Populist-Democratic ideal finds
expression in the involvement of the poor. But in actuality, even
with the best efforts, resident participation involves only a

small percent (and seldom the poorest) of the leaders and upwardly-
mobile of the group. Planning is foreign to the poor who tend to
be crisis-ridden and present-oriented. Plans tend to be made by

representatives of a democractic elite. What is needed is a
constant interchange between the planners and the participants,
with continuing feedback and involvement.

The development of effectiv., resident participation is a slow
time-consuming process. It may take two years or more. The

problems are complex and any new organization must work with
existing agencies. For community action programs, planning must be
seen as a political process. Any effort to organize the poor must
include the mayor, the city council, and all elected and appointed
local officials.

Among the poor it is possible to identify natural and effective
leadership. Although organizations of the poor sometimes arise
spontaneously, this generally requires organizers with considerable
skill to identify leaders and choose the appropriate approach.
Approaches can be varied from protest to proposal of a solution.
If the organizer is an outsider he needs to be accepted. This

requires intelligence, good judgment and the ability to handle
controversy. The experience can come from work with settlement
houses, civil rights groups, labor organizations, politics or
similar groups. Not everyone can be a good organizer. Although
some of the indigenous people employed in programs could be trained
to be organizers, initially the organizers will have to come from
the outside.

Neighborhood organizations are not the only means of resident par-
ticipation. The poor can be hired as aides 3r assistants in the programs.
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Henderson, George. Training Is Being Trained: Observations on Low-

Income Leaders. Wayne State University. Delinquency Control

Training Center. Detroit, Michigan. 1965. 28 pages.

A report based on interviews with Negro women in a Detroit
low-income neighborhood association. Ttaining was conducted under
the guise of research--an indirect approach not threatening to the
leaders. The author discusses the difficulties of attempting to
employ leaders who have already found a leadership role.

Howard University. Center for 'Youth and Community Studies.
Community Oraanization for Recreation Workers. Washington,
D.C. 1964 (?). 26 pages.

This describes the highlights of the winter 1964, training
program of volunteers from the Recreation Department's program
staff (college men) for whom 64 hours of instruction was provided.
A curriculum outline and sample lesson plans are furnished, as
well as bibliographies on community organization and recreation.
Case material of projects worked on by the trainees is also
included.

Howard University. Center for Youth and Community Studies.
Training Program for Neishborhood Workers. Training Report
No. 2. Washington, D.C. April 1965. 17 pages.

This report describes a trilling program for neighborhood
workers giving the class schedule, curriculum content and samples
of group decision making. It reports a group discussion on the
question of attendance. The report also enumerates typical
supervisory problems.

Kestenbaum, Sara. Manual for the Selection and Entry Training of
Neighborhood Workers. United Planning Organization. Washington,
D.C. Amgust 1965. 10 pages.

A brief guideline for training neighborhood workers and the
enunciation of general principles.

The recruitment of neighborhood workers is done mainly through
word of mouth in informal gathering places. Indications are that
more women will apply, and if so, subsequent recruitment should



-28-

attempt to redress the balance. Selection is best done by a joint

committee of professional staff and board members. Individual or

group interviews can be used* Selection teams need to meet and

insure a common understanding. Interviewers should look for the

ability to relate, to function, to understand, to generalize about

problems, to think in terms of group solutions to common problems,

and to have familiarity with neighborhood patterns and problems.

With respect to training, the first consideration is the

training of staff. The trainer is the new worker's first contact,

and very important. The orientation sessions are perhaps the most

important. They set the mood, define the goals and expectations.

At this time one discusses the philosophy, the reason for hiring

aides, the jobs they are to do. Since learning-by-doing is necessary,

simple assignments shouid be made with ample tine allowed for dis-

cussion. For example, an aide could be asked to interview someone

about the neighborhood, then meet with the trainer to discuss
findings and methods. Orientation presentations can be made to a

large group, but the group should then be subdivided for further

discussion. This is effective for imparting general information

about the agency's programs as well as for discussing personnel

practices.

Classroom content should parallel on-the-job training. we
author suggests two days in class, two days in the field and one

day for conferring with supervisors, both individually and in

groups. The classroom content might include current events (using

newspapers as primary sources), ways of dealing with community

problems, and analysis of the power structure in the community.
Some naeerials and trips should focus on minority culture.
Community resources can be dealt with by inviting representatives

of health, police, welfare, etc., to explain their policies and

procedures and to suggest guidelines of what to look for. Following

the orientation period, on-the-job training should consist of making

community contacts within a limited geographic area to describe

the program. During the next few weeks the aide could begin to

organize neighborhood groups, and hold meetings. Classroom teaching

should include role playing and practice opportunities.

After a ten-week period, the aide is considered a full-time

employee. In-service training should continue with one afternoon

per week allowed for discussion of field visits, further education,

and participation in outside civic groups. Periodic evaluation of

work is necessary to find out what help the aide needs. There is

a need to design research to establish criteria for measuring

community change, the impact of the aide on the community, and fhe

relevance of the training to job performance. Aides Should par-

ticipate in the design of this evaluation research.
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MacLennan, Beryce, William L. Mein, and Jacob R. Fishman. "Issues
in Training for Community Action." Paper presented at Con-
ference on Trainingfor Conmiuniy Action in Urban Ghettoes.
Howard University. Washington, D.C. March 30.-April 1, 1966.
mdmeo. 12 pages.

A paper describing the issues faced by CAP directors in
instituting a training program, e.g., the choice of training or-
ganizations. The authors see training as a redesign of jobs and
evaluation.

Mbguloff, Melvin. "Training Indigenous Leaders for Political Action."
Paper presented at Conference on Trsis.1yInnitActiounn
in Urban Ghettoes. Howard University. Washington, D.C. March
30-April 1, 1966. mimeo. 13 pages.

The author sees the central task of training as a transmitting
of techniques by which the indigenous worker not only helps people
to get redress, but helps them to become a party to the action by
which the need for redress will be eliminated or diminished. He
argues against separating the functions of helping "victims" and
securing changes in the system. To do this, the worker will not
only need to know the resources and be able to educate clients and
negotiate for them, but also will need to know the nature of
organizational structures, who makes policy, how to form alliances,
and how to deal with the establishment. He challenges the neigh-
borhood context as it is generally presented. According to the
author, nonprofessionals must argue the neighborhood's cause in
the larger community. They must represent the neighborhood but not
be confined to it. Workers must be taught the full meaning of being
an ,agent: the constraints upon his action as well as the possibilities;
when he needs a consensus before he can act, or when he cap act
first and ask questions later.

Office of Economic Opportunity. Community Action Program.
Community_Actios:_ The Neighborhood Center. Washington, D.C. July
1966. 22 pages.

Describes the multi-purpose neighborhood center, its goals and
problems, with suggestions for developing a plan to suit the needs
of the community. The appendix gives general eligibility criteria
under Section 205 of the Economic Opportunity Act and sources of
information and technical assistance. The chapter entitled
"Advantages of the Neighborhood Center" states the major problems
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and ways a center can respond to them. There is a brief statement

of what outreach is and does. Other topics include decentralization
of services and programs, coordination of services, modification
and improvement of services, neighborhood involvement (self-help
and group action;. The statements are clear, but in general terms

without concrete examples. They might serve as a basis of an out-

line for an instructor to be supplemented by case materials. There

are also brief statements discussing how to assess and respond to

neighborhood need, how to finance and staff a center, etc.

The staffing pattern of the center should encourage upward
nobility by having more than one level of nonprofessional employment,
and by making it possible for nonprofessionals to grow into
professionals. Efforts should be made to build careers and not
just jobs for the nonprofessionals.

Riessman, Frank, and Robert Reiff. The Indi enous Non rofessional;
A Strategy of Change in Community Action and Community Mental

National Institute of Latp7m Education. New

York. NoveMber 1964. 48 pages.

An analysis of the need for and use of the nonprofessional as
liaison between professionals and low-income people. The report

describes the characteristics of the indigenous nonprofessional which
uniqueki qualify him for human services, idth special reference to
jobs in the fields of community action and mental health. It

describes a new role for the nonprofessional as an nexpediter.fl It

analyzes issues in the training and employment of indigenous non-
professionata.

The traditional use of nonprofessionals has been as extensions
of the professional, relieving the professional of some of his
burden by doing the less technical aspects of the job. They are

termed nubiquitous nonprofessionale and are normally recruited
from middle-class housewives, college students, etc., and are
distinguished from the 'Indigenous nonprofessionals!' mho provide
services to the client rather than services to the professional.
More recently, nonprofessionals have been used in z.4 more creative

way, especially in dealing with low-inzome groups: reaching the

unreached. These are the indigenous nonprofessionals. They do

not merely relieve the manpower shortage. They serve to bring

services to those who need them but who do not now use these services.

Chapter II deals with the unique characteristics of the indigenous
nonprofessional. First, with respect to social position, the
indigenous worker shares a common background, language, ethnic
origin, style and interests with the client, and is therefore more

acceptable to the client. Because of what he is, there are things
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which he can do that professionals cannot do--maintain an informal
relationship and bc-lme more deeply involved with the client. The
indigenous nonprofessional has know-how in ccoing with agencies
and the problems of poverty based on his former status as a client
of the same agencies. He bus the same style of life, that is, he
tends to externalize causes rather than to look for internal causes,
and he is more militant in his approach to solutions than the
professional. He is especially motivated because he derives
particular satisfaction from his helper role. The helper role is
a form of therapy for him; he can help without implying patronage
because he readily identifies with the client. TO the nonprofessional,
helping is part of a reciprocal process. He nay need help someday
from the very people he is serving. This practical, concrete
relationship makes help easier to accept than the help offered by
professionals.

Chapv,r III deals with jobs for indigenous nonprofessionals in
Community Mental Health programs. The use of nonprofessionals as
homemaker aides, child care aides, research aides, case aides, etc.,
represents the broadening of agency services. But something more
is needed. Uhat is needed is a worker whose primary concern is the
service relationship between agencies and clients: someone who is
responsible for bringing services and clients together. This is
not a person who gives direct service, but rather one who sees to
it that the service is given. This is what the report calls the
"expediter" role.

In Chapter IV the expediter role is defined. It is generally
assumed that all that is needed to serve a client is the appropriate
referral, without the need to see that the client actually gets to
the agency or service. The assumption is made that those who are
motivated will follow through on the referral. This assumption
needs to be reexamined with respect to the lower socio-economic
client. He is discouraged by complex procedures, long waiting
lists, etc. Agencies must take the responsibility to see that the
client /as the needed service, it is not enough simply to refer
him to that service. The expediter can provide the liaxson between
the client, the agency, and the outside resources. Models for this
type of work already exist: service representatives of veterans
organizations and union counselors in the labor movement. The
original functions of these workers were to educate and inform
their members of their rights and to negotiate some of the red
tape of organizational life. The roles have been expanded as the
associations moved into problems of health, education and welfare.

The expediter's tasks are enumerated as follows: 1) to maintain
a roster of community resources; 2) to make contact with outside
agencies; 3) to act as an instrument of inter-agency referral; 4) to
follow:.up to insure that'client receives serviced; 5) to hear and
hcndle client complaints; 6) to feed back to professionals information
about available and needed resources. (pp 20-21) To do all this,
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the expediter must function as an interpreter, a negotiator, a lay

attorney, an educator, an instructor and a helper. The expediter

participates only indirectly in the direct services offered by the

agency. This is in contrast with the case aide who is used in a

healing capacity as companion, counselor, supporter and intervener.

The case aide is a therapeutic agent. While the expediter is a

service agent, he should not do direct therapy since this will
devalue his role and confuse him and client. He should be a service

finder and not a case finder.

Expediters can function outside agencies or within one agency.
Perhaps the most relevant setting for the expediter is the multi-
service agency. He should be oriented towards changing the system
rather than providing special service for a favored few within the
normal structure. -The expediter can be a buffer for the agency and

provide a kind of quality control.

Chapter V deals with the issues in training the nonprofessional,
It recommends: 1) continuous on-the-job training beginning almost
immediately. Long 'reparatory training is to be avoided because
it tends to develop anxieties. Tasks must be spaced to be pro-
gressively more complex; 2) the emphasis should be on activity
rather than lectures; 3) training must be offered to provide
group solidarity; 4) there is a need for considerable informal,

individual supervision; 5) the style of training must be down to
earth. It is possible to present theory if it is presented clearly;

6) there should be freedom for the nonprofessional to develop his

own style. A special need is that of providing practice in assuming

authority. The indigenous nonprofessional has generally been on

the other side of the picture. For example, he will need role-

playing in haw to lead a meeting before he can assume a position
of authority in a real group.

There mat be careful discussion of the need for confidentiality.

Care must be taken also not to detach the nonprofessional from the

community. There lz a need to discuss a reAsonable time-table to
guard against defeatimm which might set in if results are not forth-

coming quickly. A further need is a careful definition of the role

of the nonprofessional as distinct from the role of professionals.

Practice in dealing with professionals provides an opportunity for

role-playing. Ideally there should be provision for promotion of
the nonprofessional within the job structure of the agency.

Chapter VI deals with recruitment and selection, and cautions
against looking only for leaders. The recruiter should look for

strength but not necessarily people most like the professionals.
Interest and concern are all that is needed, good training can do

the rest.
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Specht, Harry. Community Development in Lower Income Areas: Its
Relevance to Problems of the Negro Commutax. Contra Costa
Council of Community Services. Walnut Creek, California.
February, 1966. 49 pages.

From the first six months! experience in the Richmond (Calif-
ornia) Communiqr Development Project, the staff observed that:
1) the role changes required for indigenous community leaders can
be eased by support and traiaing; 2) that the informal style of
communication characteristic of local and low-income groups helps
them to cope with highly structured bureaucracies; 3) an inter-
organizational council is not accepted until the individual
organizations have accepted the value of cooperation; and 4) the
personal problems of leaders can be disruptive.

Significant proportions of all people, not only the poor,
do not participate ntively in community organization ani only
a small segment takes part in decision making. Many means must
be employed to strengthen the whole fabric of life in low-income
communities. It is not necessary always to take an anti-establish-
ment stance; some agencies are responsive to the needs and demands
of groups. Conflict is not the only approach which has meaning.
Varied action models should be sought for community change.
Different types of residents and different types of social problems
call for different leadership, organization and strategies.

As a background for the Richmond Project, the report describes
the internal Negro community structure. A major weakness has
been the lack of instrumental organizations to express the interests
and desires of groups. The primary Negro organization is the church.
This institution has been grossly neglected as a potential agent
of change by both research and action groups. Civil rights organ-
izations have assumed great significance but generally in demonstrations.

The Richmond project aimed to develop social roles, service
programs and organizational devices within the community to enable
residents to deal with their own problems. This required stimulating
resources within the community and close cooperation with govern-
ment agencies. A principal means is the employment of indigenous
personnel trained to work directly with existing community groups.
The project also supplies materials, resources and staff facilities
to aid local groups in the development of their own programs.

During the first six months, six individual programs have been
mobilized, four with church groups, one with the tenants of a housing
project, and one in the development of an indigenous community
council. The content of the programs varied. The indigenous community
council assists groups to generate new programs such as preschool,
work-study, job counseling, and welfare information services.

The project plans to develop a training program for the community
worker to include group work methods, political science, and adminis-
trative skills.

At the end of the report there is a bibliograpky of material on
Negro community organization.
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Specht, Harry. Urban Community Development: A Social Work Process.

Contra Costa Council of Community Services. Walnut Creek,
California. November 1966. 57 pages.

