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Abstract (continued)

assigned to‘training programs, and thus labeled a "Mid-Sentence Careerkéévelopmént“

't
<

Je

-

.

Center," offenders would be placed in a variety of .behavioral simulations designed

to reveal afrofile pf s

trengths and weaknesses to the staff. The staff' will be -

composed of "'line'" prison officials, as well a% professionals, Finally, at a
point just prior to release, inmates would be scheduled foq a '"Pre-Release Career

Development Center," des

and t;/;éhtinue thé life work plgnning program begun earlier.

This fystem rejects a rj
open-ended, but structur
A unique‘application of"
classify these two measu
and the Jikely "satisfac

igned to provide inmates with critical job seeking skills

-

gorous classification taxonomy in favor of a dynemic and
ed process, based o ‘present’ career developmént theory.
the GATB and the MIQ .is proposed, however, that would
res, thus measuring bath the likely ”satisfq;toriness”
tion' of any given inmate cn-nearly 150 jobs. '

T

P

. ., - A -
The system js designed tb be implemented at ve y low costs per institution. An
evaluation design is ‘also included. ‘ ) . '
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Chapter 1. STATEMENT OF THE PROBLEM
o . : . ) ' ' ‘ ,(
I. Introductian and Overview. Our society's vicious cycle pf crime

and delinquency, incarceration and punishment, and further unemploy
ment\inducechrime produces devastating effects on the utilization of
human gesources Theeskllls and_abilities of vast numbers of able men
-and women of al'l ages~are not on]y not utilized, they are most |
frequently stlfled aYIowed to wither, or actually destroyed during
periods of incarceration in "correctlonal'l institutions throughout
the country. As a result, society suffers severe losses at all levels~
economically, materially, emotionally, and psychologically. Economic
losses alone, in underemployment crime rates, and constantly increasin
costs of our criminal justice and correctional systems, justify deS|gn*
ing and |mplement|ng new vocational assessment or ''classification'
.progqdures in our correctional system. While no single strategy will
be syfficient tobreak the cycle of human resource destruction in our
_present system, improved classification procedures should help
nnmages*achleve better otcupational adjustment and thus reduce the
likelihood of, recidivism. This. project proposes such procedures'

.. LU e .

The objective of this project was to design a model assessment and
classification system that could be used by correctional institutions
to improve classificgtion decisions relevant to occupatlonal training
.and ultimate placement Our |ntent|on was to design a system that
"would improve the state of the art, yet' be practical and sufficiently
flexible to be usable in the 'variety of institutional settings where
it would be employed Custody level classifications were deemed to
be outside the scope of the project except as a practlcal constraint

P

.’ to be considered in .overal] program deslgn , .

-

The study's major components were:

o 1. The survey of assessment and. c}aSslficatlon problems through
+ intensive examinations of tgn correctlonal tnstltutoons throughout the
country. . ) : .

[

2. An audlt of inmate occupatlonal skills and interests at one
¢orrectional institutiop. .

* 3. The examination and development of“hew methods for assessing
a significant subset of aptitudes, skills, and proficiencies, with a
heavy emphasns placed on work sample techniques.
b, The deslgn of an overail’ assessment and classnFrcatlon
system with a detailed'description for rmplementatlon and. testtng in
"a subsequent demonstration pfOJect 2' [P . %

ff/., ’S,“? \

.

We are recommending a three-phase assessment and classxficaﬁcon model .
Urder our model, jnitial assessment will be co@ducted at awReceptlon
and Dlagnostlc Center This is a centralized processlng unit, as
developed in several states.at the present tlme, which wxl] conduct .

-
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~ the usua] procedures--physical examlnatlons, social history, empﬂoy-
mént background, etc. 'Since our site visits revealed a uniform
belief that testing data obtained early in an inmate's incarceration
are not valid, and since institutional decisions concerning -
vocational training and placement are typically not made dntll later,
our most sophisticated classification diagnosis occurs: at'a later
pglnt in the individual's sentence. :

. A

»The Mid-Sentence Career Development Center, our Phase II, will guide
offenders toward those occupational categories and training
opportunities most ]lke]y to result in occupatlonah suceess fog them.
This one-week unit-will be’ ‘condugted within the correct1ona]
- institution and will be staffed by present personnel.: In addition
to measuring abilities and interests for specific training programs
dnrectlng them toward realistic occupations, nnmates will participate
in a Lifework Planning Workshop. These exercises are designed to .
help participants clarify and identify their life roles and to think
’ reallstlca]]y and constructlveﬂy about the future. ,

-

¢ “
Phase 111 consnsts of a Pre-Release Center which emphasizes a
- . practical job hunting effort for each individual. This unit includes ¢

- a training course in job seeking skills, sessions with a Division of
Vocational Rehmbilitation and/or Employment Service person to arrive
at job and.location preferences, and one or more rap sessions with
former inmates to discuss general problems they can expect to :

encounter on the street and on the job.
. <

Il. Some Background Facts,.

-

It is estimated that there are 300,000 prisoners in custedy in
the United States at any glven time (Smith, 197]) . ,

\
. In 1960, 20 to 25 per cent of the newly commltted federal prisoners .,
were functionally illiterate (FBP Annual Report, 1960) . A

. Buripg theﬂga]endar year 1970, nine per cent of the federal |nmate§
. received their high school diploma (FBP. Annual Report, 1970)
. The U.S. Bureau of Prisons in 1971 reported that 90 pgr cent of the
federal inmates did not havé a high school diploma or its equiv=
alency. In fact, they did not have skills of any kind'(Heariqgs,

1971). AU .

. In 1989 Stillwater Prison in Minnesota c]assified‘58 per cent of
, thetr inmates as unskilled (Maresch, 1969).

*

tn ]97];,& 200 federal offenders were enrolled in full-time voEationa]
traiming. This represents 25 per cent of thesfederal population.

The same testimony neported 85 per ceit lack a marketable skill Q‘
(Hearings, 1971).
—~——
. ~ « 10




» . 0f 7,000 felony cases over a two- ear period in Florida, the average
offender was between 22 and 25; 56 per cent wer'e serving their first

3 sentence; 61 per cent were ecqnomlcally-or culturally disadvantaged;

84 per cent had not completed high school; 40 per cent had .not reached

the ninth grade; and 4o per cent had no workable sk|lls (Endwrught

1969) . .y -

-~ . +

FMEN ‘ - . .
"1t does not take a slide rule to draw the conclusion from those figures
.that unless the majority of inmat§s in all institutions receive signifi-
cant academic and vocational trdining, they will return to the streets

a system of assessment and classification geared dlrectly to practical
training and job classification decisions.

-

’

Il+. Classification: An Historical Perspective. Concerh over assess-
ment, classification, education, and industrial trainung of

inmates has been expressed by correétional offucuals forover 100 years.
In 1870, the National Congress on Penitentiary and Refornrtory Discipline
enunciated roughly three dozen statements of principle defining their
new organization, (Transactions, 1870). The followuhg extracts from
this first statement illustrate their initiak concerns with assessment,
“classification, end tralnung . .

"The progre55|ve classification of prisoners, based on
character and worked on some well adjusted mark system,
¢ should be establushed in 411 prisons above the common < .
) jail.! g . . P
"... education is therefore a matter of primary importance
v in prisons,?and should be carried to the utmost extent con-.

sistent with the other purposes of such |nst|tut|ons

. . 'Industrial training should have, both a higher development
and a greater breadth than has heretofore been or is now.
commonly ngen to it .incour prisons."
These statements indicdte that there has been a recognition among
penologists for at least a century that assessment and classification
is a viable area of concérn in prison management and rehabilitation
of criminal offerders.- ) N -

" The first real cla55|f|cat|on system was 1nst|tuted in- New Jersey
in 1917 (Fox; 1970). The first formal statement of elassification
guudeflnes was made’ in the Handbook on classification in correctional
institutions in 1947, . . K ]

- . . - . By

-
v

N4

unable to keep or find a job", (Endwright, 1969). 'Such training requires

»
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, ”Classnflcatlon)contrlbutes to a smoothly, efficiently operated

.. correctional program by, ooollng all relevant information concern-

ing the offenderx and by devising a program realistjcally in line
with the individual's réquirements. It furnishes an orderly -
method to-the ‘tnstitution adminlstration by which the varied
needs and _reguirements of each inmate may be followed through
from commi tment to‘discharge." :

< . 3

.

.

- The.handbook empha5|zed that classification not only impliés a

" thorough analysis of thé individual and his/hef backgrgund, but also

a ''procedure by which this information can be utilized as the basis
“for a“well-rounded, integrated program for him/her, looking toward’
his/her improvement as a social ‘being." The thorough analysis-was to
include information |n ten areas--soci‘al background,” criminal history,
initial adJustment to the institution, medjical examination,
psychoTbglcal $tudy, vocatiopal study, educational history and
.analysis, religious background and attitudes, recreational interests
and abilities and ‘a psychiagric evaluation. 'The designated program
was to include educational classes, work or vocational activities,

and physical training and recreation (Handbook 1947), Very few new
concepts related to cla55|f|cat|on have been presenfed in the Iast 25
years. - .- . . ’

Y v

The Manual of- correctional standards, prepared'5§ the Américan

Correctional Association in 1966, delineates. eight '"essential features"
of the classification procedures. . .

- $ . . : '

. }. Aclassification process con§|st|ng of organlzed procedures -
for® the diagnosis, streatment-planning, and |mplementat|on of the

|nd|v1dual program \

2. A reception program for orientation to |nst|tut|onal and
parole programs, . >

L/ id - '
3. An admissions summary” from all phases of the ”dia%nostic
s tudy''.r

<

; ) L

L.* A Records, Office. . ’

5. The institutional  classification contnittee. {

6. The initial classification meeting. : ‘
. . ~ N .

7. Reclassnflcatlon whenever a maJor change in the inmate’s

program appears lnd1cated

.
-

- '
.

. 8. Class;fncatlon procedures smmedlately prior to parole or
release. . ’ '

-

« . . . ) ’ ‘
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. s The suggeste&'dlagpostlc areas |nclude present crime, triminal history,
Y ocnaf htstory, physical condltlon, vocational. |nterests, competence, © o, P
} - eﬁaV|br and“rel tgiops aﬁﬁ recteational interests. As.can be seen, - . -

. %Hkthese correlate closely, with the 1947 5uggest|ons wnth slightly hbre -~ - N

e mpha\sls on the vocationdl aréa.. o . R ’ .
- . b -~ N
. Cla55|f|cdt|on dec15|ons may be divided into five phases: (l -as o ‘
‘f}ment to a'suitablé institution; (2§ ~dégree of custody required; .G < -
(3) work assignments; (4) academic program; and (5)- inmate quarters  , L .
artjeylar cgl] blocks within. the institution, Ofteh .the first twoﬁ/] .
re wgde by.a State Classification Commi ttee and may deter- -7 " i
}.and academic assignments aytomatically, due to’ the : ]

, of the particular |nst|tut|0ns 4 . B
v !

P

»

o
¥
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The ggﬁda]i:? correctional s tandards (1966, pg. xiv-xxiv) further ' '
% 1 lists 33 declared*Principles of the American Correctional Association., ~

Amon chose relevant\to the pprposes of our study are the-followung .

s

H . . .
- >
- v

ernéfiple' viie C ' B}

>
')

RS

"The' varlety of treatment programs correspondlng to the dlfferent

needs of the offenders suggests a .diversification of correctional

institutions resulting in a system of specjalized institutions so .
classified.-and coordinatéd and so organized i ta#f and program as to T
meet the needs of those offenders who present} ecific problems. The

W ¥

Ty

Loy 11 Lt N
Ehon dpag b hArA 2 :,,-c«c;@»ﬂ 2,

d )

. A

L
ML

2 spirit of continued experimentation with new_ types of institutions and )
« , agencies which show promise of more effectlve results shouwld be .
o enC0uraged and supported " K
‘</“ q{’ ’ s e s
= sl Principle X111 ... ) ‘ . .

“? ' . K - ‘

f‘é ”Correctlonai institutions and agencnes can best achieve. their goal

" 3. of rehabilitation by ,focusing their attention and resources on the

_ﬁé, complete study and evaluation of tht individual offender and by .
y folJownng a»program of individualized treatment." . ’
g Prlnc1p]e XXI! ' T B :
e - . 4 s . T
ﬁ} "To ‘assare the eveAtual restoration of the offendeh as an economlcally ’
vTh self- sustalnlng member of the community, the correctional program .
. i? must make” available 'to each inmate every opportunity to raise his v
. educational Tev l, improve his vocational competence and skllls, and * . ,

Y

\
e B
2
&

add to: hlSvlﬁf iation meanlngfu1 knowledge aBout the world and ‘the
society’ “in whlch he must live. - .

3 .
Prnncnpl.e X'%'Ilf eﬂ' . et
. o -
"To hold émployable offenders inm-correctional institutions wuth0ut the
opportunlty to engage |n productlve work is to violate one of the .

% .
. -
a
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essentlal objectives offr ehabllltatlon Without in any way exploit-
ing the labor of- |nvoluntary confines for- financial gain, or unduly
xnterﬁerlng with free enterprise, it is not only possible but
>imperative that all government jurisdictiens give full cooperation
. ¢ to tHe Qstabllshment of productive work programs with a view to
smparﬁlng acceptable work skl}ls, habi ts, attltudes, and/work
dlsc1pl$ne "o .

A

,\ -

o FhUS, the Amerlcan Correctional Association has specifically cal?ed
for ,experimentation with new methods directed toward the restoration
of thg -of fender.as an economically self-sustaining membér of[the * 3
~ - community., This is to be. accompllshed by a complete s tudy and evalua~
&. tion of the offender followed by a program of individualized treatment
h 7 de5|gned to raise educatlonal level, improve vocational skills, and
g B ) competence, and |mpart acceptable work skills, habtts,‘attltudes, and .,

work d|SC|pl|ne ; i : . ,\

» 3 . -
%?\‘ IV. Vocational AsSessment. Specnal attention was patd to the voca~
tional, training needs of prisoners at that first 1870 meeting
of what is, now known as the American Correctional Association. . As a
¢ ,result of ‘that conference and other efforts, the first reformatory
at Elmlra, New York, came into operation late in 1870. It was f0unded
. for the specifjc purpose of segregating and classifying inmates in .
- - order that they might benefit from educational and vocational training
. programs which werg instituted at that time. However, results of these
and most other training experiences have been difficult to assess.

A recent survey by the National Council on Crime and Delinquencz

(Task Force Report, 1967) repor tg some effort at vocational training
. in 70 per cent of the adult institutions. There were 761 vocational
o teachers employed and 893 academic teachers. They estimate 88 per
et . cent of the institutions have some type of academic tralnlng

- Yet, very l|ttTe'scnentlflc*éttentlon has been devoted to the
question of vocational assessment and successful placement of
offenders. The 1967 President's Task Forace Report: Corrections has

. no major heading devoted to such assessment and classification. :
Anderson (1960) in a stidy on '"Wocational Guidance in.a Correctional
Program“, reports the chief criteria for vocational assignment are

. age, securlty needs, and degree of criminality. Vocational training

e -+ . needs have only a slight influence on the choice of institutional

' assignment (Anderson, 1960). Judicial decisions about probatjon or

incarceration, classification decisions for incoming inmates to_
:> correctional institutions, and the parole and release decisions ‘are

. ' haphazard and arbitrary (Kassebaum, 1971}. In short, true/cgcational

’ ' assessment as a guide to rehabilitation training just does not

exist.

»




" programs with any criteria outside the |nst|tut|on. He foupd no:study

ism, and job advancement- to be the key factors - (Brenner, 1970) .

N . ’ -
‘Daniel Glaser, in h|s<§tq;; of “the federal prison system (Glaser, -

<3

-

.o 4

Futther, studies attemptlng ,to develop means of predicting parole
"success'' have largely failed to- yleld useful results. Brenner (1970) .
7

*in an attempt to predict.vocational Success of criminal offenders : -

found very little research reldting |nst|tut|onal practices or

usnng a criteria qther than recidivism and even thatwas rarely studied )
in relation to institutional programs. ) v e . |

i *
-

Brenner attempted Jo study the elements of” vocatuonal success rather

_ than rec¢idivism in ex-offenders. He found- skill’ |n,a55|gned tasks,

relations with supervisor, relatlons Wi th fellow employees, absenteer

LI

1964), found that "learring-a trade or in other ways preparing for a

better job opportunrty out5|de of prison was "the first interest of . :

most inmates of every prison studied" (p. 234). Furthermore, he found '

that 30 per cent of the |ntervuewed success cases (i.e., non- L on .
recidivists) mentioned improved work habits or skills based on their . . K
traiping in the institution. Of those ex-inmates who were successful - '
on parole, 54 per cent stated that they re helped in prison by their .
work supervisor, 14 per cent by the chaplayn, 9 per cent by the warden -

or senior guards, and 4.5 per cént by the chseworker and/or psychia~_

trist. This study indicates that those per onnel who were-directly

involved in work programs apparently spent ghe most time wi th the

inmates, had the potential for a greater p05|t|ve impact, and this, .

coupled with the actual training received, was p rceived by the 3
ex-inmates as aCCOUntlng for their successful t-release from the - \\
prison. ‘ . :

Cleariy, little is known about what contributes to- successful rehabili-

tation or even who is a "successful' parolee. We believe that most . . e
studies and» systems have been overly dominated by trait-oriented ,
psychology. Efforts have been biased toward discovering the special
characteristics or attributes likely to be possessed by those few »
parolees or ‘ex- -offenders who ''succeed! in society. The possibility . ]
of individualized job training and job placement programs have been v

all buttfgnored by judges, prisen officials, psychologists, parole 4(,
ag%nts, and social workers alike.

- - . [
. .

™
V. Summary Comments.

.

Classification. For purposes of this project, classification is .

defined as the process by which inmates are evaluated, programmed,
and *trained for the purpose of makinrg them employahle upon release ) .
from prlson @ < . fr oy o




4' % ,'.: - Q"' ) /v
AssumEtlon A significant factor in parole fallune and/or recidivism

is the inability of the ex-offender to become and/or remain galnfully-
emp]oyed ’ .

.
L3

Problem. Current prabtices in institutions do not enhance and, in
fact, may inhibit training of the offender for the free workd.  There .‘
also appear to .be d|screpanC|es between stated policies or- -mod Is of

" classification and ‘training wnthln the #8titutions.and the. |mplemen~

tation of these models . S . e /1 v

- ’

Scope.. The vagaries of management deficiencies in'pfograms, lack of
a wiable prison philosophy, and related factors are excluded from

.consideration in this report. : |
f.. 1 . LT .‘~
Approach. (1) to enunciate a model classffication system desighed to - .
assess vocational needs and aptitudes, and; (2) to design a mechpnism-
or process for implementing this model. Vo .
& . L

-

B

¥
1

.
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- varied (NCCD Survey, 1967) i

2 session.
_vides the only input.

The NCCD survey clearly sta

1 N =
¢ ‘ - f ’ v . »

) . - ! -
Chapter 2. REVIEW OF ASSHESSMENT.AND SELECTION PRACTICES :

| “ ' !

I. Surveys of Presept Practices. The literature reveals few Tecent
studies of classification prpcedures As stated. earller, in 1965 v
the President's Conmnssnon on Law Enﬂorcement and Administratien o
Justice appointed .the National Council on Crlme and Delinquency (NCCD)

to survey the correctional agenc&es and institutions throughout the

nation. Of 52 jurisdictions selected for intensive study; 47, or 92
per cent, repor ted-.some cIassnflcataon system,' +&. by’ age, sex, and”
custodial requirements. The |nformat|on gathered and utillized, profes- |,

sional. personnel #nvolved, and a]ternatlves considered were extremely

i N /
r - {
‘

Distefano,' et al. (1961) dev;sed and mailed a questlonnalre to all T
state correctlonal agencnes concerning classificdtion-parole ‘organi.za-’
tien. They found,.among other thngs (1) the state parole board

meets at the $tate institution interview each inmate in 93 per cent
of the cases; *ahd (2) 8F per~cent of the states favor |ntegrat|on of _

parole and classnfwcatlon funct ons, at the institutional level.

Glaser -(1964),describes the'tra itional ‘classification meeting as a
commi ttee of several senio offacnals hearing ten to thirty cases at
Each case.is Summarized by the caseworker who often pro-
The cas! worker, in turn, obtains information ’
from an inmate interview and ofher data from an inmate personnel flle
Thus, ‘al though .the caseworker; ay have no direct decision power, the .
subjective impression”he or sle proJecg§ from information gathered may
greatly inflyence subsequept | ecisions (Ihe Effectiveness of a Prison
and Parol€ System, I96h) ¢

+
s a conclus:on shared by many informed
observers. Some classificaffion systems "are exceedlngly sophlstlcatqd,
possess considerable clinichl résources, involve the parttcrpatxon ofgss
key decision makers, offer jobroad alternatives, and pervade the entire
institutional process fromjadhission to, parole. Others do.not amount .
to much'', A common critigism of &ven comparatively.sophisticated
classification programs ig§ that available informatjon is used neither
efficiently nor effectivegly. In fact, various classification/decision .
boards within a single iffstitution often do not share informatron or )
use available ddta let glone among theé varipus facilities that may deal
with the offender thtoughout his/her term.

Thus, although progress is =~ -
being made in some faciflities and some areas of classuf»catxon, ‘the.
entire process still wirrants extensive |mprovement AU .
An Experimental Model/ Under a three year NIMH Grant, Florida State
University has estab/lsheg a program of behavioral research at the
Federal Correctlona ,lnstltut»on in Tallahassek. Among the-projects
reported is a modelJciassvflcatlon and orientation program. During ‘an
\_ -
® 5
L T T
] - - »
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q N v ' o -
) |n|t|al four-week perlod each fnmate. |s adm|n1s;ered a standard bat-

. tery of tests including the MlnneSEtg Multiphasic Personality Inventory

A (required in the Federal prison. system)e a valueg and attitude check « .
© list, the AdJectlve ‘Check List, Revised Beta Intelligence test, the _ 2
Mlnnesota Vocational Interest lnveﬁtqry, the California Personallty ’
. Inventory, the General Aptitude Test Battery, and the Stanford =

. Achievement Tests. These test results along with an individual struc- .
. . tured interview for attitudinal feasures and personal life hlstory are
Y ~ used to complete a claSS|f|cat|qg-summaﬁy (Megaree, et a1., FCI )
) . Research Report, 1971) . « . ,

. = ' s

-

T . The classification comnictee'cémpoéed of a psychologist, classifita-
' ] tion and parole officer, educational representative, and dorm counselor.
vy then uses this classification summary, the Federal Bureau of lnv&sti-
.gation RAP sheet and the presentence |nvest|gat|on report (PSI) to
develop a detailed, individual plan for the inmate. The RAP sheet is
- the FBI fingerprint report and previous criminal -history. The Pre-
dentence Investlgatlon Report is prepared by the probation staff of
. the courts. it attempts to relate.verified information on prior
arrests, employmeht, mi‘litary service, edugation, and- family history
to the subjective elements of the defendant's attitudes, feelings,
- family. background, culture, environmgnt, and grons with which he/she
) assocnates and identifies (U S. Courts, 1965).
the FCI project collects extensive data and ‘hopes to attack such ques-
tions a5 how to select inmates for various eduqatlonal and vocational
programs, work release, etc. : v
¥ Classification innovations. Among sugges ted tlass:flcatlon procedure
improvements from the llterature, the treatment team concept and the -
teception and daagnostnc center notion have beep implemented in several
institutions. wAccordlng to Hagan and Campbell (1968) *'the fuse of
treatment teams in‘'chassification in Federal institutions the most
significant development since inmate classification was first recog-
W " nized 25 years ago". First instituted at the Federal Reformatory at
ad ' "El Reno, Oklahoma, the treatment team concept attempts to selve the »
fractlonallzatlbn of classification decisions by decentralizing insti-
tutional, case management. The team consists of staff persons -
representing different functioms of the' |nst|tut|0nal program:
(1) those who have-continual contact with the inmate: i.e. ,, tustodial
supervisor, caseworker, etc., as well as higher administrators, .
(2) those who serve as decision. makers for each of the caseloads, and
. (3) those who manage inmates' programs_throughout their time of .
' confinement. . ‘ .

' In 1964, the Federal Youth Center at Englewood, Colorado further
- . developed this system by composing staff caseloads according to housing %
areas served by one classification team. Thus, it was possible for the
staff to,develop and continue a viable wgrklng relationship with each,
inmate. [ . * . .

. '\ -
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. s *




" The Federal Correctional Institution ‘at Tallahassee Florida- Fncor-
- - porated features of 'special efficacy': (1) oaseloads‘struc ured
~around. living units;. (2) teams small in slze~and 1jmited t8 ¥ Spe-
. cialists: i.e., a caseworker, aducation staff member, and correc@uonal
s " officer; and .(3) assignment to teams of the full range of ¢ase manage-
ment,responsibilities including discipline. Similar systems are.
reported at Ashlanaq Kentucky; Lampoc, -Galjfornia; Seagoville, Texas;

.

- . Marion, Tllinois; lan, Michigan; and Petersburg, Pennsylvan'ia.
o (Hagan and Campbell, 1968% Glaser, l96h) t . o
h ae o s A

Receptlon and diagnostic centers comprise a second” maJor-unnovatuon in

classification. All convicted offenders are sent to such a center for _

orientagion, study, and classification by a team.of specualusts n

Although various centers differ in evaluation techpiques, staff, and

final decision power, centralized classification does. offer more

. alternatives than the decentrdlized s7$tems for inmate rehabilitation

rograms (Texas, Mears, 1965; Ashland, Kentucky, Eichman, 1969; Kansas,

Cape, 1967). Descriptions of such‘centers are expanded later «in this

+ report as Phase 0ne of the proposed model.

. . » » ‘, 4 * /'
; . . & ¢ . .

I4. Suggested Classification Categories and Research.” Fox, ina ./
statement to ‘the American Correctional Association jp 1970, /sUQ-
gested that present classification procedures operate on two separate
pthosophues (1) segregation of types of offenders; and (2) & con-
cept of -individual treatment (Fox, 1970). Much of the literature
relates to this "concept of typolog:es. .

A .
v

Txgplogucal studies. At the Robert F. Kennedy Youth Center in Morgan- ~
. town, West® Virginia, juveniles are classifiéd into behavioral ¢ate-
gorles as a basis for differential treatment. The con®ptual system
' and assessment techniques as developed by H. D. Quay consist of four
categories labeled BCl, {mmature; BC2, Neurotic; BC3, Psychopathic,
3 and BCh, Subcultural., Each category describes behavior characteris-
* tics and has a set of behavioral objectives. Three instruments, a *
100-item questionnaire completed by the,student, a behavior problem
X k list completed by the Correctional * counselor, and a case his- .-
toag analysis check list completed by the case woiker, serve as the - .
basis for classification. Treatment programs, housing and staff :
assignments are then matched to these four groups (Gerard, 1969). -
The Stonewall Jackson PFOJéQt in North Carollna ut|l|zes Glbbons .
del it uent typologies: (1) predatory-gang delinquent;. (2) casual *
. gang "elinquent; and (3) behavior problenmr delinquent. A check list
. developed from Gibbons' _description of each typology determines basic
classification. On the assumption that the first two types are sub-
Ject to external influence and the third to internal influence, the
first two groyps are treated by group therapy and the third by
individual therapy. A study of post-release results has been

A
. L 4 -

ERIC - o -

Aruitoxt provided by Eic: N .




~ ) < " conducted, but no data were avallable in the report describing this
. project (Adams, 1969) .
~ ; \ " o,
<= The Community Treatment Project (CTP) in California has made ap
extensive effort to apply a typology and differential treatment model
in the rehabilitation of, juvenile delinquents using an Interpersonal
' Maturlty Level (I-level) theory postulating seven stages of person-
ality )ntegratlon This classification model .establishes the
offender's ''typical patterns of adjustfent'. By relating individuals'
. perceptlons of the world, of themselves, and of othérs to thenr
L reactions, to these perceptions, individuals are classified into one
, . of-several patterns of adjustment. »

-

o

[a]

" After extensive discussion of rellablllty data, construct validity,
. and various independent and CTP.research .results, Beker and Heyman
3 - conclude, "CTP tYpOIOQY has' not been shown to be a reliable, valid,
" . effective tool in planning treatment programs for delipquent 3
youngsters'. The authors then call for a continuation of rigorous
research on all correctional programs (Beker, Heyman, 1972).

s ong ¢1965) reports a related classification system at the Oregon
Correctiwnal Institute. '"lnstead of trying gonvey understqnding of
. why the offender has behaved as he had by’TgﬁgT\gf him according to
' type and subtype of personalities, an attempt was\made to describe the
< o oo (offender's capacity for reactlon to any. Human problems at a given

»

. aa—~¢¢:me“ .
R }¢:” However |nstead of categornznng the behavior; this system categorlzes )//
Tl b human problem situations.  The offender ‘is then evaluated and réevalu-

;igg’ ..ated on a quarterly ba5|s in the following areas: .Tﬁ) conflict of

e individual values; hopes, and aspirations$ with society's; (2) confllk;\\ -

v

arising from individual's relations to other people; (3) conflict T
arising from action to obtain material things, status, or security;
.and (4) problems arising from the individual's perception of him/
herself and his/her distortion of this image (Long, 1965).

4 Roebuck, in his book Criminal Typelogy, explores four typological
approaches: legalistic, physical-constitutional-hereditary,
psycholbgical-psychiatric and sociological. He then proposes 2 legal,
psychological-sociological approach empha5|2|ng statistical and '~
qualitattve analyses. Using 400 adult felony offenders he isolated

. . 13 thtlnCt crlmlnal types [i.e., single pattern of armed robbery,

' " doublet pattern of drunkenness and assault, etc}, Roebuck does not
- relate his typology to treatment methods (Roebuck, 1967) .

-

Warren cross-tabulated 16 typological systems.-from a number of clinical

- and research studies. After describing the various approaches and
their. implication for efficiency of management practices and effective .

o . ' . ’
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‘and Payne, 1968) .o

3.
i

treatment strategles, she comBuned them into six bands or offender sub-
types: ’asoclal confordist, ant|sQC|aI-man|puIator, neurotic, sub-
cul tural |dent|f|er, an ituational offender (Warren, 1971).

’

. Gibson apd Payne (1968)''discuss the entire area of personality and

'classification in criminal corrections. After describing several
psychological typologies, they conclude that a System introduced by
Havighurst and Tallab is the most applicable. This typology desig-
nates the follawing categorieshpf person "types': the self-directed
person, the adaptive person, the submissive person, the unadjusted
person,* the defiant person, and mixed type. The authors further con-
clude that '‘correctidns. systems in America are operated as if all
personalities were of ore type, or with the purpose of convert|ng all

types*into a single type" -

Gibson and Payne furthen contend that the modern prison system attempts
to convert all personality types into submissives. The submissive
person is one who will not imitiate action, waits for others to take
the lead, never shows signs of [oveet.physical aggression, and rarely,
of overt verbal aggresS|on] He lives by authority. They further
contend that personallty types cannot be codverted, that such attempts
result in failure, and that "co%recflon systems must reorient them-
selve’s to work with, rathér thge against the principlgs of personality
consistency and coherence and- asgyst procedures accordingly' (Gibson

¢ R -

As can be concluded from these few examples, a pletﬁora of typological
classification ai:tems for. offenders exists. Yet few have made any
effort to validate themselves or-evén&t empted any semblance of
rigorous- emp|r|cal definitions and test:ng : -
Research Pro;ects The Federal Correctlonal lostitution at Tallahassee
seems to have conducted the most comprehenslve classification research
reported, as described below. : . .

Bartlett, et al. developed a Commuhlty Adaptatlon Schedule to evaluate
communltygpental health interventions,; to identify populations [at
riskl}, and*to assess the effect of clinical interventions. The 217-
item Likert scale questionnaire requires subjects'to respond to items
relating to work, family, social, .and professional communities. The
instrument failed, “however, to distinguish federal prisoners from a
group of nonprisoners attending a vocational-technical school
(Bartlett, et al. 1970) \
Wheeler and Megargee collected data ‘from 678 federal youthful offenders
n*MMPl (Mi .qnesota Mul tiphasic Personallty Inventory) scales. Compared
tola refefence group of 198 married midwestern men tested about 1930,
the prisonefs scored s:gnlflcantly higher on scales which indicate
mare psychopathology, greater antnsoclal tendenC|es, less internal
control, .and less résponsibility.

>
>
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11, Summary Comments. . .

14 .

. The entire class1frcat|on field is continually plagued by (1) a con-
flict of institutional goals--rehabilitation versus punishment,-and”
(2) the onfllcttng needs of institutions and inmates (Handbook,
1947) . is was stated 27 years ago and, unfortunately, still seems
.to summar i ‘the present state of clasS|f|cat|on

. As sStated by\the Joint Commission on Correctional Manpower and
Training, "Clessification methods are badly needed to provide a
logical basis\for differential- programs of treating offenders',

along with reldvant criteria to evaluate pregéams, dncludinga .

Q
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"detailed anaf‘sls of kinds of behavior change that are desired,
development of procedures "to measure such change, and a carefut,
long-term follow-up of offenders who have gone through the program“
(Correctional Briefings, 8). 5
The APA Classlflcatlon Commi ttee has stated,,also in 1947, that "too
often classification ends in djagnostics'. (American Prison Associ-
ation; Handbook, 1947). They further suggested individualized treats
ment plans with-more empha5|s on tra|n|ng needs of the offender.
4

. Most¢typoldg|cal sys tems now employed Nack any semblance of rlgorous
validation or evaluation research. Those which have attempted it are
plagued by criterion definition problems, sampling problems,
unvalidated theoretical assumptions,. and negative results.