This pamphlet describes urban community development as a process
through which informal, indigenous groups of residents are brought
together to define, discuss and understand their problems with
community institutions, and to develop an organization and program
to deal with these problems within a legal-political framework.
The author distinguishes community development from group work
(primarily a therapeutic socialization process) and community
organization (a process of enabling existing institutions to work
together). He discusses the role of the professional community
developer and the skills required.

During the first stage of the process the community developer
identifies the community. This calls for the participant-observer
methods used in anthropology and social research. The workers
must respond to the immediate needs of the residents and provide
resources and support. Although the necessity to respond immediately
Is unavoidable, it carries the danger of committing the worker to
individuals, groups or organizations prematurely.

Because early stages of community development probably will
not involve large numbers of people, the workeris job is to broaden
the participation through informal contact, through meetings to
bring together leaders and representatives of several small organ-
izations, or through informal residents' meetings. Generally the

problems identified by the group will be local, limited in duration
and aimed at achieving immediate and visible change. The worker's
function is to question the larger institutional arrangements wnich
give rise to these problemse.g., the legal and political structure
which gives rise to poor services to tenants in a housing project.

The next phase includes building an organizational structure
and developing leadership. Organizations may be of many types
(brokerage, self help, ad hoc). Leaders are not all without self-
interest, and community development is not necessarily free from
internal power struggles.

Developing a strategy is the next step and the worker's role is
to help the organization see the relationship of its actions to
long-range societal change. Participation of residents is not an
end in itself but rather a means. The view of the community developer
must be that social change does not aim at the rule of society by
any particular class, but at achieving representation through
intermediation of groups of citizens and by stimulating individual
and intellectual aptitudes for criticism and control.
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Wood, Clarence E. "The Social Work Aide as a Community Organizer
in Project ENABLE." Paper presented at the Annual Forum of
the National Conference on Social Welfare. Employing Steil
from the Client Gto : New Developments. New York City.
October 1966. pages 20-29.

Project ENABLE plans 100 projects in 32 states, employing
300 professionals and nonprofessionals. The aim is to train staff
in group work, community organization, to strengthen family life,
and prevent breakdowns. It offers family-life education and leader-
ship training. The technique is to bring parent groups together 11
hours a week for eight to ten weeks to discuss and determine the form
of action they want. The staff consists of a community organizer
(professional), a group leader (professional), and a social work
aide (nonprofessional), who is a helper to the professionals. The
expectation is that aides will have a distinct role and not be just
helpers or errand boys. Their job is to assist the professionals
in developing parent groups, recruiting parents, participating in
data collection and research, and assisting in the interpretation
of the project to the community.

Requirements for the aides is that they be at least 21 years
of age, be able to read, write and understand instructional material,
and to have same work in local church, school or civic organizations.
Good verbal skills, particularly the ability to speak so that
others will understand (in same communities they will need to be
bilingual) is a necessity. The aide must be interested in helping
peoge and be able to develop business-like relationships. He must
have a capacity to convey interest, listen, and elicit responses.
He must have ingenuity to devise and create approaches and the
capacity to tolerate frustration. And he must have time for the job.

Yankelovich, Daniel Inc. A Study.of the Nonprofessional in the
CAP. Office of Economic Opportunity. Washington, D.C. September
1966. 176 pages.

A study of CAP nonprofessionals in nine cities (New Haven,
Atlanta, Detroit, Pittsburgh, Syracuse, Los Angeles, Washington,
Chicago, and St. Louis, as well as a pre-test in Newark). The
focus is primarily on the community worker. The general findings
are that most nonprofessionals in OAP's work full-time, are Negro
females, and are not the hard core poor. Most had completed high
school. TOo-thirds had been unemployed or under-employed; more than
half had no prior relevant work experience. The major job category--
Community Aide--is defined as performing recruitment and referral
work.
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The survey finds that the major strength of these workers is
their high morale. No significant difference was found in the
performance of "hard-core" versus the community-leader type in these
programs. This suggests that "creaming" is not necessary. Also
there was relatively little overt friction between professionals
and nonprofessionals. Resistance of professionals manifests
itself mainly in the scant training and supervision given, and the

reluctance to delegate work responsibilities to nonprofessionals.
On the negative side, there is the "female only" tendency, insufficient
training, inadequate supervision, the destructive effects of job
insecurity, a tendency to fire no one irrespective of performance,
and mixed objectives and lack of clear goals.

The writers recommend more concrete division of efforts between
staff with respect to training and supervision of nonprofessionals.
Specifically they suggest developing a category of upgraded non-
professionals to serve in an intermediate capacity between the
professional and the untrained nonprofessional. They feel that the

upgraded nonprofessionals will enhance the program, provide
more objective screening and evaluation, and could prove to be the
backbone of the program. They further recommend that a central
agency be established to administer the nonprofessional programs
in each city or region; that this central body recruit, select,
train, supervise and evaluate nonprofessionals rather than delegating
this to CAA's,city organizations, or other operating agencies.
Recruitment should be the explicit task of nonprofessionals them-
selves. They do not recommend broad publicity of nonprofessional
jobs because they expect the nuMber of such openings to be limited.
The selection process they feel is adequate for the small nuMbers
involved, hut group screening may be a useful technique. Centralizing
ectection procedures may result in better interviewing and in
reducing the time lag between application and selection.

With respect to training they see five serious deficiencies
at present: 1) responsibility for training in most CAA's has not
been delegated to, or assumed by, anyone in the programs; 2) the
initial indoctrination methods vary, and are not geared to maximize
the nonprofessional's chances for success; 3) most training does
not go beyond initial indoctrination or orientation; 4) professionals
are insufficient in nulber, and lack both time and capacity to provide
training; 5) no training is provided for upgrading the nonprofessional.

They recommend: 1) that training be centralized in a federal
agency in each city, or regionally for small communities, with a
local director of training responsible for the development, monitoring,
record keeping, and material development as well as being a source
of information for regional and national administrations; 2) that
training content includc: a) a limited orientation period of two
weeks in a central training location, because the nuMber hired at
any given time may be too small in eael program; b) that this
orientation period be directed by speciaily.trained trainers;
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c) the orientation content should include administrative procedures--
hours, pay, forms to be filled out, relationship to professionals,
confidentiality, handling of sensitive issues, handling of religious
or political matters--to be accomplished by role-playing and simulation;
d) orientation should also make use of a reference manual as a basic
tool-- a written manual could be the key to the success of the
orientation period.(The study dhows that there has been difficulty
with written materials currently provided to nonprofessionals in
their initial training period and ',urges that a reference manual
be developed as a basic tool for the nonprofessional, be pretested,
and that all nonprofessionals be trained to use it effectively.)

Following the orientation period the second phase of training
should be an initial field work experience from 8-12 weeks. Here
the nonprofessionals should be directed by an upgraded nonprofes-
sional responsible for breaking in new people. This relationship
with another nonprofessional will give the new worker more confidence,
and an opportunity to choose the kind of work he wants to do. The
upgraded nonprofessional can provide supervision during the first
3 months. The advantages of being able to discuss problems with a
peer who is relatively knowledgeable could result in freer discussion
than would obtain with professionals.

The third phase is ongoing training which should continue
throughout the first year and consist of training by professionals
using case histories, films, tapes, etc., which could be built into
a field kit. This kit could be designed by the central CAA office.
Weekly seminars should be held to cover problems of dealing with
nonresponsive families, relationships with other organizations, etc.

The fourth phase of training shs-J1d be educational and accreditation;
that is, methods for absorbing nonprofessionals into industry or
the professions. This report emphasizes industry. The object is
to make nonprofessional jobs stepping stones or training grounds for
outside employment. To do this there is a need to involve employers;
to get them to close the gap between hiring requirements and the
needs of people, and to slaw the trend toward the raising of entry
requirements, especially those unnecessary for performance of the
job. The need is also to give special attention to Negroes. For
example, the approach of the National Association of Marketing
Organizers, a fairly new organization dedicated to the advancement
of Negroes in industry is appropriate. This organization could be
an intermediary between the nonprofessional in CAA programs and
potential employers in industry, to plan and execute training
programs for nonprofessionals in specific marketing jobs. There
is also a need for the cooperation of large corporations which are
increasingly aware of their social responsibility, and will cooperate
if approached in the right way.
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Major innovations in education and accreditation of adults can
be spurred by 0E0 with special curricula designed in close collaboration
with potential employers. This can be administered by existing
educational institutions so that accreditation can be given. Credit

dhould be given for life experience tasks, e.g., for skills in
dealing with people, organising and running meetings, etc. Maximum

use of new educational technology is needed, as are new formats

for increased part-time study. Access to this educational avenue
should be a reward to CAP aides since it is unlikely that they will
get higher salaries inside or outside their programs. Private

foundations might sponsor such programs.

There is a need to prepare from 50-100 special city or regional
trainers. They should be drawn from professional ranks, and Should
start immediately to train the most promising nonprofessionals. 0E0

already has training specialists scattered around who would need
little special training for this role. The nonprofessionals might
be trained jointly by 0E0 and a university or industrial training
institute. 0E0 could focus on program needs, and outside institutions
on how to assist the professions, how to measure the trainees'
understanding, etc. Upgrading of nonprofessionals should consist
of approximately four weeks of training, and the content dhould
include providing one-to-one support for new workers. They should

meet with similar groups on a regional basis as a kind of fringe
benefit and to share ideas.

Supervision and evaluation are major problems. Centralizing

them in a local CAA director would help, as would the use of the
upgraded nonprofessionals. A record should be maintained on each
aide.

Other recommendations are: that higher salaries are needed to

attract more men, and they should be upgraded to at least five

or six thousand dollars a year; that assistant professional roles

be created oy upgrading the nonprofessionals through continuing
education and accreditation; that once responsibility for instruction
and evaluation of the nonprofessionals is vested in a central body,
it should be able to dismiss workers for incompetence and not keep
everybody working just for the sake of working.

On the basis of evidence in the study, it is shown that the use
of nonprofessionals creates a new leadership group, bridges the gap
between professionals and clients, and expedites the use of available
facilities. It offers great job satisfaction in relatively low-
paying jobs. The assumption that programs can absorb and train
people under more controlled conditions than industry can is not
confirmed. Programs lack the training, supervision and standardization
of jobs that industry has. There is insufficient evidence to support
assumptions that nonprofessionals effect changes in existing institutions,
provide role models for youth, or convert community needs into
effective demands.
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With respect to obstacles that were anticipated, there was less

resistance by professionals and no major problems for nonprofessionals

in assuming their roles. For example, the problem of assuming

authority was minimized by the fact that there was little authority

to assume. There were no problems encountered with nonprofessionals

around confidentiality, nor did they became over-identified with

the agency. The need for remediation was limited because most

nonprofessionals hired were high school graduates. Anxiety was not

a big problem. Rigidity in carrying out specific tasks was a

major problem. The most frequent oriticimn of the nonprofessional

centered on the inability to cope with the unanticipated. Although

the job itself is challenging and not dead-end in this sense, the

insecurity, the lack of clear-cut links to outside jobs, and the

lack of internal upgrading, makes the dead-end question very real.

There was little overt local political opposition to the programs

or intervention in the sense of using the jobs for patronage. The

unanticipated defects were: the relatively few men enrolled, the

lack of performance standards, the uncertain future and the ambiguous

goals. Programs must decide whether they want to employ the hard-core

or attract the ncream, upgrade the proficient or spread their

funds through part-time work, or develop either generalists or

specialists.

In conclusion the report finds that the programs and concepts

are generally sound, that they work betner than merely giving

people servicies. Self-help does change a person's self-esteem.

But there are obstacles to institutionalizing the nonprofessional

role, and these are formidable. The recommendations for training

consist of a four-stage, centralized program, including a written

manual and a field kit.

Part II gives statistical data on the nine cities included

in the study.
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EDUCATION

Bank Street College of Education. Sone Profiles of Demonstration

Tr._.2.4nir....srams. New York. 1966 (?). mimeo. paging various.

This report contains descriptions of programs training teacher

aides and teachers, including: twweek institutes at Jackson State

College, Mississippi, for teams of teacher aides; an 8-week teacher

aide training program sponsored by New York University in District

4 Manhattan; a Detroit public school program to train 40 teacher

aide-teams in a fo.week summer program; and a Garland Junior College

program.

Of special interest is the Detroit program. Auxiliary personnel

have been employed in that city by schools for a few years. In

February 1966, a large number were incorporated into the school

system through demonstration funding. The program aimed to explore

the division of functions and examine needed changes in institutional

structures.

Bowman, Garda W., and Gordon J. Klopf. Auxiliary School Personnel:

Their Roles, Training,,and Institutionalization. Bank Street

College of Education. New York City. October 1966. 12 pages.

A report based on visits to eleven demonstration projects using

teacher aides. The report couments on the lack of preparation of

both nonprofessionals and professionals and recommends that such

programs when initiated be established as an integral part of the

system with each step on a career ladder defined.

Employment of nonprofessionals in schools increased sharply
in the 19601s but frequently as part of a crash program. The

essential component of preparation was frequently lacking, not only

for the nonprofessionals, but, even more importantly, for the

teachers and professionals with whom they would be working. This

was crue for all eleven programs conducted during the summer of 1966.

The rationale for using nonprofessionals is discussed,

especially the use of indigenous personnel in schools serving

disadvantaged neighborhoods.
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The problems encountered by principals include the whole

process of setting up a new hierarchy with job descriptions,

orienting teachers and others to utilize these helpers, and
determining who should train both professionals and nonprofes-
sionals. All of this had to be accomplished within, and often
in spite of, institutional rigidities.

Professional reeistance evidenced itself in worry over the

nonprofessional taking over, and questioning whether funds would
have been better used to employ more professionals. Many teachers

were not accustomed to supervisory roles. The aides were also

resentful, sometimes feeling that they did the same job as the

teachers for much less pay.

It became evident that understanding roles is a complex
process. Based on the summer experience the report recommends:
1) that roles be clearly defined and seen in relation to role
development. This requires a reexamination of all teaching
functions; 2) that pre-service training for all staff is necessary,
including some field experience in which professionals and nonprofes-
sionals tyy out and evaluate their teaching approaches under close
supervision; 3) that continued in-service training be provided with

mechanisms for process observaticn and feedback; 4) that the
cooperation of community colleges be sought in the development of

programs for nonprofessionals to move them into roles requiring more

knowledge and skills than at entry level; 0 that four-year colleges
provide teacher education for nonprofessionals who desire to advance
to professional status; and 6) that teachers' colleges should be

incorporated into the curriculum and expand their role concept of

the teacher to include a supervisory function.

Mbst programs were aware that jobs were not stable or at best
dead-end, and that this would lead to frustntion. They were aware

also for the need to institutionalize roles. It is recommended

that when a school system decides to use nonprofessionals, the program
be set up as an integral part of the system, not as an adjunct,
with goals and procedures completely and carefully delineated,
cooperative planning with community and higher learning institutions,

and with each step on a career ladder specified. There is need for

both quantity and quality supervision to be evaluated. A suggestion
is that an advisory committee of school personnel and community
representatives with outside consultants be established to provide

independent evaluation.
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Office of Economic Opportunity. Comunity Action Program. Communiti

Action: The Nonprofessional in the Educational System.

Washington, D.C. July 1966. 20 pages.

A pamphlet prepared for those planning to develop a community

action program. Describes training programs in progress, discusses

tasks nonprofessionals can perform, and explains how an agency can

organize and operate a training group. Discusses problems of the

deprived child (the lack of home preparation, poor lenguage skills,

limited experiences, etc.). The nonprofessional is offered a new

career and bridges the gap between the schools, children, and the

parents. The pamphlet also outlines 0E0 funding and eligibility

criteria.