. \ : : s

IV. Commentary. Besides the class|f|cat|on problems as described in

the"literature review above, our criminologist consultants have ,
contributed several pertinent observations in the following commentary.
As Ray Page, former warden qf the Oklahoma State Penltentlary, once
said, "If 25 percent less of the inmates came back, we could not run/
the prison''. Nearly all correctional administrators will admit pri~
vately and many will admit publicly that the first cqonsideration for "
inmate placement within the institution is to meet the meeds of the
facility. With this heavy reliance upon the.inmate population for
routine operation and-m&dintenarce of the institution blocking effective
inmate treatment, it is no wonder that sophisticated classification
systems fall short of assuring proper evaluation and/or placement of
offenders in V|able training expefiences.

-

Second, aﬁ archaic system of .custody traditions preciudes many inmates
from training programs. Insistence upon placing all new prisoners in
maximum custody prevents many offenders from such training simply
because of\ their high custedy level.: Within the range of options

'avallable to the warden after custodfal considerdtions are taken into

account, it.is the universal 3F%ct|ce to place the skllled or

~
-

-
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senf] - skllled inmates into areas which benefxg%the prison operatlon.

Conseyguently it is pf, lltt]e moment to boast,of a comprehensive evalu-
, ation and diagnos tic prOcess if, in effect,,wﬁat process is‘neutralized
. by the needs of- the institution. ; ,

,«.

). ~

' " Finally, there is often a dlsparlty betweenkthose who evaluate inmates . *
and those who fun institdtions. It is not uncommon for the pure
'social scjentist'' to render an evaluation baSed upon questionable
. data by\a me thod which does not necessarlly .hsure objectivity and .
L} then prdteed to recommend a treatment program'which may not even exist, o
in the Fecenvnng institutiopn. Furthermore,,it seems ithat.a‘'single g
mln&éé objective of establishing.a model clasélflcatlon system that
pldees inmates iatQ a relevant training progﬁam which, upon release, .
o will assdre society o?m?hel““ﬁct'connng—+ﬂ46~£urther coatact wnth.the..-,,» s
law, must be based, upon a host of aSSumptxons;A

1. That educatlon and vocational tralny g are a cure for crimi-
nality. Although empirical eyldenceOdoes demonstrate a .
) correlation petween lack of traln:ngfand occupational drive,
a causal sequence has not been proven,. Prison reformers
. have for decades focused on new programs but none of these
programs follow the ®bcational patterhs‘bf ""trained"
offenders after release. , SR
s {.J . )
{ 2. That effective methods to asSess and évaluate offenders ‘both
educationally and vocationally do ex¥st; that these tools
. .. have been validated; that they wnlljﬁe administered under.
. - appropriate conditions; that the scopsng and interpretation
~ "of the data will be handled in a cofigistent and professional
manner; that diagnoses and recomnendallons produced will be .
unders tood by |nst|tutlonal offlClaL&. .

.
s
£ I . Id
. .

. 3. That a variety of treatment programs~are avallable to the N
institution and that the staff will® apt upon recommendations
produced; that_ the requ15|tes of cus;ody and institutional
majntenance will not inhibit the treatment program; that
there will be adequate facillities ﬁérnplacement of inmates

.in a specified program; and that there will be no inter- .
! ’ . vening variahles throughout the |nmate s prison career which
will result in a- change -of nteresté“ ejection from the

program, or failure in. some other ma'ner ' .
. “ \ 'f -
< 4, That the equipment and traln'ng at tﬁe prison are contem- :

. p6rary in nature and equivalent to,apprentlceshlp in the
free worlds that the staff are trained;- that the |nmate will
be released upon termination |of hi raining program;’ that
the laws in the free world do not pneclude bis practncsng

"~ +his skills learned at «the pri ; he w111 in fact,

- o -

- .
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be abfé to obtaun a position before or soan after [he is
released from prison; that he will be granted paro]e upon
«completion of his program; ‘that restrictive laws and’ cove- .
nants will not interfere with his freedom of employment ‘in
the free world; that his parole supervisor will assist and
not intimidate him; -and that the Iarger socnety is willing
to fofgive and forget . -

*

-

The things thht .could go wrong wuth such assumptlons appear leglon"
We have not evgq brought into considetation the punitiveness, arbi-
trariness oF dépressive milieu of the prison environment. Any one of

a ﬁUmﬁET—Uf—ETTtTtaf—VaTTE‘*es Couid interrupt and cxvert the inmate
in the process and,xeturn him/her to a higher custody claSS|f|cat|on

or to some other meﬁlal task WIthln the |nst|tut|on

The forego?;g treatlse is not stated for the purpose of verbalizing

pessimism or cynicism, but, in fact, a reallst1c statement of the situ-

ation as it exists in American correctdons today. To deny the exis- ..
tence of these factors does little to contribute to the understandrng

. of the cemplexities of the problem of prison training.- They alsé
‘buttress the notion tHat an improved classifi¢ation process will be ;
helpful in genuinely "rehabilitating'' of fenders, but many other actions
must also be taken to improve the Ilkellhood of ultlmate occupatlona]
adJustment . . - N

-

4 “ =

Being cognlzant of the actual disparity between ‘''what should be'" and
"what is', at this time we would like to move into an assessment of
.the classification process as observed in the course of this study.

s
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- Chapter_ 3. "INSTITUTIONAL SITE VISITS

""Through its diagnostic and coordihating functions, classification not
only contributes to ‘the objective of rehabllltatlon, but also to

cus tody, d|5¢|pl|ne,.work assignments, office or inmate morale, and
the effective use of training oppbrtunatles " (ACA Manual, p. 365)
Thus the stated objectives of classification are to systematize - .
coordlnatlon of resources and information Félatlve to the inmate, *

from commitment tq the institution until dAgghaLgfgfzom;P,.v.v AS :
the J5E¥+eﬁﬁr€crret110nar*Assoc:at|on~deflnes it, .this process_is

"'neither specific training nor general treatment, but rather thk

process through which the resources of the correctlonal institu’

°

tion .
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can be appl|ed effectively to the individual case." (ACA Manual,

p. 353)

.

- ~w
‘

I. Selected Institutions.. In order to familiarize ourselves with
assessment and class:flcatlon procedures as théy_a |mplemented,
we conducted site-visits to fourteen correctlonalFFQC|?eties Under
consultation with representa&nves of the American*{orfectional Associa-
tion, the National Council on'Crime and Delinquency 'thé Federal
Bureau of Prisons, &nd the Department of Labor, we selected the
|nst|tut|ons-l|sted below. Selection crlterla included custody levels,
geographtcal‘locatlon, available programs,“size, age, range and'sex of
&:e inmate populations, and centralized vs. decentralized instituti

e did not attempt a random sample but chose institutions to nepresent
a\wide variety of correctional facilities in the United States.
[ =5 . [ ~
A ﬁpam of psychologists and criminologists spent two or three days
égch facility. We attempted to talk with all persons who play key
rqle .in the classification process and pald particular attention to
decis\ions relevant to vocatiopal training and work placement. Such
representatives included admlnlstrators, caseworkers, educational and

Vocatignal personnel, prison industry directors and a few inmates. ‘0
We also attended at least one c]a55|f|catmon meeting at each institution.
Finally, we reviewed relevant materials such as published rules and .

fegulatlons on the subject of inmate classification, reports or regula-
‘tjons on testing procedures, copies of. forms and files relating“to
inmate classification or reclassification and other published materials
chcernlng classification, educatlén, and .vocational programs.

Below are listed these fourteen facnl(tres: - -, ot
Date tnstitution . ' " . =
- s «
10/15/72 State Reformatory for Men; St. Cloud, Minnescta
10/30/72 Minnesota Correctional Institute for WOmen, Shakopee,
) Minnesota . . . .
. ‘. K>S
7 ’ - . l
25 :
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1 11/10/72. Washlngton State Penltentlary,aWalla Walla, Washington -
) 2/8/73 United States Penitentiary; Leavegworth, Kahsas .
‘ 2/Y2/73 * » Draper Correctional Cénter; Elmore, Alabama .
2/14/73 - Apalachea Correctional lnstltutlon, Chattahpochee, N
' Florida :
K 2/21/73 California lpstitution_for Men; Chino, Callfornua
. 2/23/73 . California Institution for Women; Frontera, California
3/8/73 Wisconsin Correctional Institute; Fox Lake, Wisconsin
. _3/22/73 Robert . Kennedy” Youth €Center; MorgantOWn, West, -
\I!rnfn-a —— 0 j ,
Reception and Diagnostic Cénters ‘ . '»t? )
. - . I's
Date . Institution” . . Lo
11/8/73 *  Washington Cornéction Center, Shelton, Washington
2/7/73 Kansa$ State Receptlon and Diagnostic Center,. Topeka
L . Kansas® . '
“2/23/73 . Reception and Guidance Center for WOmen, Frontera, -
-, : v California; «
-~ 3/9/73 Wisconsin Assessment and Evaluation Center, Waupan, . .
) ' Wisconsin ST
' We selected the w;sconsln Correctlonal Instltute for conductung an
audit of inmate occupational skills dand interests. The results of
* this audit are contained in Appendix A, along with the site vnth guide .
used in visiting all !hstgﬁutlons. : . . ' L
. - .. o . . \ . , '
. 11 The Classification Process as Observed. Our purpose was to
’ acquaint. ourselves with c]asslflcatlon ‘as it--happens. We were ng} .
evaluating particular rnstltutcons and'lnstitutlons were not selecte ,
. for nor sampled from on .any eva1uat|ve criteria. Our'reactions are
obviously not the result of a\hlgh]y rﬂgo‘Bus and systematic evglua- "’
tion, since our purpose was.one of acquainting ourselves with class- ..
flcaﬁion,procedures However, the deskgn of our assessment and’ ) -
' classlflcatlon process: was based partly on our knowledde.of the system
““as it.presently operates. Ther fore, we are describing our reactions
. to cla55|F|cat|on procedures obs rved in relation tofthe Mideall'--
. the Manual of Correctional Standards (AGA, .1964) . . Spécuflc institu-
-+« - tions have beemcitdd to illustrate several points, but the g¢omment s
shopld not be |nterprete3 as an oVeralI evaluatron of «that. faC|I|ty
N - . \ . ~ Lo N
- .. N Recegtton Program: . ,\1 . ..
SN rooh s L . N
L , “No time may be more important to“the prisoner, in y . ‘
_ " iy determining his later attitudes and patterns of’ behay}or,_ e
- _ gthan when he enter§ the institution. To the man who has * ‘' "'
v ¥ . . ’ ’ ) ‘.t‘g?':
, . :‘ e ; K b2
: . , . ¥ R
‘ - P 76’ , ;
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‘% . been coaflned prevuously, his past |nst|tutTonal o
£ expernence% may have established uncooperati . T P
. ‘2  @ttitudes which must be changed before he wi I T
R attegt assistance or enter into a constructive - .
b .. program. There is a great need for a well-organized '
J 2\— "= _ activity program dur, |ng the reception period.'
' N - (ACA Manual, P 35#4‘ o
:E; - ’ . - e
g "7 EQEEEQ}__ One of the difficulties inherent in a reception center is

-

1A

¢

.: becomnng ad}usted is"the reception and diagnostic center, not the

‘i thét it is important for the inmate to become ,adjusted to-the '

institution but the fact remains that the |nst|tut|on to wﬂvcﬁ‘ﬁe i‘s

; |nSt|tutioq in which he is being placed. In several |nst|%ut|ons,
o= Wwe found tha

5 t inmates were at a reception and diagnostic center for a
271
3 consxderable/ﬁc.lod of time. For example, about the time the inmates‘
became adjusted to the Shelton Center, they were transferred to
. another |nst|tut|on, which meant a double adjustment period# Although

we favor such a center, recognition of the double adjustment period

-
must be péart of,L:e design of our assessment and classification process.

- - e

.
s

BN, i P

During the orientation phase, inmates

in most 6bserved Lnstitutions
 are held in maximum custody. :

‘Many of= the states observed hid a reception and dsagnostlc center ’

separate from the institution. The main purpose e reception. '

*‘and dlagnostlc center (RDC) are; 1) to collect gs gloal evalua- h

tions of the inmate to determine his potentlal fdr trannxng at the =
stitution; and, 2) to determine that institution in the state to

which the inmate will go. We have made no distinction between the

o
processes occurring at a reception and diagnostic c#hter and those °
occurring at the |nst|tut|on itself. '

.
e e L

. rn -

’There are advantages and d|sadvantages to separating the RDC from the,
prlson |Ts§lf "In Shelton, Washington, for example, the RDC is part
of"a tratnlhglpenter The warden.of the RDC is ‘also the warden of

(Lbe training cénter., Althoughssteps have been taken to eliminate the

éfipossnblllty’that tﬂe warden of the training center can refuse |nmate§

from the RDC at his whim, dur obseprvers at that institution noted that
it is possiple for him to select the inmates who will go to the train-

ing center. This process has the potential for bias, since the warden
‘ or his staff can select offenders who have particular talents that can
be used for institutional convenience rather than the offenders' best
- interests. Therefore, states which haVe centralized RPC,s under the ,
1<w admlnxstrative direction of asmain institution warden. mnght best °
. %" locate them apart from the main |nst|Qut|on~-at least in terms of
#* reporting relationships. : - _
. . ,']’ L. ) - i L4
A
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¢ .
It was apparent both in Kansas and Shelton, Washington that there
] . is surprisingly little consultation with the inmate during this
s entire reception period. |f one excludes the time he is actually
. being tested and evaluated, there is very little contact with staff..

-
- -

.’ In contrast, the military prisoners at Fort Leavenworth appeared to: i
. have the best orientation plan that was observed. 0ne~aspect of thL?‘ .
" orientation which appedrs to be quite good was the Fact that' the
inmate is shgwn slides of the institution, given materials that deal
with all. the policies at the institytion, is taken on a guided tour

' ) of the entire institution, and is allowed to see the kinds of work
" programs that are in operation. 2
. . . . B PIas. . s
o _ On the other hand, at Shelton, the inmate is handed a ten-page
, questionnaire on his first or second day of aErival, whick he is to
complete and return to ‘the case worker, who uses this as the basis fqr
\ later programming. . :

There are some institutions which |nvolve the inmate in the orientation
process. Historically, this has been done in some instances with only
the inmates providing the orientation. The closest thing observed to
. % inmate involvement in orientation in the course of this study was
orientation by the inmates of the resident dorm counéil in Walla Walla,
in addition to the official formal orientation. By and large, however,
Ty i'nmates are excluded from the orientationa process; that is, the inmates
© - who now exist in the institution are excluded from providing their input
* < to the new inmates.

' During the orientation ‘period, inmates may be assigned to initial work
assignments or they may remain idlé. At some institutions, the work
assignment is said to be along the lines of the inmate's preference,
as,.for example, at Shakopee, Minnesota. However, initial job assign-

' © ments were found to be more |n line with inssitutional malntenance needs

. than inmates' preferences. A
As far as getting inmates involved in activities or programs, the .
. " .reception period is surprisingly ''dead tuﬁe” for the inmates .
‘ -

At the Draper Institution in Florida, inmates are not assigned to\an
initial work program. Af. the reception and diagnostic center in

Shel ton, the inmates neither work nor are they involved in recreational
.activities. The orientation period is, ‘therefore’, dead time for these

) e inmates. |In contrast, the inmates at the Morgantown, West Virginia - |
Youth Center are involved in learning about the token economy and the
) ., programg of thé institution during orientation. ‘ 6
“ " -
. k) v . .
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-B. -Admissions Summary: ._ . ,

A diagnostic summary, including legal aspects, gglor history,
social history, physical copdition, vocational interests,
educatlonaJ status, reluglohs interests, recreational
interests, psychological. behavior, and initial reactlon JSo
group therapy (ACA Manual p. 356). .

Procedures varied widely from institution to institution. At the Kansas
reception and diagnostic center, the primary focus was on psychological

variables. Assessing the efficacy of the evaluation instruments, their

administration, or interpretation, were considered beyond the scope .

of this project.

In those states visited which had a sophisticated probation service,
the inmates arrived at the institution with a pre-sentence investigation
report. This report was generally considered by staff to be of consider=
able valie in making an initial tentative evaluation of the |nmate for

custody and treatment: program purposes. o .
At CHino the |nvest|gator reported that about half of the testing © o, )
results accumulated in the evaluation process were never thereafter >

referred to by the classification team. This procedure‘calls into
question the purpose of*administering the tests.

From state to sxate, the extensive testing done during orientation
varied from a comprehensive battery of psychological tests, such as

those used

in Florida and California,

to a single 1Q test such as

that used in Alabama.

Very rarely are work sample technnques, such

as that used at Wisconsin, used to assess the inmates'

abiltities and ”~

£l

<" skills.. . . -

. There may not be a relationship between the tests used and the
purposes of testing. For example, in Alabama the only test given is
an intelligence test. Following the or:entatlon phase, every able-
bodied inmate works on the farm.
C. Records Office: _ _. , - A
YUnder no circumstances should inmates have, access to these .
case records or to'parole records' (ACA Manual, p. 357).
-« . A o . e
Comment: Probably one of the more ';sophisticated evaluation systems was
observed at the Shelton reception and diagnostic center in the State of
Washington. However, the efficacy of that system was jeopardized by the
fact that wnth the exception of psycholog:cal testnng;’many tests were
scered and evaluated by other inmates in the institution. |t was also
observed that the inmates actually handled other inmates' records and
. files, : ‘ .