Nonprofessionals are effective only if adequate training is

provided for them and for the teachers as well. The training program

requires a preliminary stage of planning which should be a joint

venture by trainers and future employers. The content depends on

the group to be served, their ages, background and programs. The

aides can perform general school functions including educational

tasks and work with parents.

Aides selected should be members of the comamnity, healthy

and emotionally stable, and interested in children. Experiments

have shown that uproblemfl people can be used. Aides can be of

almost any age and there are no set educational levels needed;

ability is not necessarily indicated by educational attainment.

Pre-service training, jointly given with teachers is useful.

It needs to include instruction in child developnent, methods

and materials, and provide work experience and opportunities for

observation. This can be made a part of a summer program. In-

service training is also essential, e.g., workshops, lectures, etc.

And a career ladder should be provided.

Pruger, Robert. The Establishment of a unew Careersu Program in

a Public School. Contra Costa Council of Community Services.

Walnut Creek, California. March, 1966. 63 pages.

Describes the problems in developing aonprofessional jobs in

public schools for school-community workers. A job description is

included in the appendix.

The Richmond Community Development Demonstration Project has

two compoaents--the uIndigenous Organization Program!' and the uNew

Careers Program.0 In the latter, twelve unew careerists!' fill

positions in the police department, the Survey Research Center of the

Uhtversity of California (Berkley), and the Richmond Unified School

District. Eight others serve as community workers in the Indigenous

Organization Program.
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Relations with the pUblic sChools are the mast complex. The

Superintendent of Schools was reluctant to become involved because
of lack of space, lack nf supervisory time, and the unwillingness
of principals to accept additional administrative burdens. Prom

the schools' viewpoint, creating new careers for low-income persons
mas a. means, and not an especially preferred one, for inproving

services in schools. To the project, creating new careers was an
end in itself and a means to improve better school services. It

was finally agreed that five nonprofessionals mould be assigned to
two sdhools in predominantly Negro areas. The schools felt that

there was not sufficient work for nonprofessionals and wanted them
in separate schools, but the project pushed for a higher concentration.
After several nonths, they mere gradually accepted and principals
found that there was sufficient mork for them. The project alleviated

the schools' concern with confidentiality by assuring the school that
the project itself mould orient the nonprofessionals with respect
to this natter, and also assured the schools that new careerists
mould not initiate any contact or be officious. Nonprofessionals
were jointly supervised by the schools and the project, an arrange-
ment which led to a certain amount of conflict.

The new careerists in the schools were required to have a
high school diploma, or experience in schools or related work, such
as PTA s, scouting or church work. The job called for conducting
home interviews, writing records, leading discusolon groups, etc.
The applicants were predominantly female, Negro, high school

graduates.

Following the orientation period the five nonprofessionals
began their jobs as school-convaunity workers. Their prime res-
ponsibilities have been in contacts with individuals or groups to
develop relationships with parents of difficult children and to
interpret school programs. It was noted that attendance at PTA
meetings had increased and that parents often were better able
to express negative views at ma meetings. Other tasks were:
organising noon-time recreation, escorting sidk children, leading
PTA discussions, encouraging parents to meet with teachers. The
principals report that they ware pleased with the program, and
problems were generally those that could be corrected by more

training.
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Thomson, Scott D. !The Emerging Role of the Teacher Aide. The
Clear_IBILLkuse. Volume 37, No. 6. February 1963. pages 326-330.

This describes the experience at the Homestead High School,
Sunnyvale, California, where aides were used as part of different
teams (i.e., a social studies team or library team). In general,

the aides should possess some college training, intellectual
maturity and good general information. Previous work experience
in offices can be helpful. They must be mature and not recent
high school graduates. In the team situation an aide can check
attendance, maintain grade books, contact resources, set up parent
appointments, take conference minutes, maintain student behavior
cards and supervise the study of a class section. Aides start
with routine clerical work and move to a wide range of duties
including correcting objective tests.

Orientation is necessary and the task must be clearly defined.
There is a need for careful supervision and explicit direction.

TWo aides can be hired for approximately the cost of one
experienced teacher. Money has to be secured from the community
but sometimes can be gained by giving the teacher of the team
additional students, that is, the value can be demonstrated by the
fact that a teacher with an aide can handle a larger class.

University of California Extension, and New Careers Development
Project. New Careers for Nen-Professionals in Education.
Final Report. Office of Economic Opportunity. May 1-August
31, 1965. 271 pages.

This report describes an effort to develop a model for teaching
and administration in the elementary schools, particularly those
having large numbers of disadvantaged children. Thirty-two non-
professional teaching assistants were employed in nongraded class-
rooms. In addition, 2 ex-offenders served on a research and evaluation
team. Each certified teacher was assigned 4 nonprofessionals each
of whom was to work with 6 children. Certified teachers mere
responsible for training and supervising the assistants.

Nonprofessionals were high school adolescents, both students
and dropouts, college students without formal teacher training, and
local parents. Preproject training consisted of five evening
orientation meetings of small groups, weekend sensitivity training
for the total staf and a five-day workshop. The professionals
and nonprofessionals functioned in teams with each team consisting
of the teacher, a college student, a high school student, a dropout,
and a parent.
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Testing showed significant gains in language skill among the
children but little if any gain in arithmetic. There were no sig-
nificant differences in children in terms of the four categories
of assistant teachers who worked with them.

The roles were only loosely defined at the outset but became
clearer towards the end et the summer. Possible rolet. for non-

professionals suggested from the experience are: 1) A.isteners to

listen to children singly or in small groups and encourage them to
talk; 2) Trouble Shooters to help the overaggressive or hyper-active
children control themselves, to divert them, and to help them adjust
to a group; 3) Relaters to give encouragement to the dhy and troubled
child; 4) Supporters to help a child try new things; 5) IngkErs
to encourage and plan new activities; 6) Linkers to visit the homes;
7) Teadhers to help older children plan learning experiences for
younger ones, to ofZer Hat the elbow!' assistance and individual
teaching. Not all nonprofessionals can function in this latter
capacity.

University of the State of New York, State Education Department.
Bureau of School and Cultural Research. sumx_ofiAlis
School Teacher Aides, Falli_1965. April 1966. 18 pages.

A survey on the use of teacher aides in schools in New York
State to determine characteristics of aides and describe the
activities they now perform. It is meant to be used as a basis
for reviewing regulations regarding the employment of aides and
advising schools on the most effective ways of using them. The

findings emphasized the newness of the role of the aide, and that
despite the wide range of functions, most aides are concentrated
in noninstructional jobs, such as in playgrounds and clerical tasks,
and that for the most part, these are part-time jobs of less than
three hours a day.

The data was collected from administrators and individual aides
in New York State, exclusive of New York City. Of the 62S school
offices completing the questionnaire 68% report using aides. Of

428 districts now using aides, only ten have used them for more than
ten years. A substantial number are employing them this year for
the first time. The 428 districts report a total of 3,134 aides
employed, of which 657. are working at the elementary school level,
28% at the secondary school level, and 77. at both levels. In the
majority of casesaides are selected by the administrative staff.
Frequently, professional staff makes recommendations. Only in a
small number of districts were referrals made by other contacts.
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The duties for aides reported by the administrators were as
follows: for 93% of the districts, noninstructional supervision
(cafeteria, playground, recess, bus); 52% report using aides in
clerical functions; 28% in technical help (drill, help with a
reading group, art, reading stories, telling stories); 20% with
housekeeping duties; 6% use lay readers; 3% have aides in charge
of instructional materials; and 27. as lab assistants.

As reported by 2,654 aides answering the questionnaire, 75%
of the job assignments are in the areas of noninstructional and
clerical work. 17% are general classroom aides who provide technical
help plus general housekeeping functions. Almost all of these are
in the elementary schools. 8% are library aides, lay readers or
instructional material aides and the like.

As to the general qualifications required of aides, 28% of
the reporting districts have no formal requirements but have taken
into consideration education, skills, experience, etc. 72% have
some formal requirements; 20% have age requfrement, generally a
minimum of 21;13% require women, and several specifically look for
mothers; 457. have an educational requirement, generally of high
sdhool graduation. For certain jobs, such as the lay reader, a BA or
some college is required. 38% of the districts require a special
skill, usually the ability to handle children, and a smaller number
mention requiring typing ability. Only 17% of districts require
work experience.

Those employed show a uedian age of 42, and 98% are uvular:.
The lab aidespinstructional material aides and lay readers are
mostly college grads; the majority of others are high school
graduates. 95% have children of their own; 98% have previous
experience, almost all with children as babysitters, teaching
sunday school, or camp counseling; 80% report having special skills
in music, art or secretarial.

The aides' jobs are mostly part time: 55% work less than 3
hours a day. The median hourly pay ranges from $1.59 to $2.56
au hour. The lowest pay is for noninstructional supervision. Only
A were appointed from a civil service /1st and these are class-
ifications such as monitor, aide, clerk typist, etc. Almost all
administrators react favorably to the use of aides.
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D. HEALTH AND MENTAL MAUR

Caudill, William. uPsukisoi in Japanese Psychiatric Hospitals.fl
American Sociological Review. Volume 26, No. 2. April 1961.
pages 204-214.

Psukisoi are women, akin to aides, who act as motherly servants
to patients on a one-to-one basis. They are with one patient 24

hours a day, seven days per week. They sleep in the same roam and
serve as housekeeper and companion. They are not formally a part
of the hospital staff but live in the hospital and are paid directly
by patients.

The use of psukisoi reduces the necessity of security measures.
Their role developed from the historic pattern of having a relative
live in the hospital to care for a patient's housekeeping needs and
provide companionship. Some have been trained in two-year programs
offering elementary education.

Davis, Milbrew. ',The Wanted Grandparent: Employment of the Aged in a
Medical Setting.H Paper presented at the Annual Forum of the
National Conference on Social Welfare. Employing Staff from the
Client Group: New Devekomstst New York City. October 1966.

pages 30-39.

This paper describes the foster grandparent project at the
Bexar County Hospital in San Antonio, Texas, a demonstration project
to use older people to work with institutionalized children. They
were deluged with applicants.mostly widows. Although half the
population is Mexican, very few applied perhaps because there was
a literacy criteria and many Mexicans were illiterate in English.
To be eligible one needed to be poor, over 60 years old, warm, etc.
They were given two weeks of classroom instruction and ward work.
The staff was at first apprehensive but soon accepted them and
recognized their value. Older people felt needed and the children
were happier, especially badly burned children, others that needed
tender loving care, and the disturbed who would not speak. The
aides feed and change babies, assist older children with food, and
play with them or read to them. Two have been employed as nurses'
aides, others will be considered for employment as vacancies occur.
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Day, Max, and Alice M. Robinson. Iltaining Aides through Group
Techniques. Nursing Outlook. Volume II, Number 6. June
1954. pages 308-310.

This article describes the training of psychiatric aides at
Boston State Hospital in four types of group sessions: 1) two
weeks c: orientation consisting of didactic classroom teaching
combined with group discussions; 2) six months of advanced class-
room training; 3) voluntary informal group meetings with nursing
leadership; and 4) voluntary service conferences for all personnel
led by a physician. The training was conducted for a staff of
410 aides with the orientation session geared for new employees.

Problems first centered on attendance. The aides were
reluctant to take the advanced course and supervisors frequently
asked that they be excused. Aides resented the idea that they
needed a course and had little confidence in instructors who
were often absent themselves. The situation changed when the
instructors! attendance and preparation improved, and when actual
case materials were used in the classroom. A well-publicized
graduation ceremony provided recognition for taking the course.

Hallowitz, Emanuel. uThe Use of Indigenous Nonprofessionals in a
Mental Health Service. Paper presented at the Annual Forum
of the National Conference on Social Welfare. Enploythk Staff
from the Client Gro : New Develo ments. New York City.
October 1966. pages 1-19.

According to the author, not many years ago the idea of
hiring a less-than-college-graduate with some psychology or socio-
logy education to work with the mentally ill was unthinkable.
noday it appears that the agency that does not employ such
people is not part of the lint crowd. (page 1) This has resulted
in a tendency to exaggerate and over-sell with insufficient
attention paid to realistic assessment of the advantages and dis-
advantages in employing the poor.

Experience at Lincoln Hospital (New York City) of more than
one-and-a-half years suggests certaln findings. The centers were
called Neighborhood Service Centers rather than Mental Health
Centers to indicate to residents that they could bring any type
of problem for immediate help without having to define the problem
in any particular way. The nonprofessional has the first contact
with the client--not a receptionist--but an aide who is the main
service agent. The nonprofessional assumes responsibility for
helping the resident define his problem and determine the specific
service needed. He is thus a twoumway bridge because he also interprets
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to the resident the agency's services--what can be expected and
what are the rights and obligations of the client. Before making
a referral, the aide interprets to the agency the needs of the
client.

The problems brought to the agency run the gamut of inadequate
housing, retarded children, need and eligibility for welfare,
aged relatives, unwed mothers, or helping a family to obtain and
use needed medical or psychiatric services.

In some cases on-the-spot advice and information is enough
but, more often, the client needs help with filling out application
forms, handling red tape, and especially support. Sometimes the
appropriate service is unavailable and the nonprofessional must
engage in a holding operation to prevent the situation from
deteriorating further.

The Aide also works with personnel in a variety of social
agencies and institutions to communicate the needs, attitudes,
and values of the residents. The aim is to affect change in
policiss, the manner of implementing services, and the quality of
services. The professional staff similarly works with higher
echeions of institutional and agency staff. The aides plan,
organize and conduct meetings, form committees, and play an
important role in these commtnity activities. In their attempts
to influence behavior they rely on information giving, counseling,
and practical help. Professional consultation and supervision is
always available.

The findings of this program thus far indicate that some
myths about the poor need to be dispelled. First, the aides
are no less free of prejudices than other people. Second, they
have no greater or lesser capacity for empathy with those in
trouble. Among the poor are individuals who, as in other groups,
are warm, sensitive, eager and able to learn and to help other
people. Many with proper training and supervision can make a
significant contribution to their communities. They are not
superior to professionals, but they can provide significant,
valuable service of a different order, not necessarily comparable
with that provided by professionals.

One of the prGblems with aides is that many have strong
negative and positive feelings about agency structure. They fear
and distrust professionals on the one hand and yet have a reverence
for their omnipotence on the other. This results in a wish to
learn together with an anti-intellectualism which deprecates
reading, education or knowledge. They either feel that the
professionals know nothing and that they (the aides) know it all,
or vice versa. There is also rivalry and competition among the
aides. They react to finding themselves ulow-men on the totem
pole and begin to struggle for greater role definition and higher
status.
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The professionals are also subject to conflicting attitudes.
They are caught between the desire to see nonprofessionals develop
and the reluctance to give up responsibilities. The difficulties

nonprofessionals have in keeping records make many professionals
anxious about possible damage. Professionals tend to plan and

reflect and to respect traditional channels. These tendencies are

threatened by the nonprofessionals' more acttve and wore immediate
responses, and their spontaneous and informal ways. Some of the

difficulties crept into the supervisory conferences where often
the nonprofessional acted like a school boy toward his teacher.
Aides need opportunity to develop work habits, and to understand
and then question the organizational structures, routines and
procedures.

There are many gains, however. Small group participation
has minimized the problems. Large numbers of people have been
served, and nonprofessionals have intervened in crises and developed
meaningful relationships with pathological types. Nonprofessionals
can carry many tasks normally done by the professionals. The use

of the nonprofessional extends the outreach of professional services.
This aides have influenced the style and delivery of professional
services and become effective representatives.

Howard University. Center for Youth and Community Studies. The
Implications of the Nou rofessional in Community Mental
ea t . Washington, D.C. 1966. 14 pages.