.
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D. lInstitutional Cladsification Committee:

s . e - - .

.composed of those staff members who most represent the
dlagnostlc treatment and security responsibilities of the

.

. institution." . ‘ “

‘'The trend is toward smaller committees for clasﬁifitation h

.
3

"The |nst;tutuonal supervisor of classification is responssdble

. - for the development of procedures which will permit smooth and
. efficient operation of the program.' {ACA Manual, p. 352 and
359). _ - -
Comment: ~ |t was observed that there are usually three'Votinq members of

a classificatidn team. These members follow the ‘ACA standard, but vary
slightly from state to state, including perhaps the educatlonal director,
as at Walla Walla, Washington, or the superintendent of industries and '
food administration, as at Frontera, California. The military classifica-
tion team similarly follows the ACA standard. s

Variations from the ACA standard do, of course occur. At the Kansas
reception and diagnostic center, the psychiatrist, for all practical
purposes, governs the classification team. The emphasis in Kansas is

on a psychological orientation. In a Wisconsin institution, the school
principal seems to be the most important person on the classification

team. Initial classification at Shakopee, Minnesota, is accomplished
|nd|V|duaI]y by the warden and not a classification team. :

I nput |s‘requested from custody, treatment, and training areas ia order -
to determing what is best for the..inmate. However, where there is
conflict between custody and treatment representatives,fin determining

a treatment program, custody considerations take priority. The supremacy
of the custody point of view is uniformly strong, but oftentimes the
close custody Speleled by classification compittees can be justified
only by adherence to state regulations rathemg!han what is best for the
inmate.

"
’

One of the better and more realistic systems of evaluatjon seems to be
that in Florida, insofar as being compatible with release from the .
institution. For example, the employment service in the state of Florida
has assessed the employment needs by county and other geographlcal
districts. This information is provided to the institution and then;

at least theoretically, the institution - is able to train inmates in

those skills for which certain counties may be deficient. Thus, one
would have a training program which realistically contributes to the
‘needs of the free world .community and eliminates the difficulty of

training a man for a program which does not exist. VI 4
~ - ’
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The other extreme is exemplified in Shelton, where. the RDC claSS|f|cat|on
team recommends an |nmate for a nonexistent training program with full
knowledge that the training program is nonexistent. Such reéommendatlons
.are made to stimulate development of appropriate trdining programs,

and thus could $erve a useful purpose. Unfortunately,. we were unable

td discover that subsequent -institutions made any use of them other than

ridiculing the initial commlttee for making the® recommendatlon.

In Fox Lake Wisconsin, in‘order to supposedly avoid recomnending
inmates from the RBC for nonexistenf programs, the institution uses
a telet}pe communications network and tries to follow the inmate! s
progress closely through his.prison program.

-

In terms of committee size, our feeling was’that there are’ too many
members. The inefficiencies.resulting from having six or eight persons
sitting through such meetings can be justified only by the diffusing of
responsibility that-thus results, Perhaps.thesbest results would be
achieved by a well-informed committee feeling a heavy sense of
responsibility‘-a custody representative, a treatment representative,
and the Ttnmate's case worker*-all backed by succinct reports summar|2|ﬁg
the best data avallable both from th& point of view of a treatment
pfogram and from the custody perspective.

) .

E. lnitial Classification Meetidg: ' B

"The initial classification meeting occurs shortly after
an inmate's assignment to an institution. The purpose ...
-is to develop a program for and with the inmate which will
be realistically.directed toward his rehabilitation."

(ACA Manual, p. 359)..

"The |nmdte should partncnpate in the plannlng of His.
program.'

. -

At the meeting, the inmate should be ”free,to express his frank oplnlon
of, the values of the proposed program as he views it." .- .

Commnttee functions are to: (l) assign-the inmate Jo a.suitable 2

2institution; (2) determine custody grade; (3) make work assignments;

(4) determine.a realistic academic program which is coordinated with
the rest of the program, especnally work and vocatlona] a55|gnments

The length of time. lapsed prior._to the inmate's méetlng with the initial
ctassification conmittee varies across-states. For example, inmates in
Alabama see the classification comiittee the day after arrival. Inmates .
at Chino, California and Fox Lake, Wisconsin appear before the committee
within twd‘weeks of incarceration. On the other hand, inmates at
Shakopee see the commlttee four months after incarceration.

» \
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The most efficient institution for quickly arranging. for the inmate

to appear before the classification board was the DlSCllenary

Barracks (''DB"). For short-termers, the inmates appear before the ~
comm:ttee on the Friday foflowung his commltzgnt to the institution.
Therefore, the longest period of time that an inmate must wait for
appearance before the board is four days. For Ionq-term offenders, the
inmate might have to wait two week§ before coming before the
classification team. > .

-

The duration of the Walla Walla classification meetings was anywhere <
from two to three minutes per inmate. Meetings generally ,lasted from

five to ten minutes at Frontera, to two hours per inmate at the Kansas
reception and diagnostic center. Most of the meetings observed Iasted

) approximately 20 to 30 minutes per inmate.

There was a wide disparity in the methods by which the classification
team reached their decision. At Fort Leavenworth, the inmate is involved
in the planning process from the beginAing and |s actually involwed

with case workers prior to the classification meeting. At the classi- .-
flca$|on meeting, he presents his recommendations and for the first

time the team meets coIIectlver to make the decision.

In contrast, lnstltutlons such as Chino, Caiifornla, dISCuSS the case
before the inmate is brought in. The inmate. sits in"the hall whtle a
consensus strategy is decided, off, the record as it weres When he is
brought into the meeting, the inmate is usually interrogated randomly
by members of the committee. Typlcally the chairmdfi announces ®he
‘tentative decision of the commi ttee and seeks reactions from the
offender. . Usually, the offender has very little to say, giving the
outsider a feeling that genuine participation in the decision-making

" process is lacking, even though the of fender usuallm~'a§ the opportunity

to speak out if he has the will and verbal ability.

The third method observed was that of the inmate working out his
program with his case worker. The case worker presents the material
and recommendations to the classification team, whith for all practical
purposes ‘rubber stamps the case worker's recommendation.. If this
recommendatlon is not approved, then it is referred to the case worker,
who works out an alternatlve plan wnth the inmate. ‘

The fourth method gbserved was the other extreme of the continuum,,
at Shakopee, Minnesota, where the inmate never appears before tHe
classification committee at all. .

Al though the ACA standards suggest that the inmate should feel free

to express his frank opinion, whatever the type of procedure followed,
this practice was rarely observed. At the Kansas reception and
diagnostic center, for example, the presence of a large number of female
observers probably iphibited the inmate's remarks, since his crime had

.~
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een rape of ‘a child. In Alabama, the |nmate s expression of his opin-
ions are irrelevant to the process of classiflcatlon,.5|nce if he is
physically able, he will always work on the prison farm. At the
Kennedy Youth Center in MQrggntown, it was observed that the inmate's
freedom of expression was negatively reinforced by remarks from the
staff members at the meeting. v

s =

As alluded to previously, the case files which are the end product of
the evaluation effort are so extensive.that it is impossible to read. °
them during the hearing. It is equally obvious that in no case' has an§
member of the team read the report prior to the hearing, with the
possib:e,exception of the case worker who prepared it for the board.

To add: to the cumbersome file of the inmate, for example,-at the
Kennedy Yquth Center in Morgantown all .classification meetings are
taped, then typed and placed in the folder for reference. .
The edﬂ result of the accumulation and reproduction of this material
may, in fact, be dysfunctional to the stated objective; that is, there
may be such a wealth of information that it is not possible to digest
it all. |t was observed in most institutions that there is a case work
summary, which is about one or two pages, and is read at the tlme of
the meeting, just prior to the inmate's entrance.

. -

The inmate's |nvolvément in planning his own program varies across
stafes, as suggested previously. The newest trend toward inmate
involvement is the contfact programming system observed in both Minne-
sota (Shakopee and St. Cloud) and Fox Lake {Wisconsin). The essence of
this systemris that the inmate along with a responsible staff member
would negotiate a '‘contract! which would set forth the program guide-
lines which both the institution and the inmate are required to follow.
The rationale is-that if the inmate is involved in determining his
destiny within the institution, he will have a more vested interest in
his program and will be more likely to be 'rehabilitated'.. Unfortu-+
nately, the inmate's involvement is minimal. ’
The system neither increases the availability of resources for his use,
nor atlows him to make any extraordinary choices for his program. The
effectiveness, of this program is, therefore, somewhat questionable,

“The |nvest|gators in Wisconsin report that the research pilot project

will' investigate the effectiveness of thé program.

One of the primary difficulties facing the classification team4s
balancing the institutional needs against the inmate's needs.

As an off'C|aI at .the United States Penltentlary at Leavenworth stated
""The primary criteria of classification is to geet the needs of thew
institution at "this point'', At Shakopee, Inltméi job assignments are
said to be made on the basis of inmates' interests 'within the. Jimits
of’ jobsravailable. lnitial job assignments typically include .primarily
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B institutional malntenance, such as the sewing room, the laundry, and
' the food service. For example, in Alabama, .after a rather exotic
classification procedure is followed, the inmate, if he is physically ,
able, is assigned to the minimum custody farm. Thus, it makes no.
difference whether or not there is a classification workup on him. The
. only requisite needed in Alabama apparently, then, would be the medical-
examination. The medical’ exam is done by an unlicensed phyS|C|an
) because at the time of this writing the federal courts have ruled the
) medical services in the Alabama prison system to be unconstitutional
_) K and all of the medical persannel have either been released ‘or have
3 ) resigned. As a lijeutenant at Walla Walla institution said, A man goes
) + where he is needed"”. It appeared to be the general rule rather than
. the exception that the inmate would be placed in that actrvnty which.
. i best met the needs of the institution.

The most comprehensive classification system observed was that of the
military prison at Fort Leavenworth. .The classification board there
considers the possibilicy of clemency (pardon), parole, custody, res-
tofation to duty, assignments, and transfers to other institutions,

- such as a federal prison or to the training facility at Fort Riley. It -
appcared that this is the only institution visited which approaches the
depth and breadth advocated in the ACA standards. .

W

wat

In attempting to determine whether initial classification decisions are

’ e . made to suit institutional needs or-the offender's needs, it's often ) -

. ‘difficult to make that judgmeht because in some institutions, such as

e Walla Walla, maintenance activities at_the institution are classified

’ . as training. Therefore, if a casual observer looks at the results of

. » .the initial classification meeting, it would appear that the inmate were,
‘ in fact, assigned to a training program. However, such is not the case

. in many institutions, whére the-inmate is assigned to a task which pri-

’ marily keeps the institution running rather than- providing training.

e

With the possible exception of the military training programs, there
seemed to be no hard evidence available in any institution.visited that
there was a relatlonahlp, either positive or negatlve, between the work

\

that the inmate does "in the institution and hiis successful employment *
when he is released from the institution. Furthermore, there was only

. one state, California, which had made any effort to determine whether

; there was such a relationship, In this case, less than five percent of |
the inmates released from the institutions were in the same job-for N

, which they were trained one year after release, according to a prison
-official.

. At Walla Walla, there was an indication that there had been at least a
- ) partial follow-up evaluation at one time. There was an effort to
determine how many inmates released from the computer program actually
were employed in that field of endeavor upon release. According to the o //
educational supervisor, a follow-up study done by the institution at

[y
-
.
-
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- one time indicated at least 80 per ceat of the inmates who had com-
. pleted the program were placed and earning their living in data pro-
cessing after release. Unfortunately; this program was dlscontlnued L

at the institution for reasons which were somewhat unclear. -

F. Reclassification:

'"Because human personality is dynamic.and changing,
reclassification is necessary to guarantee that there
will be neither forgotten men in prison nor into ‘'dead-
end' placements.' (ACA Manual, pg. 362).

‘While mos t of the-institutions have a-system for reclassification,

there is a wide disparity in implemenfation. The reclassification pra-

cedures in these institutions are identical to the original classifi-

cation procedure. Only at Fort Leavemaworth was reclassification

routinely required to make sure that the-inmate's case was reviewed
¢, frequently in.all aspects. : ) 0T

- . " . ¥ .

The Disciplinary Barracks is structured in such a way'that the inmate
has input throughout the various steps in the process.. #It appears
virtually impossible for an inmate to be prevented from working in the
assignment which he chooses at the indtitution, because there is .
reclassification every 90 days and the inmate can request transfer to - -
another work assignment as many times as appears feasible. On the
other hand, at Shakopee inmates must wiork at their initial job assign-
ment for '"awhile'" before they may request reclassification to a more

palatable as&ignment. .

- .
In most’ institutions, it appeared that the reclassification requests
were initiated with the inmate. In seme tases,- a<program change could

be recormended and requested by the case supervisor or by the inmate

for a special reason, such as the inmate"s family problems, or the

inmate being near death, as at Shakopee. .

In Florida, the reclassification is said\ to occur six months after the =
<initial classification and at the inmate®s request.

In reclassifying inmates at, Chino, California, great consideration is |
given to the inmate’s score on.the '"escape proneness scale'. |If this |
score is sufficiently hlgh he will nqt be considered for a lower cus-
tody grade. -

- : G. Classification Procedures Immediately Prior to Parole
or Release:

- "Just prior. to an inmate's appearance before the parole
authority, a progress report should be prepared ... (and)
. ... the relevant.parts of ‘the cumulative case history are
-, sent to those actively supervising the inmate on parole."

»

o - . . - .
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. . "Thé need is apparent for continuity of the treatment

™ program which has been started in the institution. The
classification material should be available to the

- pacole officer, who should use it as basic data for

. planning his supervision of the inmate in the comnunity."

'"when men violate their parole and are returned to prison,
the institution officials should receive adequate informa-
- tion about their attitudes and behavior in the community."

|
}
|
. g
- . "Reports of the field parole agents and their statements |
: N about the man's parola violation become part of the man's |
cumulative case recordy The readmission summany ... might
draw heavily on these reports in evolving plans for the
‘ : new institutional proggam for the parole violator.' (ACA
. Manual; pg. 363-365). . . i
L2 |
. Comment: -Most of the institutions observed conduct a reclassification
meeting either one month prior to meeting the parole board (e.g.,
* Shakopee) or three months prior to the parole board (e.g., Chino,
California).
o The purpose of this meeting is to determlne a progress report of the
. individual so that the classification committee may make recommendations |
to the parole board for either the contlnuance of the indiwidual or his .
release. . In Walla Walla, Washington, a parole plan is worked out |
between the inmate and the head of treatment before the inmate sees the
“ . °  parole board. . g .

-~ EXY
.
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I1l. Conclusions Relevant to an Assessment and €lassification Model

1. 1n our experience, classification comnittees- have dealt only with
custody classifications or have given only sppradlc, haphazard
attention to vocational classification.

2. Because of lack of expertise and fack of confidence in psychologi-
cal tools presently available, occupational classification deci-
sions aré¢ most often made on the basis of offenders’' past jobs or
present statements of intent/interest, as reported by ‘case workers
to the classification conmittee. Unfortunately, both past jobs

-, and present intent or interest are based on an |nmate‘s inadequate

. knowledge of self and inadequate knowledge of the work\‘world

Better methods of prOV|d1ng such knowledge are needed if, “there is

to be an improvement in occupational classifications. «. )

1

K

[ Y X

., }. The u5ual data available far-assisting offenders in making‘,
decisions--test data-~-is viewed with great suspicion or apadhy by
offenders themselves and, especially, by institutional staffl They

.




L

Q

ERIC

Aruitoxt provided by Eic:

12.

largely by persons

| : 29, .
[ - e [

. tend to use the data haphazardly, partly becduse of leck of know-

ledge about the tests and partly because of zlack of confidence in
their validity--since the tests were adm|n|siered too early in

_the offender's sentence. 1 i

: ~ ., .
| F{ .
There is typigcdlly a wealth of background in brmation gyailable on
each inmate, and often éxtensive p chologlcal tests and- profes-
sional reports. However, there i% usually not much’ emphasis on
diagnosing ideal occupational flacement and f£raining,
. ¢ . } RSt

proach to synthesizing data-relevant\to
ecisions. Thus, such decisions are mad

ith minimal expertise in _career development or
occupational de ;lon making-~case workers, @ho tend to be most
interested in psychiatric adjustment.

There is no systematic
occupational trainin

Committee decisions should be based on synthesized versions of the
m3ss of data available rather than forcing committee members to CQpe
vith too much. information. .
Greater commitment to classification according to offender need
rather than institutional convenience must be achieved.’ _ -

"~
d .

Increased ofPender involvement in the c!a55|f|cat|on process must

be sought. . ¢ e e e e i

C1assificatibn committees should consist of a cystody representa~-
tive, a treatment ‘representative, and the coacerned case worker to
increase a felt sense of responsibility and knowledgeablllty of
each.

-

N *»

A ""pigeon-holing" classification process based on psychological
tests alone will not permit the flexibility .and- inmate . LQVolvement
required to make a classification process 5uccessful Nei ther
would such a systém have face validity for those staff assighed to
work with offender classification. ?fe N

” - -~
]

. ’ 'y I,\
Because of the variety of correctional situations across the United ™
States, whatever classification system is developed will need to be
adaptive to a variety of structures, inmates, training programs,

and staff. Lo, A,

P

Almost all vocational Classification decisions ®re ignored until

an appropriate time period that would permit completion of training

by the termination of the offender's sentence. la the meantime

(and, if necessary, ‘throughout the sentence), the offender is

placed on a job for purppses of institutional conveniencé. Thus, =~ ~
information gathering procedures for making classification deci~ .
sions relevant to job training are best placed at a mldway po:nt '
in the offender's sentence.

-~
El
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13. A ceptralized Reception and Diagnostic Center, which is at least
administragively independent from other institutions of the state,
if not physically separatk, should be established in each state's
correctional system. ' . {

14. Only coarse screening and classific3tion should occur at the cen-
tralized RDC. These classifications should.be directed toward
institutional placement, initial job and/or educational assign="""
ments, ane.initial custody determinations. '

15. Assessfent of inmate capabilities should be a continuing process,
but the most valid single-point assessment results will be
achieved after the offender has adapted to fhe institution to
which he is assigned. -

16.  lIncreased emphasis should be placed on procedures that will reveal
behaviors relevant to assessing vocational aptitudes, rather than
relying solely on use of paper and: pencil tests or background
information. ’ '

17. Increased involvemeht in and commitment to vocational classifica-
tion decisions by the staff is necessary=--particularly on the part
of custody representatives. Such involvement and commitment will

¥ .. best be obtdined by presentation of data in which the staff has a
high degree of confidence. : -

18. Reclassification is, and should continue to be, opentto initiatives .

by offenders.

19. Increased involvement by offenders in the assessment process
through integrating assessment with post-release planning will
yield most meaningful results. :

- « - ar Vo et -

20. Continuing evaluation of classification and training results after
inmates are released, while presently ignored, should be imple-’
mented in each institution. !
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~ that adjustment td the world of work is a function of- the agreement

. . ' " » A
. Chapter 4. CONCEPTUAL,BACKGROUND

3

. Career Development: Theoretical Basis. The concept of career *
development can probably be traced to the 1909 publication of

Parson's book Choosing a Vocation. He formulated a comceptual model qf

the individual's relationship to occupations based.upon the assumptidh

between an jndividual's capacities and characteristics an the one/hand
and, the demands of the occupation on the other (Crites, 1969).

A good deal oﬁ,research and theory has been devoted to this concept of
matching people and jobs. Crites (1969) divides this research into
that relatnng to vocational motivatjon, that relating to vocatlonal
success, that relating to vocati satisfactTon, and that relating to
vocational adjustment. - ' .
The theorists in vocational mctivation assume that workers have certajn
wants or needs which they strive to fulfill through their . In
other words, workers are motivated by the lack or deprivation of what .
they want. Masiow proposes a h|erarchy of prépotent needs ranging from
survival and safety to self-actualization. Thus, people first work for
food and shelter, but once those needs are met, they continue working
to fulfill other needs. Vroom discusses the motivatjon to work as a
function of forces acting upon individuals to follow one gourse of
action or’ amother. Various inventories have-been designed to assess
vocational motivation, including Super's Work Values Inventory and the o
Minnesota Importance Questionnaire (M1Q) .

Crites deflnes vocational success as ''the probablllty that a worker's

¥

" behavior will achieve a particular goal in a given work environment''. - ‘

This usually refers to ratings ui employees' perfcrmance by thleir super-.
visors or some other measure of success such as pay increases, -bonuses,-
promotions, productivity, etc. Research in this area focuses on the
correlates and patterns of vocational success. The matching prlncnple :
1s most prevalent here in the development of sophisticated measures of

workers' aptitudes, abilities,. interests, and personallty dharacter|s~

tics as they relate to success in specific occupations. Probably the .
most relevant measure for our purposes is the General Aptltude Test R
Battery (GATB) as developed by the Department of Labor.

Vocaéional satisfaction and adjustment refer to the worker§‘ own reac-
tions ‘to their vocations. The underlying assumptron is that, workers

who are satisfied and "like" their vocations will be more productlve in

.
- . ..

%Crites, Vocational Psychiulogy;, ~1969, is the major, source fo¥ this sec-
tion and thus primary, sources for the varlous theorists mentioned are “
not cited. . ..

.
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that vocation and less 1ikely to change etcﬁpations. Various indices

,have been developed to measure ihdividual: job satisfaction, but”the
most comprehensive discussion comes from the Theory of Work Adjustment

.as developed by the Industrial Relations Center et the University of - ..

o Minnesota (Dawis,.et al., I96h) Ba5|cally, work adjustment and satis-

. faction nefers do the c.cugespondence between the reinforcer system of
the work environment and the needs of the individual. Thus, the con-
-cept B m hing jobs and people has evo]ved into @ sophisticated series
of measure® of individuals' capacities and abilities, of their voca- .
tional needs and interests, and of the relnforcers and required skifls-
for various work environmejts . LY ,

» ‘

- [

Besides the focus on ec%hng the ''right" vocation, several theorists
have concerned themselves with the patterns and successive stages. of ;
d;;career development. TheSe theories assume that occupational choice is
a development process: it" |s not g single decision, but a serikes of g
decisions made over a period of years. These developmental théortes.
vary widely .in their approach, components, and conclusions. Three 'such’
theoriesaare discussed below as examples of this post-1950s trend.in. -
careerﬂdevelopment . ! - e v
AN

? 5

Super suggests that persons strive to implément thej rxéel f-concepts by
choosing occupations they See as most likely to peﬁﬁff'them self- * .
expression He further Suggests that the particular behavnoré people
engage in to |mplement their sel f- concepts vocationally are a functlon
of the individual's stage of life development. Thus, vocational
behaviors can be better understood.by viewing them in the context of .

the changing demands of the life ¢ycle and. the concomitant development

of selF -concept. He further defines vocational maturity as the cont ~
gruence between an individaul's vocatlonal behavior and the Expected _
vocational behavior at’ that age. o ! -

. . . .
Poe “has related career choice to personality development as resuiting ’
from 'early childhood experiences and fgﬁily Jinteraction patterns. In -
particular, she contends that early experiences influence people's .’
orientation to thé interpérsonal world agoUnd them in a way that leads .~
thém to move toward or away from people. She: also?d%veloped an occu-:
_pational classification system which allows predictions about occupa-
tions people would prefer if they were person-driented as opposed to ,
those they would choose if they were not oriented -toward people.

"

Blau et ai. conceives of occupational .choice as a continually modified

compromi se between preferences for and expectatlons of being able to e
enter varipus dccupations. <Thése interdisciplinary collaborators ‘ 'f‘\\
(from sociology, psychology, and e nomics) ﬂdentTfy two.distinet . .

aspects ‘within the social structurewhich affectsgccupational chow;esn";§§
1) the matrix of social experlengvﬁfwhlch cpannel he personaﬂﬂty .
development of potentlal workers; and 2) .the conditions of occupatﬁonai
opportunity whldh\Luntt the realxzatlon of their ch0|ces. In addition,™

’
’ *

¢ -
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Blau and hi?’éoileagues state that it is an oversimptification to con-
ceive of occupatlonal choice and selectlonaas occurrJng at one point in
flme ‘even if this is defined as a limited time interval rather than an .
- instant, and gven if the effects of earlier developments are taken into~
onslderatlon"\\IE:zjtuggest a series of succesSive chonce.perlods mus t,
be systematically amalyzed to show how earlier decisjons limit or 4
extend the range- of .future choices (Vetter, 1970).

» P

Thus, Super relates occupatlonal development to emergent sel f-concept;
" Roe relates, it to early famlly'lnteractlons and experiences; and Blau
: et al. to a contipual compromise of preferences for and expectatlons of
fenterlng particular occupatlons All these theories stress career

> developmert as#n ongoing process which can be conceivgd of as a series

’Yo ©

) «of events and resultant decisions

‘ ; &

-

Our proposed model is based on both of the above premises. Career
‘development is an ongoing process composed of a series of decisions.
-Several of these later decision intervals, which. corrgspond to occupa-

tiona\ cﬁanges, focus on matching individuals' abilities, needs,. and .
élnterests “wi th compatlble occupations. Thus, our model stresses both
ja sophisticated assessment of each inmate and relating the resulting
“¥pcational direction to the inmate's entire life cycle. - '
ST A . ' *

" 11, The "Assessment Ceggg}“ A Method of Assessing Occupational

3 Effectiveness. Many industrial and governmental organizations are
présently developlng and implementing '‘assessment centers' to |dent|fy

4, and develqp mapagerial, supervisory, and foreman talent for theig

1?

K

i» ,

organrxatlons Assessmerfy centers typically range in length from one
" to, three daV?’bnd involve ten to twelve partjcipants gm a series of
xSlmulatlons ‘of the activities required i:"fz:Jobs which they are
belng consndered Usually these managerid&Fimulations include:

.

dich as most managers migﬁ%
j day, and réquiring skills
ing-paper work;

4 &+ an |n-basket,.a set oﬁ materials
.= expect to find on their desks eac
" in planning,'organizing, and\han-

a business game, requnrlng skills in organizing, cooperatlng,
process;ngulnformat;on, and making decisions; .

~

3. a leaderless dlscu55|on, requiring competltlve.aggreSSIvenes§

ﬁi persuasnveness, leadership, Judgment and handling conflict
.\.’%
'fi) -4. - rofe_played interview: with a subordlnate, requnrlﬁfqlnter- ,
A vneﬂ”s%&J]s, psychologteal |nS|ghts, and problem solving A
~ ) ablfqt&es, , . g
. ?r‘ﬂf?<‘f e ;% - ,
O A 5. a ole played intervw with a superior, requnrrng oral comu- ., -
B ' nIEETTons skill, analytlcal thlnklng, judgment, tact, and
. persua5|veness, ot Y ‘ o -
P A . . * L ' . a
e B AP '.
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6. a formal presentation, requiring oral ‘communications skill,
poise, and persuasiveness;

7. . a commi ttee meeting, requiring ability to organize and conduct
meetings’\planning ability, and ability to delegate.

Psychological tests are ihterspersed with the simulations listed above,

measuring mental abilities,, specnf«c aptitudes, job interests, motiva-
tions, and personallty variables., In addition, a background interview
is conducted to evaluate Jongi tudinal achlevement patterns and crucial

varlables unique to. each lnle|dual .

<
bt

. Assessmerit center programs differ somewhdt accordlng to the specific

nature of the simulations and tests employed " However, they are similar
in thelr ’
N,

i

1. use of many techniques; 4

2. use of many’independent staff observers;

) 3. use of snmu]a&nons to elicit job relevant behavnoral_gplsodes
for evaluatlon : -

. N ' . ]
Thus, the rlchness of data generate?/gge;):ar beyond that produced by

paper and pencil techniques ' L - R
- N B}
Following "the assessment center,~the. wealth of data generated is evalu-
ated and synthesized by the staff, normally composed of both 1ine
managers and psychologists. S}aﬁf members make ratings of estimated
effectiveness on two to three dozen 'dimensions' relevant to success in
the job for which participants are considered candidates.: A consensus
of job relevant strong .and weak ‘points for each participant emerges from
these staff discussions which is diagnostic and, therefore, highly use-
ful for recommending Lndividualized,development(actions for each

participant, © 4 .

’
*
-

Oftentimes a ''career planning workshop! follows the assessment,center.

Participants share their immediate and lorig-tange goals with each other,

discuss the reality of these~goals, and provide developmental sugges-
tions that will help each -person achieve his or Ker objective. In
addition, an in-depth feedback of results of the assessment center as °
interpreted in staff discussions is provided to each partigipant by a’
staff member |n a development counseling interview.

. -
4

According to Dunriette (l97l),_research evidence suggests the following
conclusions about these 'multiple assessment' procedures: e

1. Behavior observations can be récorded and rated with high
reliability by staff members; .

\
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2. All elements of the multiple assessment procedures contribute
) important but differential aspects to bverall judgments and i
’ specific behavior ratings; « i .

. 3. Both the overall ratings and the specific behavior ratings. have .
Y, shown reasonably high validities for predicting promotion and
specific strengths and weaknes'ses on the job;

. L. Evidence is impressive that simulations contribute incremental
© validities beyond thosg shown by paper and pencil tests alone.

Assessment center staff have often been composed of either psychologists, *
managers, or a combination of both. Dunnette®s (1971) data suggest that
staffs composed solely of managers developed somewhat less val id data

than those composed of psychologlsts Many centers, however, use mana-
gers as staff members under the guidance of a behavioral scientist. s
Where organizations have used managers on the staff, there have been
sizeable side benefits in improving their abilities to evaluate and help
develop people. Therefore, we will suggest using a broad. spectrum of
institutional staff partly to minimize out-of-pocket costs, partly to

‘help develop evaluation and development skills of staff, and partly to
assure their emdtional involvement in the classification process.

Although assessment centers have thus far been largely limited to evalu-
ating potential for supervigory and management positions, the principles
and procedures involved should be amenable to application for.broader
occupational "planning at any level. ) .

H
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Chapter 5. PROPOSED. ASSESSMENT/CLASSIF!CATION MQDEL

. . . o - R
I. Overview. The objective of this project has been to present a
design for a ''model system of assessment and classification to be
tested in a subsequent project', as stated in the inittal proposal. The’

/6bdei isya first version of a manpower assessment and classification

system for criminal offenders directed toward making pradtical traiping
and job classification decisions. The system we have designed is
"idealized"! in a sense, since it does improve upon, rather than simply
reflect, existing procedures. On the other hand, we have designed the
system, where possible, with practical realities in mind. Thus, we
believe the system is a significant improvement over the rather ‘random ¢
procedures we observed in our site visits, yet the system is capable of-
being implemented at relatively low cost by a variety of federai and

state institutions. -
This model is directed toward improving occup tionai/trai” classifi-

cations and is not concerned with custody clabsifications.except as they
impact on occupational/training possibilities. All procedures described
in this model can be employed ''within custody guidel ines'’, whatever they
happen to be for an |nd|vudua1

Our model comb ines procedures used in several areas of vocational psy-
chology: paper and pencil job aptitude testing; work samples,and other
forms "of behaviorai simulations of job situafions; individual vocational
counseling; group process, life plannifng, and other techniques now
emerging as relatively structured products from those professionals con-
cerned with career development, the "assessment center'' concept, now
achieving wide popularity in business and government as a tocl for both
identifying potential supervisors and managers anhd specifying develop-
mental steps they might take to help them reach their potentiai.

We.have chosen to reject a rigorous classification taxonomy in our model
in favor of a dynamic, open-ended but structured process. Thus, instead
of a process built upon the principles of 'trait-factor' psychometrics,
which would yield specific but rigid, narrow and often inappropriate}
classification, we have built a Erocess whlcb provides a ﬁystematlc way
of gathering inﬁormatlon, eva!uatlng that information, and makipg deci-
sions. The decisions resulting from these systematic procedures, though,
are flexible and adaptive to specific situationst .
The flexibility byilt idto our model was important for.several reasons.
First, no single classificgtion taxonomy seemed feasible because of ‘the
variety of training programs and needs across various state systems or
even within a single state's system across its institutions. For °
example, some states* (or institutions) have data processing programs

(or welding, business practices, etc) while many others do not. Second,
offender participation in training and career decisions*was seriously

kY
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lacking in most institutions we visited. Decisions are often made by
institution staffs to be approved after-the-fact by the persons most
. affected by such decisions--the offenders themselves. Obviously,.com-
mi tment to such decisions by those offenders is at best extremely’

« tenuous. Also, even where inmates are involved in those decisions,
their involvement is based almost entirely on a limited fund of informa-
tion--what the offender has donerin the past. .Third, a rigid 'pigeon-

. holing' process .is not in keeplng with the dynamics of occupational )
psychology as recently developed in such career developmeént theories as
those of Super, Roe, and Blau described earlier. According to these
theories, then,. oécupatlonal choice must be conceptualized as a process
rather than a point in time. All persons possess a varlety of talents
that make them capable of being satisfied and competent in a variety of .«
occupations or careers. ’ .

The. implications of these theoretical notions are highly significant for
our model classification system in prisons. First, theory argues against
a narrow and fixed set of choices for training or-an occupational deci-
sion. Thus, 'broad band" psycholdgical information (such as that pro-
vided by the ''assessment,centers' described in the previous chapter) is
required.that will permit a person to make decisions about himself out-
side the context of a fixed taxonomlc classification system. Second,
learning a process of vocationg8l decision makirg using ifformation ‘about
oneself and about the envirefment is at least as- important as the
immediate decision itself.{ Third, information and skills should be
developed that can be useful_to offenders as they continue to evolve in
o terms of their occupational cﬁB‘ce {or '"wocational ,development’, more
aptly stated) long after initial classification and tragining decisions
have been made or after meledse from incarceration.

-

. The core feature of our classification mofdel is, then, an.assessment »

center which we have named the '""Mid-sentence Career Development Center''. ~

It.will be préceded by more traditional testing at the, Reception and | - .