This paper discusses mental health as a posittve healthy
element (not prevention and treatment of mental diseases). In

this context the employment of the nonprofessional is itself a
significant human service. In order to do this, institutional
procedures, education and work relationships will need to be
reorganized. The professional hierarchies and their functional
dtvision into specialties need reexamination before nonprofessional
roles and sequences can be properly devised.

Htntal health is defined as a positive condition and mental
health services are those which promote and maintain the physical,
emotional and intellectual needs of the individual and the
community. Mental health problems in modern society are complicated
by rapid technological change, urbanization, and the competitive
hierarchical social system which results in dehumanization and
bureaucracy. These result in certain needs: work with families,
with alianation, social planning, the creation of sound climates
within institutions, the training of lay people and professionals
in experimental health principles and the reducing of dislocation
and dysfunction.
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The question is what can the indigenous nonprofessional
contribute? As a human service aide in a variety of roles per-
forming simple tasks there is much that he can contribute but this
requires a reorganization of the hierarchy with professional con-
centrating on planning, supervision and highly skilled tasks.
Direct services must be broken down into simpler tasks with graduated
steps of increased difficulty and responsibility. Continuing
education and training must be devised including possibilities
of work training "packages." There is a need to reorganize the
structure of institutions, to change the concept of employment
and to reorganize the work in education programs.

The big question is how to give status to jobs which are often
low-paying jobs. Advancement needs to be both horizontal and
vertical. One can advance vertically not only from aide to
technician to professional, but also, within the aide level, one
could create supervisory and administrative roles.

Training must be designed with nonprofessional goals and
values in mind. At Howard University formal training is short
and the amount of time on the job is gradually increased. Training
is offered in a rehabilitative manner: remedial and therapeutic.
This type of training is needed because of the failure of traditional
education to provide a satisfactory mental health climate for
disadvantaged youth.

If institutions and agencies change and new education models
arrive to meet new needs, the nonprofessional role may be the
entry route for the majority of human service personnel. Work
experience may become part of a junior high school and senior
high school program for all, not only the poor.

Nonprofessional development in human service is as important
as the other human services the institution provides. It will
bring the services closer to those served and reduce the impersonality
of the institution and give it a new sense of neighborhood.

Howard University. Center for Youth and Community Studies. Training
Coimnunity Aides. Washington, D.C. May 1966.

25 pages.

A program to train disadvantaged youth to serve as leaders
of small youth groups. A three-month training program including
core, specialty and on-the-job training. Chapter II outlines
the curriculum including the agencies used for field visits. Chapter
III outlines the on-the-job training. Appendix A lists and annotates
selected mental health films.

1
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Kirk, Larry M. Home Health Aide Training.fl Extension Service

Review. Volume 37, Number 7. July 1966. pages 4-5.

The Nevada Cooperative Extension Service has conducted
training for Indian women to serve as home health aides to
implement the wishes of the family and help maintain family
routine in times of crises. They also help a family adjust
to abnormal situations, provide sympathetic understanding toward
children, and assist with food, laundry and cleaning. Twelve
5-hour sessions of training were given. Home economists gave
instruction in food preparation, nutrition, and housekeeping.
Public Health Service workers discussed basic human needs and
behavior. Other instructors were nurses, doctors, welfare and
employment service personnel, etc. Mint trainees have either
found employment or are applying what they have learned at home.

Lee, Anne Natalie. nThe Training of Nonprofessional Personne1.11
Nursing Outlook. Volume 6, Number 4. April 1958. pages 222-225.

A demonstration training project for nonprofessionals was
conducted at Craig Colony, one of the hospitals in the New York
State Department of Mental Hygiene. The hospital cares primarily
for epileptic, retarded, or cerebral palsy patients. There is a
staff of 347 aides and 69 registered nurses for 2300 patients.
The project gave every nurse some responsibility for training
auxiliary personnel.

The regular program consisted of'a three-week series of
classroom orientation, demonstration, and observation, followed
by 24 weeks of job rotation, and then a 75-hour course in techniques.
This program proved to be insufficient. The nurses expected new
aides to function competently after the first three weeks. Older
nonprofessional employees who had not received the training were
hostile to the trainees. The turnover of trainees and attendants
was great. It was evident that the training program alone was not
enough. It was necessary to train the older employees and the
professionals as well.

In the demonstration program, nurses were sent to two-day
workshops to discuss methods of evaluating workers and on-the-job
training. Nurses were interested in teaching but felt insecure
about their ability or felt unable to give the Arne. During the
workshops, decisions were made to draw up a skill inventory to
decide on priorities of teaching, to break down procedures into
component steps, etc. Almost all nurses and aides felt the
training to be valuable. Nurses and aides had a better under-
standing of the job, and the nurses made teaching and follow-up
on instruction a part of their normal routine.



-53-

Lincoln Hospital Mental Health Services. The Neighborhood Service

Center: A Proposal to Implement a Community Mental Health
Network. Albert Einstein College of Medicine. Lincoln

Hospital. New York City. n.d. mimeo. 18 pages.

This is a progress report of the training of 18 aides for
placement in the Neighborhood Service Center Program and the MUlti-
Purpose Clinical Facilities. The report discusses recruitment and
selection, noting the usefulness of group screening processes, and
describes the characteristics of aides hired, most of whom were
high school graduates. It traces the development of the training
from heavy reliance on informal aspects of training to a more
systemetized in-service program. Appendices C,D, and E provide
case histories and sample news letters.

The original core training plan called for a three-week
intensive program to provide orientation, and specific knowledge
about personality theory, group behavior, etc. It also intended
to teach some basic interviewing and counseling skills. It was
soon apparent that more time would be needed, and the goals of
training were limited to the specifics of the roles of interviewer
and expediter. Because of the newness and uncertainty of their
roles, there was considerable anxiety among the trainees. To

overcome this, they were involved as much as possible in group
activities and in group planning to build solidarity.

For specific information, field visits, discussions, and
reading materials were used to acquaint the trainees with major
public and private agencies. The informal field visits were the
most successful.

Experience with the first group indicated that they did not
receive sufficient preparation in the details of filling out forms,
records, proper use of the telephone, etc. And from their later
reactions to seminars, the capacity to accept didactic presentations
was probably underestimated.

On-the-job training was originally based on one-to-one
supervision, and informal group discussions with emphasis on learning
which agencies and resources might be tapped, and the details and
form* necessary to assist clients in utilizing these rasources.
Aides were also encouraged to develop their own resources, e.g.,
canvassing local businesses for discounts, job openings, etc.
Weekly training meetings continued to use the group as a training
agent.

As the program developed, the in-service training was expanded
and additional elements were included and the whole process became
systemetized. A central library was organized and short seminars
were held. It was planned that the first in-service training program
would run approximately 12 weeks, and would be devoted to intensive
teaching and interviewing techniques and report writing. Once a
month there mould be more didactic presentations of theory.
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Mobilization For Youth, and Gouverneur Ambulatory Unit of Beth
Israel Hospital. A Demonstration Program To Find itml_91
Reorientinajlealth Services in a Low-Income Axes. Proposal.
New York City. February 15, 1965. mimeo. 14 pages.

This is a pilot project (started Fall, L966) to train 40
persons in ten weeks of pre-vocational training including: 1)
basic education--English; 2) part-time hospital work to put
the vocabulary information into practice; 3) counseling to
select the occupation to be pursued in the second stage of
training; 4) supportive services.

There will also be 30 weeks of on-the-job training with
intensive supervision, plus four hours per week of basic education
during the second part of the program. The prospective jobs include:
health visitors, clinic patient relations aides, social service
aides and homemakers. The jobs are described briefly in this
proposal.

National Council for Homemaker Services. Standards for Homemaker-
Home Health Aide Services. New York City. July 1965. 48 pages.

General guidelines for homemakers. Describes purposes, functions,
and procedures for supplying homemakers. Gives rules for organizing
such a service, how to tecruit, select and train, required qualifi-
cations, etc. Job design is listed on pages 23-24.

Office of Economic Opportunity. Community Action Program. Communal
Health Programs. Washington, D.C., July 1966. 19 pages.

General guidelines for establishing a comprehensive health
center or providing special health services. This pamphlet includes
an enumeration of potential tasks for the nonprofessional and a
few examples of health programs using nonprofessionals in new roles.

Riessman, Frank. Mew Approaches to Mental Health Treatment for
Low-Income People.fl Reprint. Social Work Practice. Columbia
University Press. New York. 1965. pages 174-187.

This article suggests modification in traditional treatment
approaches to accomodate the low-income client, making recommendations
with resp(xt to intake procedures and diagnostic techniques, and
especially the use of the nonprofessional wherever possible in this
process. It suggests that through the use of nonprofessionals,
therapeutic approaches may be modified by stimulating involvement
in social movements, block committees, etc.--therapy through social
action or what might be termed socio-therapy.
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Riessman, Frank, and Emanuel Hallowitz. The Neighborhood Service

Center - An Innovation in PreventimpafIlatly. Paper

prepared for the American Psychiatric Association Meetings.

Atlantic City, New Jersey. May 1966. 12 pages.

A report on the three Neighborhood Service Centers developed

under the auspices of Lincoln Hospital Mental Health Services (New

York City). The Neighborhood Service Center program aims to provide

psycho-social first-aid and counseling of a simple type. Counseling

in this case consists largely of a listening ear and same emotional

support. Thus, the nonprofessional's basic pattern of relationship

is not trained out. The skills involved are based on enlarging

tbt: friendliness and warmth of the neighborhood worker's style.

The aide in this case presents a model to the client to become

involved in a mutually reciprocal relation with other people also

in need of help. The aide pernonifies the helper-therapy ro1e and

the intent is to develop a therapeutic community. Experience

to date suggests that nonprofessionals can provide and expedite

services for large numbers of disadvantaged families. They have

established good relations with various agencies in the community

and have obtained considerable cooperation from them, but have not

yet had any impact on overall agency practices and policies. The

Neighborhood Service Center may become a central feature for Com-

munity Mental Health Centers throughout the country to reach

neighborhood populations and bring together hospital-based and

agency-based clinical and social services.

Robinson, Rachel and Melvin Roman. uNew Directions for the Psychiatric

Aide.0 in Ntw Careers: Ways Out of Poverty for Disadvantaged

Youth. Report of a Conference held at the Center tor Youth &

Community Studies. Howard University. Washington, D.C. March

1965. pages 49-62.

The authors describe their experience in training aides for a

psychiatric day hospital. Recent studies indicate that traditional

programs are inadequate. There is low job satisfaction and high

turnover which document their ineffectiveness. Formal programs

fail to deal with the aides' low status and self-esteem and the

anxieties created by insufficient understanding of patient behavior.

The aides need constant support and guidance. There is a growing

conviction that informal experiential training, concrete demonstrations,

and active co-participation with professionals is superior to formal

classroom presentation of watered-down psychiatry.



Psychiatric aides comprise the largest category of mental
health personnel in public instttnti0n4. According
to the 1961 Joint Commission on Mental Illness, the total is in
excess of 90,000. The data is incomplete, but generally, for
an aide in a psychiatric institution, a high school diploma Is
required although standards may be reduced in the face of low
availability. Large numbers of aides are minority group members,
often insecure and feeling inadequate, who are seeking only a job.
Male aides in particular approach the job with considerable
ambivalence. Prospects for upgrading regardless of capacity
are few.

A new program at a research center is described. Here patients
are grouped for activities (8 to 10 in a group) with one doctor,
nurse and aide as their leaders. The doctor is the leader and
aide and nurse are co-leaders. Aides participate in meettngs to
plan work, recreation, cultural activities, and group therapy
sessions. Groups often develop their own projects. The aides are
expected to share in the planning, implementing and therapy, and
to serve as a bridge to reality. They contribute also to the
research. In general, they interact with individuals and with
groups, assume responsibility for group activity (suggesting,
encouraging, demonstrating, and setting limits),reduce tension
through companionship and escort service, are alert to symptomatic
changes, assist patients with personal hygiene, housekeeping, etc.
and participate in staff conferences.

Training aims to make the aide a better therapeutic agent and to
permit him to achieve greater job satisfaction. There are two
elements in the training. First, the daily functioning as part
of a nurse-aide team with the nurse standing as a model and
informal teacher. Second, staff seminars and small groups led by
a nursing supervisor. The authors note that it is hard ix, get
the aides to participate in staff meetings.

There is no systematic evaluation but it has been observed
that aides can be successfully integrated into the treatment team
and assume increasing responsibility and initiative. They need,
however, careful and consistent supervision and ample time for
conferences.



-57-

U.S. Department of Health, Education, and Welfare. Public Health
Service. The Psychiatric Aide in State Mental Hospitals.
GPO. Washington, D.C. March 1965. 113 pages.

This is a 1963 study of the numbers, distribution, demographic
and economic characteristics, job duties and attitudes of psychiatric
aides and their supervisors; and ehe personnel and training practices
of hospitals in which they are employed. Aides are defined as
subprofessional mental health workers engaged in direct patient
contact, primarily on wards and not using specialized vocational
skills (such as barbers, gardeners, etc.). The study includes
nearly all 288 state and county hospitals in the United States.
The data was collected from records, visits, and sample interviews
with aides and their immediate supervisors. The findings with
respect to training were that 9 out of 10 institutions offered
formal training; approximately 2/3 of all aides had participated
in one or more formal training programs; about 3/4 said they needed
additional training to be better aides, especially in nursing
procedures, in the causes and types of mental illnesses, and in
the psychological needs of patients. Their supervisors also
thought that aides needed more training for the development of a
better self-image as responsible workers with a more professional
attitude.

It is estimated that in 1963, state and county hospitals for
the mentally ill employed approximately 96,000 aides with a quarter
of them in New York and California, and over half in eight states.
Sixty percent are women; almost half have completed high school,
and ten percent have had from 1 to 3 years of college. The median
education is llth grade. When hired, they usually had little
relevant training or experience. Over half had been service workers
or machine operators. Nineteen -2rcent are Negro as compared
with 10 percent of the labor force. In three states over half the
aides were Negro, and in one state over 87 percent were Negro.
TWo thirds were married, often to another employee of the hospital.
Only six percent live in at the hospitals. The median salary is
$3,550 on a national basis; by state the medlan range is from
$1,200 to $S,000. Two thirds were hired on the basis of state or
county civil service regulations. The turnover rate as of 1962
was 29 percent.

The aide is supervised generally by an RN or less frequently
by a practical nurse or another aide. Aides perform a wide variety
of tasks from nursing to housekeeping. The tasks in order of the
frequency with which they were mentioned by the aides are: 1) nursing--
giving medicine, taking temperature, blood pressure; 2) monitoring--
breaking up fights, escorting patients; 3) counselinghelping
patient discuss problems, encouraging participation in activities;
4) housekeeping; 5) information--writing notes on patients! charts,
reporting to the nurse or M.D. on patients! condition; 6) performance
improvementa study of patients! case histories, attending staff
meetings.
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Although nursing care absorbs 75 to 100 percent of the aides'
time they preferred counseling duties. This is especially true

of the better educated. Changes in job design suggested by the
aides focused on upgrading with stress on patient care and in-
creased responsibility. They would like fewer cases and fewer

menial tasks. Other suggestions were for improvements in pay
and working conditions, better job training, and better staff
relations. Most, however, have a positive attitude toward the job

despite the economic disadvantages. They conclude that it's worth-

while and interesting work.

The training instructors are generally drawn from the nursing
staff. Training content emphasizes the job duties, hospital pro-
cedures and policies. Methods include classroom lectures, demon-
strations, and assigned readings.

Of the hospitals that supplied copies of training materials,
there was considerable veriation in outline and on the time allotted.
The major units in most outlines related to patient care, divided
between physical and psychological aspects. Physical care usually
is given the greater time. In some instances, psychological aspects
are covered in a single lecture or film presentation. Teaching

methods also vary, some arE entirely didactic, others include
trainee participation in demonstrations and discussion. Same

hospitals have developed special reading materials. On-the-job

training is only described as ward assignment or supervised practice,
and is not spelled out. There is no common sequence of instruction.
Sone hospitals indicate they are searching for better training
methods. The report mentions a two-year certification program
affiliated with a junior college, but does not give the precise
situation.

U.S. Department of Health, Education and Welfare, and U.S. Department
of Labor. Training Health Service Wrkers: The Critical
Challenge. Proceedings of Conference on Job Development and
Training for Workers in Health Sezrices. GPO. Washington, D.C.
February 14-17, 1966. 102 pages.

The conference focused on workers requiring less than a
bachelors degree. Suggestions for increasing the quantity and
quality of health service workers included: 1) strengthening the
health team concept; 2) delineating functions; 3) improving
coordination and utilization of federal resources for training
health workers; 4) increasing wages and improving working conditions;
5) strengthening curriculum methods and materials for instruction;
6) improving recruiting techniques; and 7) creating job ladders.
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It was projected that health manpower needs would reach, by
1975, one million above the present totals, or an average of ten
thousand new people per month.

Ginsberg cautions against putting all the emphasis on
supply and training. Wages and working conditions, meaningful
jobs and meaningful careers are absolute essentials. Initial
training can be important in recruitment, but people are con-
cerned about what happens to them after they get their first job.
Unless a training program is geared to systems of promotion and
attached to significant increases in wages and benefits, it is not
a true training program.

Robert Kinsinger forecasts that education for the health
subprofessional will probably move more into an educational
institution, with the high schools training for the assistant level
and the junior colleges for the technical level. The hospital
will then become an extention of the campus--the clinical laboratory.

Curriculum study groups have identified general areas of know-
ledge, skill and understanding common to all health technologies.
From this we can build a common base and introduce students to a
broad spectrum of career opportunities and assist them in selecting
a apecific career.

The core of such a curriculum would include understanding of
health service resources, experiences in team relationships, health
ethics, general pathology, physiology, how diseases are treated,
and skills in maintaining environment conducive to patient welfare.

Recruitment is simplified by attracting students to the
general field without necessitating premature choice of specialty.
There are also trends in evidence affected by the introduction of
new technologies such as programmed instruction.

U.S. Veterans Administration. A Study of the Use of the Social Work
Assistant in the Veterans Administration. GPO. Washington, D.C.
July 1965. 82 pages and appendices.

A report of a two-year pilot study on the use of college
graduates as assistants to social workers in southern veterans
administration stations, conducted to test whether such staffing
achieved a better use of professional time. The plan focused on
using the assistants for limited time assignments rathr than on
allowing assistants to handle total cases. Full responsibility
for each case was with the professional social worker. Emphasis
was on integrating the assistants into the social work treatment
plan.
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The essential value of the study has been to demonstrate that
manpower problems do exist in the VA social work service, that
levels within the service can be identified, and that an adminis-
trative framework can be designed to delegate work among different
levels of staff with desirable gains in service and work organizations.
Furthermore, professionals can integrate such work into their treat-
ment plans. This is especially appropriate for sustaining the older
and chronically ill patient.

There is a need for further study to determine assignment
patterns, the ratio of assistants to professionals, to develop
the roles in outpatient clinics, to assess the educational and
other qualifications required and their impact on content and extent
of agency training. The full potential of the assistant in a
community placement program has only been hinted at and warrants
further research. There is also more uork needed in patient
classification in accordance with skiils required for specific tasks.

Six of the seven stations elected to continue the use of their
assistants. They are no longer seen as experiments but as regular
members of the social work team. This indicates the value of an
experiment of sufficient size and duration taking place within
an established institution as an agency of change. It also indicates
that with experience and involvement professional resistance is not
an overt factor.

Training findings are that first orientation of assistants
should be brief and simple with the objective of rapid movement
into training for the first tasks. A danger is an extensive
orientation period which attempts to provide too much knowledge
which cannot be immediately reinforced. Orientation should provide
the security of a supervisory relationship, acceptance by other
staff, readiness of the work setting to accept the new trainee,
and a knowledge of basic work procedures. New knowledge is best
integrated as it accumulates from daily work experience. When
possible, assistants already on the staff can be used in the
orientation process.

There is some question about how much overall standardization
or centralization of training is possible at this time. But efforts
to standardize teaching tools should be considered. For example,
in teaching information gathering, recording, correspondence, etc.
a list of appropriate readings and the like could be devised.

The time necessary for training varied. It often took longer
when an assistant with a need to learn was coupled with a super-
visor with a need to teach. Training was more formalized when
the trainers had supervisory status. When supervision is not
secure the assistants can involve him in more training time than
necessary for performance of the tasks.



After basic training was completed, group methods were used
to introduce interviewing and other procedural techniques. On

balance, learning by doing at the work station was found best.
But formal teaching materials, group discussions for refining and
ventilating ideas, and participation in staff meetings which tend
to promote a group cohesiveness, are all useful.



E. SOCIAL WELFARE

Back, Edith B. Public Welfare, Volunteers, and the War on
Poverty. (Revised). North Carolina Fund. Durham,
North Carolina. February 1966. 107 pages.

This is a report of four volunteers that were assigned to
work as a team with one professional, providing service to
35 multi-problem-family recipients of public welfare in Durham,
North Carolina. All the volunteers were college graduates and
two had graduate degrees.

Epstein, Laura. Differential Use of Staff - A Mathod to
Expand Social Services. Based on a paper presented at
Region II Meeting. National Travelers Aid Association.
Williamsburg, Virginia. March 9, 1961. mimeo. 16 pages.

This paper describes the differences between case aides and
case workers based on the character.of service to be performed
rather than on the degree of psychoalathology of the client.
Case aides handle specific problems and dispense concrete services.
These aides or nonprofessionals are college graduates with
previous experience in dealing with human problems. They are
taught how to identify the concrete and specific problems in a
case load, and determine what resources exist and how to
utilize them. They become adept at evaluating the concrete
problems and solving them with concrete services. In this
formulation, nonprofessionals are used as part of a team.

Farrar, Marcella, and Mary L. Hammy. "The Use of Nonprofessional
Staff in Wbrk with the Aged." Social Work. Volume 8, No. 3.
July 1963. pages 44-50.

Describes the demonstration project at the Benjamin Rose
Institute in Cleveland utilizing "social service assistants."
These are recent college graduatea with a major in one of the
social sciences. They are used as assistants to professionals.
Their tasks include direct and indirect services. They visit
homes, provide escort services, help with practical matters,
and obtain information from other sources. The authors conclude
that the use of the assistants results in better service.



Goldberg, Gertrude. Summary of Wort on Visiting Homemakers:
Emphasizin the Use of Indi enous Persons in a Social Work
Program. Mobilization For Youth. New York City. July 1963.

m(meo. 5 pages.

This report describes the homemaker role of 15 lower East
Side residents employed by Mbbilization For Youth. It focuses
on the special capacity of the indigenous nonprofessional to
develop rapport, empathy and tolerance. It concludes ehat
indigenous people add know...how and relationship skills to a
social agency, provided that the agency respects and appreciates
their contribution and does not try to mold them into a professional
image.

Harvey, L.V. "The Use of NonaProfessional Auxiliary Counselors
in Staffing a Counseling Service." Journal of Counseling
Psychology. Volume II, Number 4. Winter 1964. pages 348-351.

Describes marriage counseling in Australia where nonprofessionals
are selected on the basis of maturity, ability to relate to others,
and capacity to succeed in a college-level training program. The
training program consists of a few evenings per week for one to
two years.

Mayer, Mbrris Fritz. "Differential Education and Inservice
Training for Child Care Workers." Child Welfare. Volume XLIV,
Number 5, May 1965. pages 252-261.

Although the orientation of this paper is on the nonprofessional
in a treatment center for children, the types of workers discussed,
a typology of their goals, and their differential training needs
have considerable applicability to CAP staffs. The relevant types
of workers are: 1) the cottage parents--warm, mature adults
who wish certain kinds of work as an extension of their natural
person-to-person abilities, who are not necessarily seeking a
career as such, and who need not accept all professional methods,
attitudes and approaches; they are invaluable for their skill
at negotiating the environment, for practical help, for easy
contact with others; training for them becomes a matter of
organizing their natural ability; 2) for the young nonprofessional
in search of a calling who is uncertain of his capacity or
direction, training has a different focus permitting him to
test out a vocation, acquire some specific skills and the
motivation to receive additional training; 3) for those who are
quasi-professionals, in-service training can function as a second
track toward professional accreditation. (All three types have
been found to be employed within CAP1s and the recommendations
the author makes with the view to differentiating training are
valuable.)



The author identifies five categories of child care
workers: 1) the cottage parent who is qualified primarily by
his parental instincts and qualities; his training needs to
be focused on the utilization of his personal qualities;
2) those in search of a calling, that is, many yonng people
who haventt the education for a regular profession have come
to this work in an attempt to find a worthwhile occupation;
3) the professional "child care worker," not professional in
the academic sense, but able to function on a quasi.professional
level, which means he is able to modify the role he plays
according to the need of the child; training needs for this
person are directed toward understanding the child and his
behavior and conceptualizing the work. A successful in-service
training program can move same of those in the second category
into this third quasi-professional group. The other two categories
are 4) those people between jobs; and 5) the professional
social worker.

To train the first three categories takes a combination of
methods including: 1) individual supervision, most important in
preparing for and reviewing the actual work; 2) intra-agency
courses to permit the worker to see his functions in relation
to a total structure and as part of an ongoing process; and
3) interagency courses to permit the development of underlying
concepts away from the practical boundary of a single agency.
For cottage parents, individual supervision is the method by
which they seem to learn most effectively. Their value is in
their direct and natvral approach to clients and their natural
strength. It is not necessary to teach them complex methods of
understanding psychological factors. Training becomes a
matter of providing a disciplined way in which these people can
give of themselves. You cannot and should not want to change
their basic attitudes. For those who are searching for a
career, training needs to be more subjective. It is necessary
to make them analyze themselves to find their own strengths
and weaknesses. For the "quasi-professional," understanding
the basic philosophy and methods of implementation should be
part of training. It is necessary to relate the tadk to the
larger goals as preparation for more formal training.

Intra-agency training, e.g., group sessions, case conferences,
etc., are of special value to the second and third groups especially
for the young careeroseeker. Group training is good for workers
in relating specific work to agency goals, and in permitting
greater objectivity about the work. In the intra-agency session
personal experiences can be used as a subject for considering
general initiative. Interagency training is more impersonal
and of least benefit to the irst type, the cottage parent.
As a matter of fact he may even be confused by it. It is a
great benefit to the career...seeker and especially beneficial
to the quasi-professional.
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With respect to content and methods the author suggests
that courses should not be directly aimed at the lowest level,
but at those people with the highest learning potential. Training
course content should be geared toward problem-solving, and this
should also be the focus of supervision. In the training course,
problems gain an academic objectivity. Interagency courses
should therefore be oriented towards the carecf-seeker and the
qursi-professional rather than the house parent.

The author notes in conclusion that child care is not an
attractive field to the graduate social worker, that they
usually use this field as a stepping-stone and, therefore,
in-service training in this field is especially important.
There is a need for a coordinated plan for the development of
workers in this field leading towards certification. While
this could develop professional child care workers, there will
always be room for the nonprofessional workers.

Meyer, Carol H. Staff Development in Public Welfare Agencies.
Columbia University Press. New York and London. 1966.
230 pages.

Recommends a program of in..service training to develop
nonprofessional manpower as a substitute for the inadequate
number of professionals in public welfare. Not a substitute for
professional education. A different form for different functions,
but not pre-professional- -in other words, training for a permanent
work level, not merely as a professional recruitment device.
(In this case, all but MSWIs are nonprofessionals).

The author views in-service training in an agency with full
participation of the staff as the best method of staff development.
This is not a general educational process, but strictly a job-
oriented training program limited to the particular needs of the
agency. The focus is on the college graduate in public welfare
but the discussion has some relevance for nonprofessionals in
general.

Usually in-service training is simply superimposed upon
existing programs--an appendage to normal operation. To be
developed properly it needs to be an integral part of the total
life of the agency.



Public welfare operates under a variety of systems,

internal and external, and has at times conflicting goals--

to helpoand to check eligibility. Internally the controls

are usually the paper controls typical of a bureaucracy.

Such a system which does not allow for the uncertainties

that accompany learning is antithetical to staff development.

Also the "closed system" of civil service is a hazard. But

the most important aspect of public welfare programs with

reference to staff development is a leek of clarity of tadks

to be %Ione by the professional, nonprofessional, admInistrattve,

and clerical staff. Numerous attempts have been made to

classify worker roles, sometimes by type of cases, sometimes by

agency functions. The latter, a "unit of service approach,"

is undoubtedly the easiest type to differentiate, but it usually

results in the nonprofessional being assigned to the area of

greatest quantity of need. Another scheme differentiates workers

according to their dkilla rather than the clients: needs. In

public welfare this places the psycho-social diagnosis and

treatment planning in the bands of the professionals. Professional

tasks would include intake interviews, leading staff sessions and

the complex aspects of treatment. The nonprofessional would

make school and other collateral visits, collect data, arrange

for and exhort clients to make appointments, etc. Thus the

agency-trained nonprofessional can be instructed and supervised

to secure data, record it, be trained to interview, observe

and identify problems apparent to him, and assemble facts.

The professional's performance would be improved if he is

free from the tasks that have been tested and found routine.

He will be free to assume more challenging work, to keep up

with advances9 accept new ideas and thereby modify practice.

Professional education stresses concepts of theory generic

to the entire field, expecting the professional to be able

to bring his krJwledge to bear on specific situations.

Agency training is strictly for his own practice.

Staff development training does not have as its atm the

inculcation of expert professional knowledge. The method relies

on the problems presented in daily practice, utilizing content

derived fram readily available experiences. Learning takes

place as the case is taught, as principles that evolve from it

can be generalized for future practice. Formal classroom teaching

of concepts must always be taught within a framework of practice

that is ongoing and familiar to the worker. Unlike professional

education., agency training Is completely job oriented. The

evaluation that counts is performance on the job not brilliance

in the classroom.



It's crucial to remember that the new recruit is on the
brink of a job experience, not an educational one. If the aim
is to initiate the trainee into the ongoing work of the agency,
then there is no value in providing orientation to another
environment--a separate training institute. It is better to
have the training take place in the work situation to be sure
it is real and that all staff are involved. When a separate
institute and faculty are used, the ultimate supervisors ef ie

trainee frequently retrain the students in their own way. When
the training staff is isolated from the work environment, they
cannot affect the supervisor's attitude or be helpful to the
new worker who has graduated to his job. The institute may have
greater recognition and visibility but may not serve a particular
agency's needs. A training unit with a special staff of
supervisors can be structured within the confines of the agency.

The new recruit is primarily interested in himself. He
wants to know his role and probably will be unable to absorb
the history, policies and procedures of the agency which do
not affect his immediate situation. He may not be concerned
with the major issues in social welfare until he has seen his
first case. First sessions need a casual atmosphere and the
opportunity to ask personal questions.

The goal for orientation should be to acquaint the worker
with the most superficial aspects of his job. The sooner he is
assigned a desk, a supervisor, a case load, and carefully defined
tasks, the sooner he will learn by doing. It is then that his
initial anxiety will be replaced by the activity of learning and
achieving.