Diagnogtic Center, for making coarse placement decisions where necéssary.

Following both the RDC and the Mid- sentence Career Developmenl Centers,

a small classification committee will continue to function, giving for-

- " mal approval to plans deVeloped by other staff and the inmates. The

inmate's sentence will be conciuded with a pre-release center for - .

“reinforcing and fine tuning plans developed at the Mid-sentence Center.

The flow of our model is depicted in Figure 1. Much of what we are

about _to suggest is not necessarily new to persons in specialized fields.

However, we believe that systematizing the collection and processing of

. informatiop according to procedures about to be outlined would be ,asig-
_nificant step* forward .in ‘the realm of prison classhfxoetion

~ . *.
*
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[l. Reception and Diagnostic Center. Several states have already
- - established such a center for all offenders at the point of incar-
ceration. In addition to orientatiion activities, the offenders receive

physical examlnatlons, complete educatlonalﬁachlevement and ability
measures, delineate their employment hlsxory"and complete psychologi-
cal inventories. We suggest that. such centers .be establ ished or
improved according to guidelines established by several corrections
officials (Cade, 1960; Cape, 1967, Elchman 1969, Mears, 1965). In
o ~add|t|on we recommend that: . - B

S

-7

1. The'Reggption and Diégnostic Center degefmine the facility .to
which the offender shall be sent based upon his needs--both

. &= for custody level and vocational improvement.
' 2. A heavy emphasis be placed on orientation both to the correc~
tional facilities and to the legal procedures surrounding = ¢ -~
2 incarceration and parole. An adequate orientation using pre~
oo sent inmates and ex-offenders could help formulate attitudes
) befo;e inmates enter the general prison population (see -Cade,
1960

3. Vocational and educational testing~be completed, but viewed
. only as a arse estimate of imal institutional placement
and educatfonal/vocational placement if necessary. As these
test resulfts often prove invalid, they should not be viewed
- . as the last word on an offender's ability or achievement levels
and thus should never be the sole basis for preventing entrance
to any institutipona) program. .

. s -

[11. Mid-Sentence Career Development Center. Using the ''assessment
‘center'' described earlier as our model, a '"Mid-Sentence Career
Development Center' is central to our proposed assessment and classifi-
cation process. It is designed to guide inmates .toward training oppor-
tunities and occupational placement relevant to their needs and
abtlities. 4t involves, of course, job simulations of lower level
positions, for the most part, because of the low skill level of most
offenders. The center can be conducted off-site or on premises, though
if-held on the institutional premises, it should be in a remote section
of the institution to emphasize its uniqueness. Ten inmates will be
processed under the guidance of six staff members in two phases totaling
five days within a three week period. Our simulations are those work
samples deemed most likely to fit the particular needs of each offender
based on prior paper and pencil testing. The offender's behavioral
characteristics at the center, including his performance on work
samples, will be rated independently by several observers on several
"dimensions of effectiveness. The profile ofsstréngths and weaknesses
developed by the staff will be used jointly by staff and offenders in
plannlng training programs that will provnde both skills and behaviors
= )

-
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necesspry for success in the world of work. Staff will be composed of
representatives from all elements of the institutional staff, but
guided by those trained in the behavioral sciences.. The Mid-Sentence
Career Development Center will, therefore, provide the following advan-
tages over the more tradltﬁona4’classification approach:

1 3 .

1. It provides for heavy inmate iovolvement in his/her own
classification. o :

- .

»

2. It provides for in-deptH involvement in inmate cgfeer planning
by all elements-of'insBitutional staff. '

3. It provides a broad, clinically rich band of information from
multiple situations. - | ,
.it should provide |mproved diagnostic accuracy because of mul-
. t|p1e observations and a systematic approach to combining
itlable data. - -
5. It provides a highly visible point in the inmate's sentence
where his/her only objective is te~engage in realistic, mean-
ingful career planging.

6. It provndes an individualized development plan for choosing a
tralnxng program, developing skills, and working on overcoming
behavioral characteristicg that could impede occupational .
effectiveness. ‘Zt~)

< .

Because offenders are oftegn preoccupied with tegal concerns and dis-
orientation during their initial weeks of incarceration because offend-
ers asg normally aSS|gned to work programs for institutional con-
venience for the first portion of their sentence, and because vocation-
al training programs are typically completed in the*final portion of an
offender's sentence, we believe the !Mid-Sentence Career Development
Center' should be conducted at a point somewhere near the middle of an

individual's sentence.

year, for offenders who arrive at such a mid-point at roughly

Several such centers would be conducted each
the sam

time. The three major components of the Mid-Sentence Career Develop-

ment Center are:

(1) inexpensive paper-and-pencil tests. which provide,

lnstltutlon staff members and of fenders with a "first-cut" notion of
reasonable occupations and training programs; (2) job or work samples

interests and aptift

udes suggested hy the paper-and-pencil measures as

to provide offendiis and staff with further confirmation of job

well as estimates
effective or ineffective on the job; and,

f behavioral characterlst;cs that are likely to be

(3) 1ife planning exercises

designed to help participants clarify and identify their life roles

and to think realistically and constructively about the future.
Based on a theory of ‘work adjustment, we recommend the joint use of the
Minnesota Importance Questlonnanre (M1Q) and the General Aptitude Test
N . . . . ‘;'r,s—. .
& y . )
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Battery (GATB) for first-cut notlons of reasonable occupations. Other

. recommended tests include the Gates-HcKl}lop Reading Diagnostic Test
(GATES) as»3, screening measure for the GATB. |If the GATES indicates in-
sufficient ‘reading -skills, the Nonverbal aptitude test battery (NATB)
recently developed -by the U.S. Employment Seryice should be used. The.
California Achievement Test (CAT) measures general educational develop-
ment and will be used to recommend 5upplementary educational courses
required for. chosen occupatigns. Finally, the Kuder _Occupational
Interest Scale (01S) will provide information about the offender‘s

vocational interests.
{

In con)unctlon with the broad OCCUpatJonaf areas suggested by the MiQ/
GATB and Kuder 01S results, we suggest inmates ''reality test" several
occupations by performing certain tasks related to the kinds of tasks
required by those occupations in a series of work simulations under
observations of a variety of staff.. For this purpose we recommend the
Work Sample Battery as developed at St0uteState University in Wisconsin.
Work samples will orient the ‘inmate to actual tasks required in vgrious
occupatlons, provide |nfi;2§;jon on the inmate's work habits and atti-

¢

tudes, and in general, be d for guidance and counseling rather than
solely predicting inmate“job performance.

‘ Besides lacking the hecessary skills for legitimate employment outside
the institution, many inmates have personality characteristics and/or
attitudes toward work which are maladaptlve for finding and holding a
job. Ahus, in addition to the emphas;s on ¢lassifying inmates into
Eralnlng programs and directing them toward realistic occupations, we
“intend to initiate a life work planning effort to provide inmates with
d mature and adaptive attitude toward a vocational career. A central
feature of this facet of the center is the writing of a personalized
development plan by the inmate and a team of institution staff person-
nel. Individual and group exercises would thus be used to motivate
inmates into directing and influencing their own futures. !

The results of this center should be, reviewed b¥% three person classi-
fication committee, and normally accepted as the offender's occupa=
*tional crasslflcatlon Obviously, the major advantage over what is
presently happening is that the background work prior to presentation
to the committee is far more systematic and extensive and there is a
definite attempt to focus on occupatjbnal rather than custodial classi-
fication. More ®elevant information will have heen gathered and it will .

‘& have been more systematically synthesized than.under *the present system.
Thus, the validity of the information as well as the oomnlsyéqt to it

) should be greatly improved. :

-~

v

A

IV. Pre-Release Career Development CentérwAFinall% we recommend a Pre-
Release Career Development Center to.be attended by inmates shortly
before their ‘'release from incarceration. While the Mid-Sentence Center$s

. x >
.
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purpose is to classify inmates optimally.?or occupational careers and
. training program participation in addition to initiating a 1ife work
- "planning program, the Pre-Release Center is designed to provide inmates

s " with critical job seeking skills and to cgntinue the lifework planning
- program by updating each inmate's development plan. Development of job
. seeking skills such as interviewing, explaining the incarceration -

: perlod, etc., familiarization with "on-the-street' help agencies such

as employment service and initial” job interviews will be conducted
during the last weeks of imprisonment. Thus, the center's schedule of -

- courses, interviews, and briefing sessions should provide a significant
thrust toward moving .inmates into responsible vorking lives in the
community. .
! Many of our recommendations for this phase are adapted from an Imtensive
Employment Placement program (1EP). now in experimental implementation in
P Wisconsin and a few other states. - . i
. . .
‘
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Chapter 6. THE MiD-SENTENCE CAREER DEVELOPMENT CENTER

- Within this chapter we describe our occupational/training program
classification model and outlin@ka system for implementing it in an
institutional setting. We also describe in detail suggested procedures ,
for running the assessment center including recommended staffing and
specific scheduling of activities.

Thevfive major purposes of the Mid-Sentence Center "are:

a) To assess/classify inmates' interests and abtltudes and to
feed back such information to them so they may make wise voca-
tional decisions.

= b) To assess/classify weaknesses in work-related personality fac-
tors which adversely affect inmates' capabilities to obtain
and hold jobs and develop strategies to overcome them. ,

c) To classify inmates according to those institutional training
treatments appropriate for each offenders need.

d) To improve total staff involvement in and commitment to the
classification decisions relevant to each offender. -

e

: e) To improve offender involvement in his/her own classification

{ process. ) : 5o r”

The Center’s activities will be divided into two phases. During Phase
One each inmate will take paper and pencil tests designed to generate
information about his interests, abilities, achievemegts, and back-
ground. Within this phase our classnfncatuon model will provnde tenta-
tive occupational areas which the inmate can explore further in Phase
Two of the Center. ODuring the interval between Phase*’Dne and Phase Two
the tests will be scored and an Occupational Choice Information booklet
prepared for each inmate. All information gathered about the individ-
val inmate during.Phase One will be summarized and placéd in this - ¢

R booklet. PrioF to Phase Two, staff members will review this informa=
tion.- They will also suggest vocational areas for which the inmate

l seems-best suited and recommend a tentative schedd{s_ﬁgz_gxplgring
those areas during Phase Two. . L~
During Phase Two a staff member will feed back to the inmate information
gathered during Phase One and together they will exp1ore the vocatfonal
areas for which the inmate_seems best suited. The staff recomnendattons
based upon a computer prnnfbut of occupations likely to be realistic-for
an inmate to pursue will serve as the starting point from which the
inmate should move toward a’ tentative ocecupational decision. Once that
preliminary decision is made, the staff member and the inmate will plan _,
o I

-~




the inmate's Phase Two schedule lncludlng his participation in work
samples, additional tests, and/or tralnlng experiences.

The work sampies will serve two purposes. First, the inmate will gain
experience with a type of work which paper and pencil tests suggest are
optimal for him. Based upon experierce gained from the work samples,
the inmate should obtain a rough idea of how well he likes the work in
that area. The second purpose for involving work samples in our model
at this point is to provide staff members with an opportunity to observe
inmate behavioral skills and work related personality characteristics.
An assessment of these skills and personality characteristics will aid
staff persons in counseling inmates further and in constructing a devel~
opment plan for improvement in areas of weakness. Also during Phase Two,
inmates will take part in lifework planning exercises. Hopefully, the
exercises should stimulate long-term commitment to a legitimate occupa-
tion and a law-abiding llfe - at least for some.

After Phase Two of the Center is completed, the staff will meet in teams
to generate tentative development plans for each inmate. A staff member
will feed ba¢k the information developed by the staff to the inmate and
together they will compose the inmate's development plan.

Finally, the classification committee will review the plans developed
and, hopefully, approve them.

In summary, the strategy~fer the Mid-Sentence Center is to provide a
realistic assessment. of edch inmate's aptitudes, present skills, and
interests and" to use that information for career counseling and the
selection of training programs. The Mid-Sentence Center activities also
will yield a development plan for each inmate aimed at helping him over-
come weaknesses which will in turn help him focus on occupations that
will take advantage .of his strengths. We also hope that the Center will
“reverse the debilitating effect of past failures by positively rein-
'forcnng inmates with success experiences.

P
¥

I. Theoretical Basis for Individual-Occupation Match. The theory of
work adjustment (Dawis, Lofquist, England, 1964; and Dawis, Lofquist,
Weiss, 1968) identifies two sets of variables as predictors of an

individual's work adjustment. Work adJustment is hypothesized to be

a function of job satisfactoriness and job satisfaction.' Satisfactori-

ness refers to job performance, depefdability, conformance, and personal

adjustment. According to the theory, satisfactoriness for an individual
in a job exists when his abilities match the requirements of the JOb

“7Tesuit|ng in "success' along these four criteria. Work adjustment is
,also hypothesized to be a function of an individual's satisfaction

with a job. A The theory of work adjustment postulates that jobs'differ

" 'to the extent that they fulfill or reinforce various psychological needs

in individuals. Thus, job satisfaction-is said to exist when an
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individual's needs match the' reintorcers in the job. Overall, then,
work adjustment (or lack of it) is a function of the congruence between
individual abilities and job requirements {satisfactoriness) and the '
congruence between individual psychologlcal needs and the relnforceré
in the job (satisfaction).

T

The theory of work adjustment has been 6peratiqnalized and researched
through the use of the General Aptitude Test Battery (GATB) and the
Minnesota Importance Questionnaire (MIQ). The GATB is‘used to predict
satisfactoriness or the ability to perform adequately in a given occu-
pation. The GATB provides nine scale scores whiich estimate a person's .
ability to perform well in a number of areas. Through extensive testing
,of employees in many different jobs, researchers have developed occupa-
“tional aptitude patterns (0APs) which group occupatfons together in
terms of the similarities in GATB tested aptitudes required for these
jobs. That is, occupations within a single OAP require basically the
same minimum aptitudes. Presently, 62 OAPs covering two hundred occu-
pations have been developed. For a person to be assigned a grade of
highly satisfactory (HS) for a given family his GATB scores on three -
critical aptitudes for that family must exceed the family's norms. “To
be considered satisfactofy (M) for a family of occupations, a rson's
scores on the three crltlcal aptitudes plus one standard error
measurement must exceed the norms for that family. +And, if one O
scale scqres fails to exceed the norm for a job family, even after one

standard error. of measurement is added to the score, the person is

assigned an "L'" which means that he lacks critical aptitudes pecessary,

for a~job in that family. ]
o/

»

Considerable evidence has been gathered supporting the notion that per-
sons who are,predicted to perform satisfactorily in a given occupation
do have the aptitudes and abilities necessary to perform adequately on
jobs representative of that occupation.

The Minnesota Importance Questionnaire (MIQ) is also an important
instrument in the theory of work adjustment’. The theory suggests that
" an individuals vocational needs within the psychological domain should
be compared. with the reinforcers present .in an occupational environ-
ment. That is, if an individual's pattern of needs (as measured by
the. MIQ) is similar to the pattern of needs which the glven occupatlon
fulfills, the individual is predicted.to be satlsfled

Through extensive testing with the MIQ, jobs have been clustered jinto
families, homogeneous with respect 'to needs that the job environé;nt
reinforces. These Occupational Reinforcer Patterns (ORPs) .describe
the reinforcers available in the work environment. Presently, 12 -
occupational clusters have been developed from 148 occupations. How-
.ever, ''satisfaction scores' can be derived for each of these 148 occu-
pations. There exist .large enough differences in ORPs. within families
to consider individual occupations:separately at this point.




s Thus, for a given ogcupation a person obtains a score which dndicates

v the likel¥hood that he will be reinforced or satisfied in that occupa-
tion. Thg score is obtained by comparing the individual's MlQ scale
scores with the mean scale scores for that occupation. A méan scale ¥
score indicates the extent to which that reinforcer is 3vallable in that
. *.‘ occupation. .The difference in scale points for each of the*ZO scales

is squared and the 20 dlfferent indéx scores (D ) are summed across the
scales. A low D? indicates high correspondence between, an indiwvidual's
. needs and the reinforcers present in an oécupatlon. A high D2 Fhiig
N hat there i% a lgw torrespondence between needs and reinforcers.