Once oriented and assigned to a training unit, he will
participate in more structured group teaching sessions. This
is called "central training" as distinguished fram learning by
working in a training unit. Sufficient time must be allowed,
free from work, for central training. The content of group
sessions must be closely related to the worker's practice.
The program has to be viewed as a self-contained program not a
preparation for graduate education. With-respect to content,
what is preferred is an open course plan--dealing with whatever
concerns the worker. Supervisors of training units modify the
work to the content of the central training and give opportunities
to put new knowledge into practice. Perhaps supervisors can
themselves participate in central training sessions, planning
and evaluating or even occasionally teaching them. A precise
stheduling must allaw for variation. What is important is that
both on-the-job training and the seminars continue on a regular,
coordinated basis.



For teaching of routine tadks group learning by rote is
a mistake. For example, the traditional practice of having
a group go through information forms item by item with an
instructor should be avoided. A better way is to discuss
the significance of the items on the forms and engage the
group in general discussion not just list them and emphasize
the need for accuracy. In the former method the workers see
the significance of the routine tails and are less likely to
resist it, and they also see the need for accuracy. It is
all right for new workers to protest the entire method of
establishing-eligibility. It Is not necessary for them to
accept it unquestionably. This involves them in a major issue
and they will see the reasons for the practice even if they
disapprove.

TO recapitulate and state all of this in terms of principles:

1. Integrated learning takes place primarily through
supervision of practice in which meaning is derived from actual
situations. Seminars can never be a substitute for on-the-job
training.

2. entral training supplements on.the-job training by
providing an area for raising questions, learning content and
finding security and identification through association in an
agency sponsored group.

3. Both elements of training must be involved in a mutual
feedback of content. Training can imaginatively expand routine
materials. The simplest procedure must be taught conceptually
with emphasis on the reasons behind it $o the workers will be
stimulated to think and question.

40 Content of seminars should include general content
which relates to every case. (Supervisory time is best spent
on application of this general content to the individual case.)
Content should also include materials about the agencyls function,
structure and purposes, about trends in the community, attitudes
toward public welfare, and other resources in the community. A
further subject is the nature of clientele, the needs of the
poor, the behavior of people defending themselves from problems,

anxiety, psychological, cultural, and intellectual differences,
different strengths and weaknesses, etc. A final segment of
content is the worker, his methods, values and attitudes.

In public welfare agencies supervisors are ,sually promoted
to their rank after two or more years of successful practice as
workers. Mbre and more agencies arc requiring an MSW for
supervisors but it will be years before all supervisors are In
possession of graduate degrees. Since the staff are mostly
nonprofessionals in strict terms, in-service training of new
workers may pose a threat to them. Experienced nonprofessionals



can also benefit from in-service training. The most effective
technique mould be to involve them in training lower levels
of staff. The higher the staff level, the greater the resistance
to the role of learner. It is best to involve them as participants
of curriculum planning as well as learners.

It is important that the consultant or planner of staff
development be administratively related to the top administrator.
High-level involvement is a necessary support in view of likely
resistance. A group training plan aims at involving the whole
staff. Experience shows that staff involvement is beneficial;
even though staff members are not expert teachers, they are "of"
the agency and they learn in the process. It is questionable
whether there is much value in training subordinates until
supervisors are brought along in the program. Although supervisors
may need training in job content, a first priority is to train
them in techniques of supervision. This is usually their greatest
deficiency.

At the opposite end of the spectrum clerical staff needs to
be involved in the training as well as all other ancillary personnel.

Although training suggests practice to gain skills as
opposed to education which is the development of thinking, training
must not degenerate into indoctrination. It can't afford an
aimless pursuit of knowledge but must strike a balance.

Workers need to be free to think. They cannot be expected
to automatically apply rules but must be able to choose among
alternatives. The objective is to train the worker to think
rather than to know, to examine sources of evidence, not to
memorize problems and solutions. To observe, listen, draw
inferences and make judgments and to accept individual differences
and control his own biases.

With respect to interviewing, the knowledge of technique
rests with a view of how people behave and how the worker sees
them. Teaching interviewing is not a purely substantive matter.

Training cannot be devoted exclusively to skills. For
example, you can teach a receptionist the answers to certain
questions but this would not make her pleasant to people or
able to deal with the unprepared question. Primary learning
has to do with the policies and procedures of the job. Attendant
learnings are the values and the attitudes. Primary learning
can be taught directly while the attendant learnings are "not
taught but caught"..they derive from meaningful experience.
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Primary or substantive knowledge is best taught in 1!.oups

through lecture and discussion methods. It is generally objective

and therefore can be taught in a group. Factors favor a larger

group for beginners and a smaller group for advanced staff. For

the instruction of policies and procedures a written manual
is helpful. Methods are best taught in conjunction with
practical experiences either in group sessions or in individual
supervisory conferences. Values are taught in conjunction with
every other kind of learning. The emphasis is on the application

of theory and not on the theory. The theory is in the mind of

the trainer.

There are two primary forms of training, classwork and field
work or unit practice training. There is a distinction in method
and also one of emphasis; the former emphasizes intellectual
grasp of content and the other is concerned with application.
This does not mean that ideas are not taught in practice or that
case materials are not discussed in a seminar. The practice is
focused on the worker as the learner. The group session is
focused around the content. These differences are really of
emphasis and of timing. Practice can be paced to the individual
worker.

For the content of central training, soliciting cases from
staff is an easy way to involve them in the training. Those cases

from the agency itself are better than formal cases designed as
teaching materials.

The author views audio.visual materials as having a limited
place for in-service training. She prefers the participation
of the group. Outside materials should be used only if enough
time is allowed for discussion. The same is true of reading
materials. Tau cannot rely on the worker's motivation to absorb
reading. The need is to engage the worker in active participation
in discussion and debate. One must deemphasixe lecture exposition
and narration. Raising questions is preferable. Don't give

yes and no answers but rather introduce facts which tend to
validate certain arguments. There is little room for rote teaching.
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Monahan, Fergus. A Stukof. Nonprofessional Personnel in
Social Work: The Army Social Work Specialist. The
Catholic University Press. Washington, D.C. 1960.
201 pages.

This is a study of nonprofessional personnel in army social
work programs. It describes the functions of these nonprofessionals;
explores role congruity and incongruity between social work
functions and army rank; and compares the relevance of work
assignments with the ability to function. The usefulness of this
dissertation is not so much in the social theory it attempts to
assess but in the description of functions performed by nonprofes
sional personnel. The army has had this level of occupation in
continual use for seventeen years. The report also contains a
review of the pre-1960 literature on the nonprofessional indicating
its paucity. The job description is of special interest because
of the series of levels of nonprofessional work provided for in the
army.

The author defines the nonprofessional as an emotionally-
stable individual employed as an assistant to the professional
social worker assigned to essential and pertinent tasks related
to professional services rendered to clients. These tasks
require less than graduate social work knowledge and skills for
adequate implementation.

The delay in establishing nonprofessional roles in social
work has been because it is hard to define tasks in specific
terms which can be clearly stated for repeated use. The social
work function differs from the xray technician, for example,
whose task is identical foT all patients. In social work the
nonprofessional performs activities requiring active participation
in an inter-actional situation. The distinction between a
person conversant with the techniques as opposed to the professional
whose knowledge covers not only the processes but the principles
and methods within which the techniques are used, has been hard
to make, but it is being tried.

There is resistance to the nonprofessional in social work.
He is more often described in terms of what he should not do
rather than by what he can do or is actually doing. The author
says the nonprofessional is often regarded by professionals as a
"social unworker". The resistance is also founded on the view
that it is a disservice to a recently accepted profession as
well as to clients if we now say that the job can be done by
well-intentioned, well-endowed, but untrained, persons.

In Chapter IV the work of the social work specialist is
outlined. In general, it has three aspects: 1) direct service
to clients; 2) indirect service, such as recording and clerical
work; 3) administrative duties. The specialist assists social



workers in obtaining information for case histories and helps
individuals carry out the instructions of the professional staff.
He interviews individuals to obtain background information on
family life, early childhood, economic status, schooling,
occupation, illness, marital adjustment and difficulties in
military service. He also extracts pertinent infonsation from
military records. He assists in requesting information from
social agencies, law enforcement agencies, hospitals, and persons
familiar with the individual. He explains to the individual the
services that may be obtained through public and private welfare
agencies. He submits detailed case reports to the social worker.
He plans and organises the work schedules, assigns duties and
instructs subordinate specialists in work techniques and
procedures.

There are three levels of specialists. At the lowest level
the specialist: 1) Must have a knowledge of techniques of
conducting interviews and gathering social history information;
2) Must understand the dynamics of human behavior and the
importance of client contact; 3) Mist be able to secure historical
facts fram cooperative, communicative, and undisturbed patients;
4) Must be able to distinguish between relevant and Irrelevant
information; 5) Must be able to assist clients in personal and
practical matters, e.g. letterwriting, phone calls, and lack
of money 6) Must be able to prepare clear, accurate, and
concise reports.

At the second level, to the abOVO tasks are added the ability:
1) to make collateral contacts to corroborate data; 2) to establish
rapport and deal with more difficult problems; 3) to secure case
histories from those with complex problems; 4) to assist individual*
in understanding the treatment or disposition of their case and
mike use of welfare facilities; 5) to followup clients after
service to ascertain their ultimate adjustment.

At the third level added to the specifications of levels
one and two are: 1) knowledge of administrative channels;
2) regulations and forms of reporting; and 3) the ability to
instruct and supervise subordinates.

Training for army specialists for entry into the first
level requires the successful completion of a formal course of
study at the army school, the equtvalent in civilian education,
or onwtheftjob training in the duties. The formal course Is of
eight weeks duration given at the Army Medical School and is
designed to familiarise students with the historical development
of social work, its underlying philosophy, techniques of inter.
viewing and recording, aspects of behavior, and social and
emotional factors in illness. It also deals with the effective
use of military and ctvilian resources and relevant clerical
and administrative duties. The course is geared toward teaching
the generic function of social work in the army.



The author corroborated the stated job requirements by
interviewing those actually performing the job. Most reported

that they considered intake interviewing a major teak. Daily

consultations are held with professionals to discuss these
intake interviews, and plans are made for the client. They

are able to call on professionals for help during the intake

interview if needed. The author notes that in this instance
the nonprofessional's fumtioming is out of line with the army
position that intake should be done by the most experienced and
competent social work officers. Mot of those interviewed
reported that they performed some kind of counseling. The

counseling centered around encouraging the client to modify
behavior or changing the environment. Group counseling was
practiced by a few. Collateral contacts were another major
function. Some performed additional miscellaneous tasks in
assisting with research, running errands and the like.

Most of the nonprofessionals had college or professional
training. The median education was the bachelor's degree. The

personal qualities needed were a warm, sincere, resourceful,
mature person intereAtad in halp4ng peopla And oriented towards
reality. The median age was 20 to 24.

The balance of this report deals with the social theory
formulations and findings. Auxiliary findings indicate that the

usefulness and competence of the nonprofessional depend heavily
on the caliber of supervision. The integration of nonprofessional
personnel into a social work program requires continual supervi-
sory time, in this case usually 4 to 6 hours of supervision per
week. Supervisors need to be alert to the varying capabilities
of individual nonprofessionals and be able to modify duties. A
variety of duties within the scope of subprofessional competence
should be delineated in each setting to permit flexibility of
assignment.

The author notes that one problem is the tendency of the
nonprofessionals to identify with social work on a professional
level and therefore have difficulty in differentiating their
limited functions. This is further complicated if, more than
one professional discipline is operating in a multi-function
agency. He recommends that functions need clear definition.

The appendix contains the questionnaires, answers to which
may be of interest, and samples of open-end questions.
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National Association of Social Work. Utilisation of Personnel

In Sociel Work: Ito With Full Professional Education and

Those Without,' New Yo City. February 1962. 40 pages.

A report of a study to formulate an instrument for differentiating

teaks in the social work process. Those requiring full professional

education and those who do not. The formulation developed appears

to conform with the differentiation in practice based on adminisw-

!relive common sense. This is a discussion of tha two variables--

client vulnerability and worker autonomy, with examples of

application of tbeie criteria to determine which of a series

of tasks might be best performed by nonprofessionals. There are

also same guidelines !or the use of the criteria. Included is a

bibliogrgOby of reports on social work education and studies to
differentiate rotes.

National Conference on Social Welfare. U of Personnel Without

Prof ass aITrntni in Socjal S Report

on Group fleeting /, Conference. San Francisco, tiaLifomis.

May 1959. Waco. 15 pages.

This report recommends a study of what tasks are essentially

professional in nature. A functional rather than a case approach.

A sample activity sheet is included for use by social workers.

National Social Welfare Assembly. "The Use of Case Aides in

Casework Agencies." Conference on Individualised Services.

New York City. December 19584 33 pages.

This pamphlet contains five papers presented at the conference.

These are primarily of historical interest as a reflection of the

considerable development of thinking about nonprofessionals since

1958. The nonprofessionals described in social work settings

serve primarily as telephone intake interviewers. The reported

utilisation of nonprofessionals Is extremely limited and almost

entirely geared to relieving the professionals' conventional

agency taiks. There is no suggestion of the special attributes
of the nonprofessional, or of providing additional services or

methods through the use of this staff category. Also, the concept

of indigenousness is notably absent.
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The introduction by Robert MOrris states: "The use of
case aides in casework'agencies has been of interest to administration
for years. The major questions center on whether the case aide
should be used, if so, determining the area of work suitable for
assignment, and establishing the qualifications for the position.
-To these are added the uncertainty about the effect upon standards
when staff without full professional training is employed."
Morris notes the differing approaches, from employing untrained
people as a recruitment device leading to full professional
status, to the establishment of permanent nonprofessional careers.

With respect to defining the taiks, he says that: ilIf

the position is well defined, it is not merely an adjunct to the
caseworker, but has dignity in itself and will give satisfaction
to the individual so employed" (p 2). He cautions against allowing
the aide, however, to "imperceptibly slide into functioning as
a caseworker" (p 2). He also notes the need for clear distinction
between aides and clerical wotkers.

Olson, Irene. "Junior College Education for Social Service
Assistant." Child Welfare. Volume XLV, Number 10.
December 1966. pages 599-600, 606.

The Essex Community College in Baltimore has established
an associate degree curriculum for a social service assistant.
In conjunction with this a new public welfare job classification
has been introduced in Maryland for a Public Interviewer. This
classification, geared to the two-year associate degree, covers
tasks that in the past have required a college degree.

The first step was a joint meeting of the Baltimore County
Welfare Board with junior college representatives to consider
developing a two-year course for assisting in a variety of social
welfare tasks. The college was willing to develop such a
curriculum which could be established if the profession would
endorse the course, if there would be career opportunities for
graduates, and if high school graduates would be interested. A
committee composed of representatives of the State Department of
Welfare, public and voluntary social agencies, including the
Health and Welfare Council, Department of Mental Hygiene, Hospital
Council of Maryland, and the Maryland State Commission of
Personnel was set up to study and report. The committee provided
estimates of the number of associates they thought might be
needed by 1968, possible salary ranges, opportunity for field
work, and numbers of potential candidates it felt would apply
for the course.
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A subcommittee set forth the talks to be assigned to the

social service assistant. These were, in hospitals: 1) to

obtain information of a personal and financial nature; 2) to

set up records; 3) to make appointments; 4) to follow-up to

insure that instructions are clear to patient; 5) to act as a

liaison between patient and other agencies such as health and

welfare departments or private insurance companies; 6) to do

ward record work getting information from patients and family;
and 7) to function in disc:large work as a liaison with patient

to insure proper after-care, such as transfers to nursing homes.

In voluntary social agencies: 1) to provide counseling and

referral service; 2) to do employment counseling with adolescents;
3) to arrange for medical appointments and follow-up and to
keep records; and 4) to provide information and referrals for

travelers and newcomers.

In public welfare: 1) to handle initial inquiries to
determine eligibility and make appointments; 2) to process
applications for medical and financial assistance and 3) to
work with clinics and other services and obtain information for

and from clients.

In mental health: 1) information and referral; 2) recording;

3) post-hospital home visits, referrals and follow-up for
treatment and employment.

The nature of the training includes a background in social

and health services; cultural and economic influences on the

individual; laws, including the rights and responsibilities of

citizens; human growth and development; mental hygiene principles;
and medical information, including the meaning of illness to

individuals and families. Specific Skills include interviewing,
business arithmetic, business law, nutrition and home arrangement,
English grammar and composition, and optional courses in typing

and clerical skills.

The course started in the fall of 1966 and the Maryland
State Department of Public Welfare followed the opening of
the program with the announcement of new job classifications
especially creatzd for graduates to work in the new medical

assistance program. The starting salary is set at $4,790
per annum with six increments to $8,590. Similar actions by

community chests to establish comparable positions in voluntary
agencies is anticipated. Indications are that other junior
colleges will follow this lead which established a career
ladder attracttve to high school graduates leading toward the

first step in social work.
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Robinson, Ruth B. Descri tion of a Case Aide Pro ram in a
Multi-Function Agency. Brooklyn Bureau of Social Service

and Children's Aid Society. New York City. mimeo.

n.d. 16 pages.

This describes favorably the experience of case aides in
the Brooklyn Bureau of Social Service and Children's Aid Society.
Aides service telephone applications, make appointments, clear
with social service exchange for factual data, etc. In the

children's division they make school visits, escort children
and the like. Case aides in this agency are college graduates
with experience in recreation, department of welfare, or other
relevant experience with a real interest in social work andl
"The same qualities we look for in a social worker." (p 15).

Tannar, Virginia L. Selected Social Work Concepts for Public
Welfare Workers. U.S. Department of Health, Education and
Welfare. Welfare Administration. Bureau of Family Services.
Washington, D.C. n.d. 150 pages.

Designed for teachers of public welfare workers, this
booklet presents selected basic concepts of social work and
suggested methods of teaching. The booklet was developed from
an in-service training course run by the Division of Technical
Training in an unidentified county welfare department. The
course, which consisted of twenty-four 1 hour group sessions
with another hour of outside study, was run for workers with a
college degree and at least one yearts work experience in welfare.

The introduction and first three chapters deal with how
to set up the course, overall guides for the teacher (find the
common basis of the group and let this be the starting point,
direct but don't lead, etc.) and a brief section on learning
theory (the emotional basis of learning, need for time to
integrate learning).

The specific course material dealt with in succeeding chapters
covers the following areas:

a) Personality them: summary of what makes a healthy
personality, with emphasis on early childhood development and the
emotional roots of human behavior.

b) Current conce ts of the family: the "nuclear" family
is presented as the ideal and stress is laid on the family as
"tbe universal and ideal unit for the growth and development of
human beings." Family dynamics, i.e3, parent child system,
spouse-system, and child-child system are also outlined.
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c) One-paret, mother-on1L4EILy: Discussion of effects

of crisisdeath, desertion, or divorce--on mother and children

and how welfare worker can best handle such crisis situations.

d) The Unmarried ebther Family: The introduction to this

chapter tries to provide some background to the problem and

community attitudes to it. Some material on the Negro family is

given which takes into account all the various sociological

theories as to why there is a high illegitimacy rate among Negroes

and reasons for the dominant role of the mother in Negro families.

Following this, the text deals with how to handle the teenage

girl who is pregnant--typical attitudes of unmarried about-to-

become mothers and how they can be handled in practical and

emotional terms.

e) Casework Concepts: The teaching of casework was done

through review and group discussion of actual cases which the

worker was involved in. Each worker was asked to choose one
case which he thought was "mild," that is, one in which there

was some hope for improvement, and reports, records of interviews,

and group discussion of these continued throughout the training
course. This section also includes some basic material on how

to gather and develop the facts in a case ("Guide for Case

Summary") together with brief case examples which are to be used
as the basis for group discussion. The question of the interview

is treated as well--how to develop meaningful relationship with

client, purpose of interview, how to be aware of and overcome
negative feelings toward client and recognize what client is
going through (emotional and stressful nature of situation).

Taran, Free& "The Utilization of Non-Professional Personnel

in Socit. Jrk Services." in New Careers: Wa s Out of

Poverty Report of a Conference

held at the Center for Youth And Community Studies.
Howard University. Washington, D.C. March 1965. pages 95-106.

The model-of the case aide in the professionally-oriented
agency is the college educated person with some related experience

such as 'welfare or camping. The differentiation of roles hinges

on the question of direct assignment of cases to aides. Such

agreement as prevails appears to be that the aide can perform

standardized services in gathering data, applying specific
criteria to the facts, and planning action where no special risk

is apparent or where results are not ambiguous. The author

suggests a four-level scheme of professional, specialist or

technician, subprofessional, and eide. In this scheme the first

two levels work with the vulnerable climktel. The establishment

of careers for the indigenous is c departure. Here case aides
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are used without college educations. She describes the Mbbilization

For Youth program with parent education aides, homemaker aides

and indigenous case aides. She notes that in these programs one

half of the case aides have college degrees, and concludes that

the optimal use of case aides in a social work setting still

remains to be defined.

Taran, Freeda B. The Utilization of Non-Professional Personnel

in Social Work; Part I: The Social Work Associate.

Mobilization For Youth. New York City. October 1963.

mimeo. 32 pages.

This is a review of studies of nonprofessionals reported in

the literature. The material includes a report of nonprofessionals

used by Travelers Aid Society for work with the aged, and an

NIMH-funded demonstration project for hospital social service

work. Most nonprofessionals are college graduates who function
as part of the social work team. The author notes that few

statements of job components are explicit and that differentiation

is often dependent on the caliber of the aides.

Thursz, Daniel. Volunteer Group Advisors in a National Social

Group Work_Agency. Doctoral Dissertation. The Catholic

University of America Press. Washington, D.C. 1960.

385 pages.

This is the report of a study of the volunteers working
for BInai Brith as group advisors. The study is based on an

analysis of questionnaires mailed to advisors and professionals
asking them about their attitudes toward the job, the training
needs, and differential methods of staffing. A great part of the

report gives as background the history of group work, a history

of volunteerism in the United States, the history of Wilai Brith

and analyzes the characteristics of the volunteers who responded

to the questionnaires. The chapter on training needs indicates

that most volunteers felt they were insufficiently trained,

especially in tasks which might be described as leadership roles.

Another need was in understanding the adolescent and his

behavior. Of particular interest is that the evaluation of
their own performance was one area in which many felt unprepared.
This indicates that the nonprofessional is to some extent unsure

of his capacity or the effective.Ness of his performance, and wants

same standards against which to judge himself.
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Although most professionals endorse the use of volunteers
in group work functions, 64% of instructors of social group
work felt that there was a difference in quality and consistency
of service between the volunteers and paid nonprofessional staff.
Almost all of the adherents to this view felt that the paid
nonprofessional group advisor would give the agency better
service than the volunteer. The paid nonprofessional is seen
by faculty as more responsible, reliable, dependable, and more
responstve to the demands of the agency.

U.S. Department of Agriculture. Training Home Economics Program
Assistants to Work with Low-Income Families. GPO.
Washington, D.C. November 1965. 110 pages.

This is a manual for instructors with a separate section
of do's and don't's prepared for the trainee. (See below)
Although oriented towards homemakers, it is applicable to other
nonprofessional categories. There is an 11-point analysis of
local situations which can be used as an outline of data to
be gathered for each locality, (p 6). There is an outline of
types of community organizations and their general contributions.
(pp 10-13). Suggestions are offered for facilitating relationships
between professionals and nonprofessionals, (pp 13-17).
Guidelines are included for methods of training and teaching
adults, (pp 26-30). An evaluation and check list for trainers
is also furnished, (pp 33-35). Of particular interest may be
the outlines of human needs (pp 44-46); the factors influencing
learning (p 47); and the factors in giving and receiving help
(pp 54.55). Case studies include role-playing skits for homemakers
but have relevance for other nonprofessionals. Tha manual provides
an outline of the principles of social action and a series of
steps required to plan, initiate, secure approval for, and
organize a group, (pp 97-105).

U.S. Department of Agriculture. Handbook for Home Economics Program
Assistants. GPO. Washington, D.C. November 1965. 31 pages.
(A reprint of pages 73-95 of Training Home Economics Assistants
to Work with LowIncome Families. See above)

A simple manual prepared for program assistants in homemaker
programs. Includes how to make contact on a home visit, how to get
families to accept the worker, how to get people's interest, how
to teach practical matters, how to discuss children with their
parents. The lists are do's and don't's to be given directly
to trainees but need some amplification and discussion by an
instructor.
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U.S. Department of Health, Education, and Welfare. Closing the

Gap in Social Work Manpower. Report of the Departmental
Teak Force on Social Work Education and Manpower. GPO.

Washington, D.C. November 1965. 90 pages.

This is a report of the task force created in 1963, which
projects the needs and potential forces for meeting them in social
work manpower. It is a basic resource for this kind of data and
includes statistical theories. The focus of the report is on the
training of the graduate social worker but there is same
discussion of needs for nonprofessional manpower.

Current interest in undergraduate education is expanding,
as it has been recognized that for many tasks preparation at the
bachelor's level is sufficient. This would provide a major
recruitment resource not now being utilised to any significant
extent, either as direct job preparation or recruitment for
graduate education.

A recent development is the identification of tasks that can
be performed by staff with technical competence in one particular
area. These include services which can be routinized and services
supplementing regular social work services. They would not
necessarily require more than high school training. Education
for these types of jobs is only in the preliminary and developmental
stages, but are given impetus by recent legislation. The stated
goal is to train 50,000 social work aides by the end of the
fiscal 1966. "There is need to develop in the high schools and
community colleges organize4 basic curricula to prepare students
for permanent satisfying careers and immediate employment as
social welfare technicians, and in ancillary services such as
homemakers, child-care workers, as custodial staff in detention
and treatment facilities in the field of correction, as aides to
the aged, and community action aides." (p. 55)

The report notes the need for experimental and pilot studies
to define job classifications, to identify and establish
necessary personal qualifications, and to delineate the appropriate
body of knowledge and skills so that the technical aide can be
effectively utilized in extending the range and quality of acial
services.

The Appendix lists all federal legislation affecting social
work manpower from 1956-1965. There is an extensive bibliography
on social work manpower needs.
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U.S. Department of Labor. On Group,Work . An "Untrained

Sub-Professional" Speaks His Mind. Chicago, Illinois.

19634964. mimeo. 7 pages.

A paper for the JOBS program in Chicago included in an
MDTA report of 1963-4, written by a college graduate counselor
en literacy and vocational training. It is an informal
description of haw to be a group counselor. Contains a section

on how to run a group discussion.
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F. YOUTH AND CORRECTIONS

DeWees, Dan, and Robert Schrank. The Recruitment and Training of
Crew Chiefs in the Urban Youth uorx uorps. moulLIzataon ror
Youth. New York City. December1964. mimeo. 18 pages.

A paper discussing the basic issues in the training of crew
chiefs to supervise disadvantaged youth in pre-vocational training.
The personal qualitier. and attitudes desirable in crew chiefs and
the problems of organizing work training are discussed.

The crew chiefs and foremen have daily responsibilities of
supervising a work group of approximately ten 16-20 year old
disadvantaged youth in pre-vocational, on-the-job training. For
this job the qualities sought are: 1) te:hnical competence--
practical and theoretical knowledge of the crafts; 2) a positive
view of the trainees' potential; 3) patience and firmness; 4) high
energy; 5) identification with the trainees--e.g. ethnic similarity
is one factor, but not a sole, or always satisfactory criterion;
6) maturity--recommended 28-50 years of age. The crew chief in
general must regard youth not as failures but as victims of a
social system. He should view conditions as susceptable to change
and really understand the self-help concept. Job descriptions are
gtven on pages 6-7.

Grant, J. Douglas. The Offender as Participant, Not Recipient
in the Correctional Process. Institute for the Study of
Crime and Delinquency. New Careers Development Project.
Sacramento, California. January 20, 1966. mimeo. 14 pages.

This project has set out to create a model for developing
teams of professionals and nonprofessionals for work inthe correctional
field. Professionals work part-time with one graduate student and
two nonprofessional assistants (parolees). The training program
covers eight months. Post-release performance of parolees in new
careers programs is being studied in comparison to controls.

The present fourteen assistants are working on six research
projects on violence, job opportunities for the poor, new careers
in human services, etc. The organization has also sponsored new
careers as teacher aides in a summer program.

. Programs have
demonstrated the manpower potential of the inmates and the ex-
inmates.
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Grant, J. Douglas. 'Trends in Corrections Leading to a New Careers
Strategy.n in New CareersLy.sysOutoLpoverty for Disadvantaged
Youth. Report of a Conference held at the Center for Youth and
Community Studies. Howard University. Washington, D.C. March
1965. pages 74-132.

The author rev.ews the trends in corrections leading to a new
careers strategy. He describes roles currently being explored in
group counseling in prisons, in social therapy and social study
research,in armed fortes use of specially designated noncommissioned
officers who function as correctional counselors, in self-help
programs such as AA which can be extended for tutoring and the like,
in community centers and Halfway Houses, and in a youth development
center staffed by parolees.

Grosser, Charles. The Role of the Nonprofessional in the Manpower
Elyelegmentjtommat U.S. Department of Labor. OMPER.
Washington, D.C. October 15, 1966. 60 pages.

A review of nonprofessionals in youth employment programs
suggesting that nonprofessionals have important effects on profes-
sional performance, on clients, and in involving the community, but
no influence on the substance of the manpower training program.
Projects for the most part see nonprofessionals as useful in solving
service provision problems but not as vehicles of change or program
innovation. The clearest impact is on the nonprofessional himself.
Many have used programs to enormous personal advantage. This over-
view of nonprofessionals in youth employment programs concentrates
on five training programs.

The use of nonprofessionals in MDT& youth programs was in large
part the result of influence exerted by the federal funding agencies.
Thene not only provided funds for the employment of nonprofessionals
but threatened to set up parallel organizations if the moneys were
not used for that purpose. Some indications exist that 11 should
federal support be removed, they would stop using nonprofessionals!'
(page 21).

The attitudes of various state employment service offices
illustrate that they perceive a threat inherent in the use of the
indigenous nonprofessional. This forces them to be accountable
to the client community, rather than to the total community or to
employers. Employment services complain that such workers are not
content to stay within the perimeters of their assigned tasks and
they see job development as ndemanding" rather than asking for job
placements.



Some report a rather high turnover among the nonprofessionals.
In other youth employment programs nonprofessionals report that
they feel their word means nothing. They note that all the work
they did in a neighborhood was redone and verified by the downtown
office. Professionals felt that nonprofessionals were useful in
preemployment and intake work but unable to operate effectively
beyond that point. This reflected differences in viewpoint. The
nonprofessional feels that placement is a most iuportant service,
while professionals are more interested in programs of counseling,
training, and education which will make the person more flemployable.fl
Professionals also tend to select the most amiable candidates while
nonprofessionals believe service should be available to all on a
first come, first served basis.