‘To obtaima "satjsfied" (S) "score for a given, ocCupatlon, an |nd|urduaf -
. must have A of lessAha-9.0Q across: the 20 scalesz AD2 of 9.00 to
T 20.00 yields a ikeVy satisfied" (LS) score, and a D offmore than

20.00 suggests that the individual will not Iughlg be satlsfled (NS)
. that occupation. .. ..
. R . . — A
In anltlon to specifying the expected sq{nsTactlon in ea65»0ccupat|on,
+ the MIQ identifies persons who havelanswered the items randomly and /og
who  posses$ very poorly defined occupational needs . Approximately 96
per cent of the questionnaires completed .in the past have been inter-
pretable utilizing this.cniterion. B ‘
Evidence for the validity of predictions of satisggction withih jobs
- using the MIQ can be found in the Mifinesota Studies in Vocationak .
Rehabilitation,series, For, example, Weiss, Dawis, England and LofqUdist
(1965) found that for a gi occupation, MIQ scale scores (used in a
multi?le regression equation predlcted satisfaction with that occupa- e |
tion. Other kinds of va]ndlty have been tested alsd. For example,- ,
data from 3everal studies indicat€ that persons currently satisfied . 4
with different occlipations do have sngniﬁ%@gntly different MIQ scale 1\
"¢ _ ' scores. Thus, in addition to the conceptual attract|veness—§;—£gz////'_ ) ‘
. theory of work adjusitent, evidence ex&sts which also suppor ) J ‘ "‘
. emplrlca} soundness of the theory. ‘ )//'- L i
. . B 4 |
\

N

1. The GATB-MIQ Matrix Model.. Having information predittive of a -
c 7 # person s performance in and satisfaction with an occupation is
extrémely hehpful for recommending rational job choices. Currently, )
. vocational counselors guided by the theory of work adjustment‘might try T "
\ '~ to match an individyal-with a job in which the individual is likely to
T .bave high satisfacyoriness and high satisfaction. However, we know of
. .no formal systep/Which exists presently ‘to combine efficiently the
. information yielded by the GATB and the MIQ in order to cobnsel a per-
son about occupational choice. .Thus, we have developed a procedure
e which should provide meaningful "first cut" clues 8bout an individual's “\%(/
: ’ " suitability for a wide range of occupations, both in terms of his :

< .
S ( 4

]. - . . Fa +

In this study the old_form of the MIQ was. used.
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0\ satlsfactorlness and his po§ent|al saﬁ%sfactron with JObSeIn those ocqu-
“pations. To utlllze efMectjvely  information frdm both the GATBand the
’: MIQ, we sugggest usnng a GATB MIQ matrix. We propose to re-fogl the work
g x;ﬁﬁgdjustment pr, Ject computer programmlng so that for each inmale, the® -
o computer considers.the GATB and MIQ results.and sorts the occupations
into an appropriate GATB/MIQ cell described by the |ntersect|Ons of the
HS, 5, and NS MIQ destgnations and ‘the H, M, and L designations within
_the GATB framework Referr1ng .to Figdre 2, for example occupations
which are in" gie high satlsfactorlness range (H), based on similarity of
- GATB_ scdres and occupational’ aptltude pattern, and are in the high satis-
,K\Nﬁaction range, based on- S|m|lar|ty between MIQ scores and those occupa-
é «tions' reinforcer . patterns$ would be listed in Cell 12 leewnse occupa-
) ‘tions which are in both the low satisfactoriness and not sablsfxed ~range
'§:;;,~would be listed in Cell- 9, and so on. Fortunately, the computer pro-~

N

> P, o ".“““‘V

- gramming effort |nvolved in opera&10halng§§§ the matrix output is mingmal

» J n

&

) 3 Presently, 112 ¢ cupatlohs representing a ﬁroad range of jobs are .

. "} described by both Occupational Aptitude Patterns %6ATB) ,and Occupational
« Reinforcer” Patterns (M1Q). Thus, for each inmate who tiﬁls the GATB and °
o the MIQ, 112 occupations will be sorted'into appropriate cells indicating

" -the 1ik®1 ihood of satisfactoriness and satisfaction. |In short, this

model considers an xnd|V|dua1's needs ‘and abilities and will prov;de an®

excellent first approx1mat|on of occupations for the inmate to vnvestl-

gate furthers ‘ -

. K
- . v

o 2 P i
1. . Work Sampges Rationale*. In conJunctlon with the.first approxr-;>

mation occupational, choices,provided by our GATB- MIQ classifica~ -
tion procedure, we suggest that inmate$ ''reality test' ome or more occu-
pations By perferming, certain tasks.related to the kinds of tasks

»

by utlllélng standardized work samples. ¢After inmates Rave tentatively *
decided to move toward a certain occupation or a cluster of occupations,
he will perform a senies of,work samples to test his interest in and
. aptjtude for that type of work, If a work sample is pot appropriate .
for this kind of, reality testlng, (e.g., for a téach!%b Fjob), then the
inmate who seems qualified for that occupatlonaT area will take more
specnflcally focused aptltude tests and |nterest Qggéﬁforles oo
As was mentioned earlier, the work samples W|ll al prOV|de staff mem-
bers with an opportunity to observekan inmate's work‘relateq personaj#tys
characferistits. The staff ma ~d iscover weaknesses which havejicontribu-
ted to an inmate's problems in adJustlng to'a work renvironmen The
rating of these perspnality, characteristics along with a compllatJon ‘of,
ratlngs from other: sources wlll then .form_ an important input to the

N "

S———

tnmate! 5 deveJopment’ plan. ~ . hd 3 ~- wﬁ ;
Al R i
k_ c o P . " . i
2 ‘For a titerature rewigw on work Samples, seé Appendix D. ' . i
.9 ‘ , 2o .o )
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required’on a job within those occupations. Jhis can be accomplished .
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Example* of an Inmate's GATB-MIQ Matrix Results
LR “ .

Figure‘Z

a

1
oh a match between the

ZE--MIQ scores--and the

satisfigrs present in the occupation).

Likely Satisfied

‘84

Not Satisfied

[ .
[ Taxi Driver .
Assembler, Production
Assembler, Small Parts

Mail Carrier

Automobile Body Repairman

-

Battery Assembler

Salesperson, General (Dept.
Store)

Salesperson, Shoe

Firefighter

Bricklayer

Electrician =~ ¢+ %

Maintenance Man, Factory,or
Mill

Painter/Paperhanger

Plumber

Tool-and-Die”Maker

Salesman, Real Estate
Salesperson,’ Sporting Goods
Television Service and Repairman
Marker

Clerk, General Offlce, Civil.
Service

Bookbinder

Meat Cutter

Solderer (Productlon Line)

Truck Driver

Screw Machine Operator,
Production

Bus Driver

Orderly

Glazier (Glass !nstaller)

Cosmetologlst

Barber

Physical Therapist

4

gl

Medical Techinologist

. Engineer,

Teacher,

WProgrammer (Business, Engineer-

-

Auto Service Station Attendant
Hotel Clerk

Nurse, Licensed Practical

Receptionist, Civil Service

Bakar

Key Punch Operator

bigital Computer Opegator

Draftsman, Architectural

Personnel Clerk

Telephone Operator ‘

Teller, Banking

Waiter - Waitress

Patternmaker, Metal

Claim Adjuster,

Counselor), Private Employment
Agency 11

Stationary

0ffice Machine Serviceman

Statistical Machine Serviceman
(offjice) . ¢

Teacher, Elementary School

Secondary School

Claim Examiner

‘ Librarian

ing, and Science)
Statistician, Applied

Airplane Stewardess.

Embalmer

Radiologic Technologist -

Secretary (General Office)

Stenographer, Technical,
Civil Service

Cashier - Checker

Punch-press operator

Sewing Machine Operator,
Auto. .

Cook (Hotel - Restaurant)

Linéman (Telephone)

Nurse Aid -

Post Office Clerk

Interior Designer and
Decorator

Nurse, Professuonal {0ffice)

sPharmacist

Accounting Clerk, Manufactur-

Accounting Clerk Civit Service
BookKeeper |

Accountant, Certified Public
Arghitect

Caseworker -

Counselor, School R
Coupselor, Vocational ?ehabnl-

Accountant (Cost)

ing

itation

-

‘Teacher Ald

[ . )

Typist, Civil Service
Occupational Therapist
Photographer, Commercial

.

Commercial Artist, N
il1lustrating
Dietitfan

Wrliter, Technical Publicataons

r
.

L4

L4
- . . ) "
R % . Satisfaction (bas
p individual's nee
s ‘ Satisfied
T . L? d Aircraft and, Englna Meeh@nlc,
T - Shop . ,
- . T, Machipist , -
- : .| Pipefitter .
R . Sheet Metal Worker L.
. Automobile-Hechanic .
. Englneer, Mechanical
4 ) h . ‘
rd
. , High [
~ Y .
. - - b
- 4
S .
¥ Compositor * *
. . . Linotype Operator Lt
- Cabinetmaker
. Electronics Mechanic
7 Cement Mason
Lather
y Plasterer
!‘l * | Roofer
. Carpenter i
. .} Welder, Comblnation
> . - Electrical.Technician
Electrical Engineer -
. . Englneer, Ciyil
¢ Med. .
Satisfactori- -
© ness (based
on a match -
> between the )y
individual™s
- abilitigs-- -
GATB scores-- .
and the re- <, o .
quirements of
.~ , the‘job)
I )
R »
. “y. -
. e ‘ Lardsgape Gardener
. ¢ ,
~
. 5
“ -~
hY e
¢ *This Is;Tn example prepared speclfically to display the
computeg/ printout format. .
Q (.:‘ <
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~ each occupation (of the 112 covered by the. GATB/MIQ). That is, rather

k9.

2 -

-8

hus’, our general approach to the pse of work samples in this context

S for guiding and counseljng inmates rather than for predicting their
performance. Although the prediction of job performance is a legiti-
mate domain for work samples, the reality testing and the diagnostic

role for work samples are more congruent with the purposes of our
Mid-Sentence Center. In particular, during the Center we intend to use -
work samples to learn even more about an inmate's skills, aptitudes,
. and interests in the occupations listed in cells 1, 2, 4, and 5 of the

GATB/MIQ printout. However, to utilize work samples meaningfully with- |

in our modgl, we must first match samples with occupatlons ‘ ‘

Matchlng work g@mples and occupatlons. For a work sample t@ be matched
with an occupation the task ' ‘Eomponents of the sample’must be similar to
some or to all of the task components in the dccupation. "To achleve

* such matches, we propese to have a work evaluator first match occupa-

_tions and wark samples using the Department of Labor's method described
in the Dictignary-of Occupational Titles (DOT). One aspect of the DOT.
code classifies occupations with reference to ''what people-do'" in rela-
tion to data, people,.ahd things. |In other words, using the DOT classi-
fication scheme, a good match between a given work .sample and an occupa-
tion means "that the skills needed to perform adequately in both the job
and the sample require the same kinds of skills with respect to data,
people, and things. Matches made on this basis will only be first.cut
estimates of the final matches.

»

-

For the purposes of the Mid-Sentence Center, matches made only on the
basis of the DOT scheme of 'what peopie do'' in relation¢to data,
people, and thlngs are too gross. For example, the occupation "tele- .

phone installer' is matched perfectly with the work sample’''baking cake'

accordung to the DOT framework, ince inmates will be performing work

samples in order to learn how their skills compare with the skills v
required in an occupatlon and how interested they are in the kind of '
work involved in that occupation, we need.matches which have more ''face

validity'.s Thus, the k evaluator will nced to consider both the
underlying skillts and ace validity of the work sample. Further- .
more, we suggest that ork evaluator chaose two or more samples for

than setting certain standards for matches between occupations and
samples and then following these guidelines strictly, we suggest that .
the work evaluator match as closely as possible occupations and ', *
samples such that two or more sampTes are assigned to each occupaék; ,

provided that the work samples.are reasonably approprlate for an
occupation. . . »

. . . ' /L v ’ . . «
Matching occupations with training programs--descrlptlon and rationale '
for classifying tgaining programs: To enable us to make reasonable

institutional training program assignments, we must match individual .
occupations with the training. program(s) which will be most beneficial )
for moving an lnmate toward the occupation(s) he IS tentatlvely choos ing o |

€ -

~

.3
-
o
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‘can be only as meanjngful anpd complete as the quality and variety of

*

at this point. We propose that a work evaluater examine the content of
institutional training and educational programs within the system and
then assign all occupations covered by the GATB/MIQ matrix model to at
least one ‘of ‘the institution's programs... We suggest the evaluator use
a system similar to the one outlined for the work sample-occupation
match above. ¥hat is, the two criteria for matches $hould be: a) simi-
Iarlty of what people do on the occupation and in the *training program

inp terms of data, people, and things; and b)“the face valldlty of the
match . — . . -

=

s ] .
Table | provides our éstimates of the matche$ between 107 occupations b
identifiable by our GATB/MIQ matrix and the work samples already »“i

A developed by Stout State. This table should provide reasonably good 4 |

estimates of work samples that should be administered to an inmate who=3,

scores high on given occupatlons according .to the GATB/MIQ results. %
o«

Once training a§s|gnments have been made, ‘the actual training received

the programg availaple within a state's prison.system.. tn an- institu- -
tiow or a state system which has very little training available, an

inmate, deficient in skills needed to adequately perform his preferred
occupation, may not receive the training he needs to perform adequately

in that otcupatlon Obviously, as more training programs become avail-

“able, the chances of teaching an inmate the skills he needs increase.

This, we urge that more training programs be made- available to inmates..

V. Detailed Description of the Mid-Sentence Center. Activities within
the Mid-Sentehce Center can be divided into foulNparts: .

1. Phase | -

2. Pre-Phase |1

3. Phase Il =~ ' -
4, Post-Phase Il

The Chapter Summary contains a sample flow chart for the Cehter's acti-
vities, though institutions can obviously deviate from this schedule
according to their needs. Also, we present in Appendix B the work
schedules of the Center's staff based upon adherence to the outline of
activities. Below we discuss more in detail our suggestions for Staff-
ing the Center.

’

\
Staffing the Mid-Sentence Center: The Center will be staffed by mem-

bers of the institutional staff who are connected with the classifica-
tion, training, and counseling functions. Department of Vocational
Rehabilitation (DVR) and Employment Service personnel can be used where

v
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possible. A staff of six wi}l be adequate for each ten-ipmate Center,
but a "cadre" of 12 staff s ould be available to permit rotation'of
assignments to the staff from center to center. For example, the staff
might include: ’ : )

a. a classification officer , .
/

b. a case worker *
!

€. a custody representative

vocatlona] evaluator
e ) - v

deputy warderr for treatment

f. a vocational representative

The use of regular institutional personnel as members of .the Center's,
staff should provide distinct advantages. First, compared to hiring
extra persons frdm the outsidey tRe costs-of runn(ngba Center willabe! N L
less when implemented primavily- by institution staff.” Perhaps even

more important, the Mid-Sentence Cedter will encourage staff members to - g
relate with inmates on a person-to= person level rather than on a staff- )
inmate basis. This experlence may open valuable lines of communieation

between inmates and staff. Furthermore, it may render staff persons .

more effectlve in the future because of the depth of their understanpd-

ing of inmate problems and potential, gained in the Mid-Sentence Center. )

In short, the Center experience should provide staff persohs with an

opportunity to become acquainted with inmates at levels whiib

them to generate more informed assistance to inmates in making occupa-
tional/trainin%§cecisions. ) 5

e]low

|
s . "
Members of the ¥taff will be 555|gned to '"Assessment and Development
Teams'', such that there is one team assigned to each inmate (staff will
.be assigned to more than one |nmate) Each staff member will be a team
coordinator for "at least one team and a team member on approximately
five'other teams. Each team will consist of three Center staff menbers
and one innate. Examples of assignments of pgrsonmel to teams are pre-
sented in Appendix B. Since the Center's activities will consume a
gréat deal of the staff's time, we recommend that -the Center's staff be
relieved of. most regular institutional duties durlng the time the Cen-
ter is conducted : .
: : 2 .
Also, we recommend that a member of the Assessment and Development Team,
preferably the team coéydinator, be a member of the inmate's institu- :
tional elassification team. That is, someone on.,an inmate's team should
know him and should be available to the inmate after the Cenhter is over.
This will insure a smopth transition from information gathered mt the

Center to tts use in ipstitutional classificatian decisions. We also

o
: .
+ 1
: . : : o~
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suggest that the institutional classification team approve the Center's

classification and training recoﬁmendations with few exceptions. ~
Some of the actlvatues durxng the Center are individual activities and
some aré.group activities. For group activities, the ten inmates will
be divided into_two modules: Group | (Inmates 1-5); and Groyp 2 ...,
(Inmates 6-10). The primary reasons for(dividing the inmates into two

. - groups are: ) " ' v

a. Scheduling of staff time .can be more effucuent because inmates d o
R in one group can be working on individual actuvutues while the
other inmate participants are in group activities.

b. The smaller groups permit more individual staff-inmate inter-
action.
To insure that inmates receive maximum benefit from the Mid-Sentence
Center experience we feel that certain guudelnnes should also be

followed when selectung inmates for parthupaxuon in the Mid-Sentence L
1 0o i dtCdhper:t. S E T P £ VTIPS T YR S S ;;‘iﬂh

L w - -, -
Inmate qualifications: Inmates should be selected for participation in

the Mid-Sentence Center according to the following criteria:
/L \ ! . L.

a&. ROC psychologist's recommendation; . - s

7

b. Job foreman’s recommendation at termanatuon of maintenance

training; ]
\\ . g ‘:/
c. Counselor's recommendation; -
’ d. Case worker's recommendation;
‘. .lnmate's expression of readiness and willingness;
. . f. Custody status; EWAN \
. é; g. Time guidelines giving inmate enough time to complete training

prior to his release date.

-

2n order to evaluate properly the effectiveness of the Mid-Sentence
Center treatment, we will need to place half of those eligible (under.