The idea of nonprofessionals as agents of social change is
articulated by community action programs, but not by the agencies
which are the targets of change.

A great variety of qualifications were sought in nonprofessionals
by different projects. This suggests that competence is judged
differently by different projects and that each sees the nonprofes-
sional as serving a different role.

The nonprofessionals can identify with clients or with the
agency. Which they choose depends to same extent on haw they were
recruited and selected. The upwardly-mobile person with previous
white-collar experience is more likely to identify with the agency.
Those who do field work are more apt to identify with the client.

Few plans for establishing career lines for nonprofessionals
are operating. Two patterns of advancement are discernable. First,
increments in salary are part of the agencies' wage rate schedule.
Second, and more frequent, is the changing of jobs, moving to another
program at a higher pay rate. As the nonprofessional's white-collar
skills increase, he also becomes aware of other CAP or 0E0 employ.
ment opportunities.

Professionals generally vlew the indigenous worker positively
and often somewhat romantically. The idealized view of the non-
professional's ability to communicate and relate with clients is
sometimes belied by performance. Also, professionals tend to
underestimate their own ability to relate, to act spontaneously and
informally, etc.

Actual project surveys have indicated that nonprofessionals may
be highly judgmental and moralistic with respect to clients and
may also be somewhat fatalistic. This suggests that nonprofessionals
need to be used more selectively, where congeniality counts and
not where the professional's objectivity might be mve functional.
It is incorrect to view all nonprofessional activity as either all
positive or all negative.
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Professional resistance is greatest when nonprofessionals are
assigned to direct service responsibilities. This basically
undermines professional training as a requisite for such service.
As a result, few administrators made such assignments, preferring
to keep nonprofessionals in ancillary tasks or in new services in
the field. Little special training for nruprofessionals was
developed especially whou funds were not made available.

Experience suggests that some professional services cen be
provided by nonprofessionals but this issue has by no means been
resolved. Nonprofessionals tend to be used to reinforce the old
double standard of the participation of the poor. The nonprofessional
tends to work with the most disadvantaged in slum schools, hospital
wards and the like, and the professional with the highly motivated
client. In employment services the nonprofessional rarely has
contact with the client. Such contact is limited to clients with
special disadvantages. The job seeker, the one who is already
motivated is referred to the professional.

Major defects of programs is the push for success measured in
gross statistics of numbers of clients served rather than in the
ttaining and selective use of the nonprofessional. It must be
realized that the future of the service professions is linked to
the utilization of the nonprofessionals rather than the provision
of service by a small trained professional elite.

James, Michael R., et al. RetrosectiveAnelotStuxde
Institute for the Study of Crime and Delinquency. New Careers
Development Project. Vacaville, California. June 1965.
146 pages.

Analyzes the pilot training sessions conducted from Jan. 7,
1965 - April 31, 1965 of eight inmates, three graduate students
and three consultants. This is the first phase of an iight*mouth
training sequence. The report describes the activities and suggests
areas of success and those needing improvement. The staff leaned
towtrd a model of training which emphasizes self-direction through
self-study. They wished to avoid a too structurid program. Of
special interest is the section on learning principles.

The goals are to develop certain definite skills. They are:
1) group skills; 2) research skills; 3) organizational dynamics;
4) strategies for planned change; 5) a knowledge of social trends
and issues; 6) interview skills; 7) self-awareness; 8) writing;
9) speaking; and 10) reading.
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The curriculum is designed around a fundamental set of learning
principles. These are: 1) different people learn differently, and
a combination of teaching methods is needed; 2) learning is most
rapid and usable when it is a function of purposeful activity
perceived by the learner; 3) learning is at its best when the
learner seeks the answers to self-initiated questions; 4) artistic
and game activities can provide learning situations; 5) self-
knowledge is not an end but a way of helping the individual learner;
6) self-study is more effective when it is a part of achievement
rather than a part of therapy; 7) group sharing of self study is
a powerful force.

Working in small teams of two inmates, one graduate student
and one professional, they all experienced proposal and report
writing, team planning, interviewing and group skills. Each team
worked on a different research project.

Teamwork and study occupied over 50% of the time. Teams would
periodically review their progress in general discussions. A
substantial part of training was organizational role play. The
teams mould then evaluate and score the role players. There is a
recommendation that role play should vary with the situation assigned.

Experience shows that the trainees need more formal instruction
in research concepts and techniques.

From the four monthsl experience, the learning principles were
evaluated: 1) At least 3 different methods of learning were
provided--learning by doing, team and group discussion around
structured subjects, and traditional class and library work. Most
trainees seemed to prefer learning by doing. They appeared to
struggle with traditional methods. The pilot program did not
attempt to determine who learned best by what method. Thus the
inferences are all subjective; 2) The notion that learners are more
receptive to learning if they see its relevance to a purposeful
activity seems to be true. For example, most did not attend writing
seminars until the team project needed more writing. Then they
eagerly sought help from writing consultants. Also, those who
seemed to develop the most were those who had concrete community
placement prospects in view; 3) The function of self-initiated
questions is not determined. This needs a very permissive atmosphere.
Sone participants did not ask questions because of a fear of not
appearing intelligent; 4) Artistic and game activities were tested
only with respect to role playing. Role playing was usually effective
but must be seen and understood as a learning tool. Tape recorded
materials can be useful. Tape recordings of the role playing
sessions can be analyzed by experts who make constructive criticisms.
The trainees themselves can evaluate and develop considerable inter-
viewing skills by playing back such tape recordings; 5) on the
question of self-knowledge, they used self evaluation tests and
group ratings and total group evaluation. A sensitivity session in
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which the groups freely expressed their feelings about each other
was also developed. This leads to a more objective self-view
and a knowledge of how one is perceived by others. Group ratings

can be a spur to achievement; 6) Using self-study, they compared
expectations for themselves and the group with performance.

On balance, one of the better features was that trainees
shared with other staff, the responsibilities for deciding how
the training should be designed. They also played a part in
deciding on the team projects. Some were unable to handle this;

this may need strong professional leadership. A number of trainees

discovered that they had capabilities which were unknown before
and gained confidence and assumed greater responsibility.

They gained in group skills and their ability to control
personal anxieties and to postpone conflicts for the sake of
completing the work. They became more aware of Otherfs mods and

learning styles and developed increased tolerancA for living
with uncertainttaa They developed a sense of allegiance a
feeling that they can play a vital role in the growing nonprofes-
sional movement.

Lesh, Seymour. The Non rofessional Worker in Youth Employment Programs.
New York University. Center for the Study of Unemployed Youth.
New York City. February 1966. 16 pages.

This paper summarizes the experiences of the National
Committee on Employment of Youth's demonstration program of 1964-5,
delineating the role of nonprofessionals in youth employment programs.
It notes the need for training in a flexible and at the same time
demanding atmosphere. Also, that theory and short conceptional
materials be interwoven and related to practical experiences. The

nonprofessional needs one supervisor on the job to whom he is
responsible and initially, considerable time should be allowed
for supervision. The important quality for the nonprofessionals is
the ability to innovate, since they are working usually in un-
structured or unsystematized fields and often without appropriate
materials. Recruitment must include both public and private
agencies, and informal nonprofessional contacts.

In selection, the recommendation is that staff look for those
who identify with or want to be a part of society, who have a
benevolent attitude toward ycuth, a liking for people, and potential
leadership. Some social maturity is needed but great intellect
is not required. Education may help, but Ihould not be a major
selection criterion. Tests may ba useful as diagnostic aids
but are not too useful in selection. Careful personal interviewing
is the best selection technique.

The report outlines a continumn for upgrading from entry as momm
professionals to full professional status. Proper use of the non-
professional does not downgrade services. The nonprofessional not only
relieves the professional of routine tasks but adds new dimezsions
of service.
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Misner, Gordon E., The Development of ',New Careeristfl Positions in

the Richmond Police Department. Contra Costa Council of

Community Services. Walnut Creek, California. January 1966.

70 pages.

An analysis of the organizational, administrative, and personnel

factors in the implementation of a new careers program in the
Richmond Police Department. Five police community relations aides

were employed. The positive factors were the commitment of the

police department to the program and the close control they provided.
The problems encountered were those of confidentiality, the matter
of justifying the time spent in supervising aides, the resistance,
especially of lower ranking personnel, and the tendency to perceive
the program solely in terms of public relations. Such problems

indicate that program objecttves must become increasingly well
defined. Detailed job descriptions of the aides are provided.

Defining the job took two months. Initially the police

emphasis was on what aides could not do. For example, they would

not have the power to make an arrest. The job, as defined, included:

1) work related to juvenile offenders--making home visits to discuss
and interpret police programs, crime prevention, laws, etc.;
2) experimenting with methods to relate to youth and parents at
group meetings where discussions of delinquent behavior and dangerous

neighborhood conditions took place; 3) maintaining appropriate
records; 4) gathering data through informal channels; 5) accompanying
investigating officers as a nonparticipating observer; 6) making
holm visits after an investigation to discuss the arrest and the
family interests and needs; 7) seeking ways of making aontact with
youths not involved in delinquent behavior.

TraLning for aides ,salt with the adjustment to work and the
fact of having been publicly identified as a ',poverty!' and ',experimental"

group. Aides also needed improved language skills with particular
attention on report reading and writing, public speaking, observing
and conducting meetings, leading discussion groups, making family
visits, making household enumerations, etc. They also needed same

work on the functions of government and service agencies.

More specific areas of training were the role of the police
and of crime prevention, juvenile law and procedures, police report
writing, human relations and law enforcement, and crime causation.

Following a six-weeks orientation period by the project, the
trainees wet* twsigned to the police department and participated in
a regular police recruit training school for a total of 59 hours

(compared with 104 hours for regular police officers.) Following

this formal training, they were assigned to juvenile bureaus as
aides. The training then consisted of on-the-job sessions, and
weekly staff meetings held by the project.
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Seminars were to be conducted by the Univeristy of California.

For the most part, aides have been assigned to relatively

minor cases such as petty theft. Their first task was to enlist the

interest of the community in a police-youth discussion and in this

they were relattvely successful.

Requirements for the job are a high school diploma and/or

paid or voluntary experience in community organizations. They

must be cotsidered capable of being trained for the work, have a

knowledge of the community, an ability to relate to youth, and an

ability to write records and reports and talk to residents
individually or in groups. The minimum age is 21.

NewCareers.Development Project. The Institute for the Study of

Crime and Delinquency. Nonpr(?fessional Functions_Survey:

A Report Prepared on the Ute of lonprofessimal Parole Aideg.

Sacramento, California. December 28, 1965. mimeo. 31 pages.

A report of a survey conducted at a state prison to collect

information on nonprofessional jobs, sad to give nonprofessionals

an opportunity for on-the-job training in research. The report

attempts to identify the forces contributing to recidtvism, the

advantages of using nonprofessionals from communities with high

delinquency rates to combat recidivism, the duae5 which could be

performed by nonprofessionals, the changes in the community, and

identifying training needs for implementing nonprofessional

programs inside parole agencies.

Inmates themselves cited crime and delinquency in the community

as the major contributing factor to recidivism. They also noted

the connections between unemployment, the lack of recreatLA1
facilities, the lack of adequate housing, etc.

The major aim in using nonprofessionais, including ex-offenders,

was to provide liaison between the parolee, the community and the

authority figures. Duties for a nonprofessional might include
services connected with education, employment coordination of

community needs, housing, neighborhood relations, recreation,
counseling, etc.

One possible innovation in the community is the establishment

of an organization similar to Alcoholics Anonymous, an agency
operated for and staffed by parolees. Nonprofessionals can provide

a wide range of services in such organizations.
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A job description envisions a four-level design, requiring
only an eighth grade education at entry up to two-years of co/lege
as an assistant parole agent. The description indicates how the
levels could fmnction as an agraded sequence. Training needs
are briefly outlined for all levels, mostly geared to on-the-job
training.

The recommendation is made that nonprofessionals from high
delinquency areas should work with parolees to improve the community,
to prevent delinquency, and to establish a self-help, self-study
program.

New Careers Development Project. The Offender as a Correctional
Manpower Resource. National Institute of Mntal Health and the
Institute for the Study of Crime and Delinquency. Vacaville,
California. n.d. 225 pages.

A collection of essays on the use of offenders as aides in
correctional institutions. Included among the items are J. Douglas
Grant's report on using the offender or ex-offender in researdh
tasks, reporting by ex-offenders on research projects, nonprofessionals
as parole aides in the treatment of alcoholism, etc. Job descrip-
tions are included. There is an outline of a training program used
with unskilled offenders to equip them to function as aides to
professionals working with social problems, and a discussion of
learning principles and a scheme for applying quality control to
training (pp 175 ff).

New York Sta.:e Division for Youth,and lBshiva bniversity. Youth
Worker Training Program. New York City. n.d. mimeo. 93 pages.

Describes a summer training program sponzored by the New York
State Division for Youth and the graduate schcol of Ileshiva University,
designed to train a variety of young persons for youth work. It

furnishes an outline of an eight week training program (pp 21-25),
and examples of discussions at key meetings (p 26). The curriculum
plan, and topics in an outline form are included.

Their experience indicates that work-study programs may be a
means of increasing the ranks of social cork personnel and broadeping
vocational opportunities for socially disadvantaged youth. It
cautions that it is hard to translate the experience of a small
demonstration to the needs of mass programs; the question of job
availability becomes crucial. It is also difficult for demonstration
projects to provide jobs when they terminate.
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The 1963 program included 20 college students who participated
in a work-training program. The program consisted of four mornings
of group discussions and one morning of field trips. Afternoons
were devoted to supervised field work. There also were evening
discussion groups. The primary purpose of the program was to
recruit these students into the social work field, but it did not
succeed. Although the trainees performed well, they came to regard
the social service agency asoffering little beyond custodial care,
and most were already strongly committed to other fields. There
was little provision for establishing individual goals or exploring
opportunities in social work. The didactic material was problaby too
abstract and might have appeared irrelevant to the field work.
Field trips were effective but lacked adequate preparation for
developing meaning for the program.

Based on these failures the 1964 programmes revised. Socially
disadvantagal minority youth, not necessarily college students,
were recruited. The program aimed at preparing them for immediate
employment in professional or subprofessional jobs. The trainees
included graduates of residential treatment centers of the New York
State Division For Youth (Rehabilitated ex-offenders), and low-
income high school gradustes of disadvantaged backgrounds. The
curriculum was similar to that used with the first group, but added
vocational counseling. The training content included orientation,
field trips, talks with area representatives, and recreational
activities to promote group interaction. Topics of seminar sessions
included: the needs of the area, how to observe and describe
behavior, the meaning of human developuent and behavior, group
control, leadership and influence, interviewing techniques, and
the urban community and its problems.

Aany trainees were placed in youth programs. However, difficulties
were encountered in placing trainees with voluntary agencies. They
were not preparei to redefine tasks and develop new jobs in order
to provide paid subprofessional employment. All they could offer
were -menial jobs.

There was same attempt to do evaluation of the training to
determine which characteristics made for greater success. The
program used the Kuder Preference Teat, the Minnesota Multi-Phase
t?ersonality Inventory, and open-end questionnaires, opinions of
trainees themselves, and evaluation by supervisors. Evaluation
forms and samples are included. The tasks performed by the high
school group, the college group and the ex-offender group are
furnished (pp 36-57). The trainees preferred discussion to
lectures. They distinctly preferred topics on human behavior to
more abstract sociological questions. The failure to detect
any discernable personality or maaational patterns among successful
trainees suggeats that a wide range of persons may be able b3
serve coupetently as youth workers, and that programs must foster
their development.
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