- the criteria mentioned) for the Center into a control group whose mem-
"bers will not participate in the Mid-Sentence Center. (See the evalu-
~ ation section of thls .chapter for a more complete explanation. )

L4
] -
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The time guidelines should confor@ roughly “to the following schedule:

Minimum Sentence Mid-Sentence Center conducted after:

6-11 months ’ - 3 months

1-2 years ' ) 6 months
3~4 years . E 1-2 years

58t years. " ~ ‘ 3-4 years
over 8 yedrs approximately 4-5 years
’ . . _prior to release

~

8

We feel. that the information generated near the middle of an inmate's
senténce is more likely to be reliable and valid. During our site
visits a number of prison staff members complained to us about test .
resul ¥s obtailned® shortly after inchArceration®y Fhe¥’ explaired thath 1 .
gererally an inmate is not in the-proper frame of mind to do his best
‘very soon after incarceration. The inmate seems to be neither moti-~
vated ror sufficiently adjusted to his new environment to respond
seliably and honestly to tests if they are administered at that.time.
Also, since most decisions concerning training programs occur sometime
,during the niddle of an ‘inmate's sentence, it seems logical to adminis-
"ter tests and inventories at ‘that time.
We suggest that -during ﬁhe'time the Qenter is scheduled the partici-
pating inmate engage only in Center activities. Although the Mid-"
Sentence Center will probably be located within the |nst|fut|on, perhaps
inmates in the Center can move into special living quarters.in a remote
section of the prison. Separate living quarters will help emphasize the
importance of- the Center by completely removing the nnmate from the’
normal ly scheduled |nst|tutton activities.

e

4

Once the staff is ready and the participants selected, Phase One begins.*

Phase One: Tests, Inventories, and Activities: In this section we will
describe the paper and pencil inventories to be used at the Mid-Sentence
Center. We will als¢ discdss the purposes of certaln Center activities
scheduled to take place during Phase One. -

-

a) The first activity will be an orlentatlon period led by two
staff members who will brief inmdte participants on the pur-
;pOSe of the Center ‘and outline the activities. of: the. Center
The orientation should provude |nmates with an explahatlon of
‘the Mid-Sentence Center's function, including how the tests
and'work samplés will be used to make classification deci-
sions concerning institutional training programs. An inmate's,
full understanding of the purpose of assessment is essential.
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Techniques which will insure a relaxed atmosphere must be used
to avoid test-taking anxiety. The staff must emphasize that
the tests will aid staff team members in helping the inamate
decide on an appropriate training program and that staff mem-
bers will use the test information as a guide, not as an iron-
clad indicator of potential. . It should be made clear to the
- : inmate,, that the Center will he!p him to learn about himself
and to make-amportant decisions about His future. The staff
will try to motivate inmates to perform conscientiously
during the Center. ﬁ,

-

Also during the,orientation, the staff will distribute to each’
inmate a list of his Center treatment team.members. Then, if .
necessary, the inmates and the staff persons on the teams can
introduce thefmselves to each other.

B admxnlstered to all inmates as a screening test to.igentif .
s, IR *'llnd|V|duaﬁs for whom the General Aptitude Test. Battery TeATS)

. / T 7 s appropriate. The GATB is not appropriate for persons with *
a reading .level below the sixth grade. If an inmate scores
below the sixth grade reading level on the Gates, the Non- -
verbal Aptitude Test-Battery (NATB) will be administered in
place of the GATB. v

“ - <

R c) The GATB: If an inmate has at Feast a sixth grade reading . -
: level, the GATB will be administered. The United States r
Employment Service developed the GATB to be used by empleyment
L counselors in the State Emplgyment Service offices. The GATB
measures the following ability factors: lntelllgence 16),
Verbal Apaltude (V), Numerical Aptitude (N), Spatfial Aptitude .
: (S), Form Perception {P),*Clerical Perception (Q), Motor Co-
: ordination (K), Finger Dexterity (F), and‘Manual Dexterity
(M). The entire Battery takes approximately two.and one half.
. houts to complete. As mentioned earlier, through extensive L
testing of employees inmmany different jobs, occupational ,
\\\\\score patterns have_ been developed which represent minimum
. ‘ < scores required on each scale for each occupation. Therefore,
/ for each occupation, an inmate's %core profile can be compared,
with the pattérn of scotes indicazckg minimum aptltude scores
for that occupation. -

b) The GATES: The Gates-McKitlop Reading Diagnostit Teze t will be

) &

-

" - d) The NATB: The NATB is the nonverbal equivalent to the*GATB.
As such; it provides information-.identical to the GATB. The
NATB is normally administered to persens possessing lower than
M o a'sixth grade readlng level.

- .
- -
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a)

“intake tests for many cOrrectional institutions.

- 55.
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The MIQ: The Minnesota Importance Questionnaire (MIQ) is a
paired comparison instrument which measures 20 vocationally
relevant need dimensions. According to the theory of work
adjustment (Dawis, Lofquist and England,
satisfaction with a particular occupation can be predicted
from the correspondence between;h§§ pattern of vocational needs
and the reinforcers provided by that occupation. Occupational
Reinforcer Patterns (ORPs) describe the reinforcers available
in the work environment for the satisfaction.of workers' needs.
Individuals are predicted "'satisfied" if their needs are simi-
1ar to the ORP for a given occupatuon.;

in addition to a readout specifying the expected satisfaction
in each occupation, the MIQ idehf’?ies'persons who~have
answered the items- randomly or who.possess very poorly defined
occupational needs.

£

The CAT: TThe California Achxevement Tests (CAT) are standard
- The CAT,
which can be used for persons from the primary grades to the
adult level, measures general.educational achievement, and
provides subtest scores for major academic areas.
from this battery will help determtne educatlonal placement.
The CAT results will help the inmate and his team decide upon
supplementary courses that need to be taken to qualify for

chosen occupations.

$

- '

The Kuder 01S: The Kuder Occupational Interest Scale provides
information about the similarity of the respondent’s-interests
and preferences to those of persons in varlous occupatlons and
fields of“study. Scoreson ‘each occupatlonaf scale are
expressed as a correlation between the respondent's |nterest

J964), an individual's

-

The results |,

PR

pattern and the interest pattein of the occupatlonal group.

lo

3

- addition te the irnformatibn provided by the-occupational # ¥~ -

h)

scales, the 0IS |ncludes college majors scales and eight
experimental scales.

The Personal 4nterview: The interview will provide an-oppor-
tunity for each inmate to become acquainted“with his team
coordinator.
the inmate's prior employment history and probe .for clues
involving his work life. The coordinator .should try to learn
as much as possible about the inmate's feelings toward work
and employment and about his attitude toward the Center. Alsq
he should double check the inmate's motivation for testing to
insure that test and inventory results will be meaningful for
him. Based on this meeting, the inmate's team coordinator may
request that the inmate undergo further testing.

The coordinator will obtain information about .
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.Another purpose of the coordinator/inmate personal interview
is to ''personalize the orientation for the individual and to
provide each inmate with an opportunity to ask questions about
the Center in a oneton-~one situation. We anticipate that some
questions about the purpose and mechanics of the Center may
not surface during the orientation period because of the large
number of people present. In the more intimate individual
interview setting, the‘ipmate should feel ‘more free to voice -
fears, questions, de;B#s, etc. The interview will provide an
opportunity to tailor/the purposes of the Mid-Sentence Center s
to the needs of the particular inmate. That is, team coordina-
tors should insure that the purpdses, scope, and meaning of

the Center are understood by the inmate--and from his frame of
reference. Thus, this ‘interview provides an oppoFtunity to
make the Mid-Sentence Center and the overall career development
program more meanlngful for the individual inmate.

i) Mock Parole Board Hearing: The Mock Parole Board Heari%g'is a
- group exercise which will demonstrate what inmates may expect
from such a hearing ‘and confront them with the need.to plan
. for their release. This exercise sets an atmosphere of immedi-
a;e relevance to the entire Mid-Sentence Center (See Appendix -
@ €) -

By the end of the second day of Phase i, the needs,.aptitudes, acadeiiic
achievement, and vocational interésts of each inmate will have been
assessed. The final Phase | activity--a summary statement meeting--
will provide an opportunity for a staff member to outline the schedule
for'Phase || of the Center. This meeting will also provide a final
opportunity for inmates to ask questions about post-Phase | or upcoming
Phase Il activities. Appendix B gives a suggested schedule of events
for Phase 1. e '
Pre~-Phase Two Activities: During this time, tests.and, inventories will
be scored and returned to the institution. All scores and other {nfor-
mation gathered will be summarized and placed in an Occupational Choice
Information Booklet for each inmate (see Appendix B for an example of
the suggested format). .

The reader will notice that the booklet contains the results of all
tests taken during Phase One--the Gates, the GATB or the NATB, the MIQ,
the CAT, the Kuder 01S. For the GATB ,and the MIQ, a computer printout

$which presents results from the two tests jointly will be placed.nn the

s
s

bbok!et - "As mentioned earlier, the two tests together identify occupa-
tions in which an inmate has the potential to do well and to be satis~
fied with the work. We also suggest that the Occupational Choice
Information ooklet contain‘a summary of the Personal Interview in Phase
One and supe isory ratings on work related personality dimensions com-
pleted by the inmate's work supervisor. Other information will be added

i

&
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to the booklet WItRIn Phase Two of the Mid-Sentence Center. The booklet
should provide an excellent display systemfor summarizing information
important for, aiding team members in makimg decisions about |nmates
during the. Center. . . ;

After information ga ered in Phase One has been entered into the book-
let, each team (without the inmate) will meet to review the material
contained within the Occupational (hoice fnformation Booklet. They will
exchange any additional information they have and discuss.work samples
and/or further aptitude testing strategies that the.inmate might: parti-
cipate in during Phase Two. These discussions will yield tentative
ideas for the inmate and his team coordinator to discuss the morning of
the first day of Phase Two. At ‘that time, deflnlte scheduling and
planning for Phase Two will be done.

Phase Two Activities:
~3

a) The individual feedback and planning interview: During the

individual interview the team coordinator will g;ve the inmate
a copy of material contained within his Occupatlonal Choice
Information Booklet and-orally feed back the résults of Phase
1 .tests and activities,  Together the two will discuss possible
accupations of interest to the inmate based on the list of
occupations appearing in cells 1, 2, L, and 5 of the GATB/MIQ

. matrix. The inmate and the téam coordlnator will select appro-

priate work samples “to further test the. anate s.interests and

aptltudes for the particular-activities actually performed on

jobs wi-thin his area of interest. Thus, the purposes of the

interview will be to feed back Phase™ results to the inmate,

to get his reactions toward occupatrons}appearlng in the

approprzate cells within the GATB/MIQ matrix, and to work with

‘the inmate to choose work samples or further testlng approaches

applicable to the accupational ‘area chosen. The interview:

. should result in a Phase Il schedule which is;tailored to.the

~ particular needs and interests of the i?dtvndual inmate.

While half of the inmates aré in persoggl tnterV|ews, the
other half will learn about tralnlng Opbortunltles

b) - Discussion of training programs: . For one-and- one-half hours a
staff member will lead a dlscussxon about training opportuni-
ties both within the institution and outside the institution.,
Since inmates are probably relatively unlnformed about_many of
the training programs available outsndc the institution, It is
especially important for the staff member to discuss such pro-
grams. lnmates will be encouraged to ask questions about the
content and availability of the various programs.
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<) Work samples: The work samples will serve three functionse* .
First, the staff can assess an inmate's skill at the task.
Siconq, the staff can assess the inmate's work related person-

kinds of tasks.

. &
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] . characteri&tics; and third, the inmate can reality test .
: P is interest in an occupation by performing actual on-the=job
a For-each sample the inmate tries within the
Center, staff observers will independently rate the inmate's
skill on the relevant dimensions that the work sample taps.
Staff members will also assess the work related characteristics
of the inmate's personality and attitude, as shown in Tabig I.
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Table | ‘
Possible Occupation-Work Sample Matches
Based on GATB MIQ Occupatlmns and Stout State Work Samples
- Occugatlon g = WOrk Samples '
., “.1. Airplane Stewardess h 2, 7, 32 |
2.« Auto Service Station Attendant . 13, 17, 81
3. Clerk, General @ffice, Civil Service { 7, 12, 14, 15 X
b, Embalmer : ) , , ’
5.- Hotel Clerk- . . 2, 7, 13, 14, 15
- 6. Medical ‘Technologist : 3 . .
7. Nurse, Licensed Practical ' 3, 14 ’ 4
8. Radiologic Techhologist . 3 :
. 9. Receptionist, Civil Service 2, 14
10. Secretary (General Office) ( 2,7,8,12, 14
. 11. Stenographer, Technical, Civil Service 7 : =
. 12. Teacher Aid X 7, 14,16
13. Typist, Civil Service Jo 8, 12
14, Aircraft and Engine Mechanic, Shop h] h2 54, 65‘ %l .
15. Compositor . 36 42 '
"16. Linotype -Operator %
17., Taxi Driver ' 38
18. Accounting flerk, Manufac turing > 7, 10, 15 .
19.« Assembler, Production 33,-34 57, 77
2?. Assembler, Small Parts 57, 58, 60, 6] ,
. Baker’ - 28, 29 ¢
. Battery Assembler ., 34, 50, 51, 52 . .
23. Bookbihder / 34, 57 g TR
2h. Cashier - Checker X _ 9, 137 "y WS
v v+ 25. Kéy-punch Operator " . 7 L
26. Meat Cutter ! 9 s
.. 27. #Punch press Operator . 2 -38,.62, 72 .
. 28. Sewing Machine Operator. Automatic . 32, 42, 62 ) :
29. Solderer (Production Llne) ] 63, 69, 77
+30. Truck Driver S
31. Accounting Clerk, Civil Seﬁ§|ce ' fr.lu, 15
32. Bookkeeper | . , 7, 10, 14, 15
33. Cabinetmaker ’ % - b2, 45 46 47
: 34. Cook (Hotel - Restaurant) v 28, 29
-\ 35. Digital Computer Operator ¢ .38, Lo, 65
36. Draftshan, Architectural 1 42 )
37. - Electronics Mechanic . P 42, 55, 58, 61, 65
38. Lineman (Telephone) |, : g ig, %i ‘47, 54 .
39. Machinist i s . ’ ’
4o. .Personnel Clerk "‘“\~§\~%>* - 7, 14,15, 16 ] .
41. °Salesperson, General (Dept. Storej '’ -7 13, 15 &> -
42. salesperson, Shoe ?» 13, 15 . ~
43, Screw Machint Operator, Production 32, 28, 77
L4, Bus Driver 23,732 ’ . o
4 . i . \
]
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. 53. Bricklayer’

‘49, Telephone!Operator

”

- 60.

Table -(coﬁ??ﬁhed)'

L5. Mail Carrier &
b6 .+ Nurse Aid :
47. Orderly -
L8. Post Office Clerk

50. Teller (Banking)
51. Waiter ~ Waitress
52.  Firefighter v

54. . Cement Mason
55. Landscape Gardener

56. Lather i ‘ ‘ a',
57. Plasterer .
58. Roofer

Ry
59. Accountant, .CerblfleiPublfc FRES
60. <Architect -

.61.° Interlog Designer and Decorator

73. Welder, Combination . . -~ - =

-71. Sheet Metal Worker )

62. Occupational Therapist

63. Carpenter+ ]

64. Flectrician . '
65. . Glazier (Glass Installer)

66. Maintenance Man, Fattopy or Mill

67. Painter/Paperhanger

68. Patternmaker, Metak .
69. Pipefitter . -
70. Plumber ’ -

72. Tool-and~Die Maker

74, Automoblle Body Repalrman )
75." Automobile Mechanic : g
76. Cosmetologist

. 77. Barber ‘ B

78. Claim Adjustef.-wec = 6 %

79. Counselor, Private Employmenﬁ.Agéhcy II
80. Electrical Technician -

81. Engineer, Sgatlonary

82. Office Machiné Serviceman

83. Salésman, Real Estate

84, SaleSperson' Sporting Goods

85, Statistical Machine Servucbman (Offlce)
86. Television Service and Repa«rman

87. Caseworker 5
- . &
88. Counselor, School %:5

"89. Counselor, Vocational Rehabilitation

90. Photographer, Commercial
91. Teacher, Efementary School

92. Teacher, ‘Secondary ‘School (.4.
93. Accounfgnt (Cost) R RN
0° = ‘ ‘
.f
. f:,J

f K a4

. bl

6, 8, 12
3, 12

3.
6.8, 12 & - i
2. 7. Ih -
2 7 12 13, 14 -
)13, 1k
2 34, 57

42

46 . T~ L
.63, 64 '

68 64  ©*

68, 70, 73

7, 19, additional testi
42, additional testing
addi tional testing

2, 14, additional' te
‘42, 45, 46, 73

k2, 55, 58, 65 B

72;

43, 54, 65
42, 71 .
b2, b, 47
34, b2, 5k
3k, b2, 54"
L2, b, b7, 5k, 72
42,4k, 47, 5h
57, 69, 70
3, 5k, 69 :
34, L1, 42743, 54, 8
22 . o
22 ?
14, 19

) 2, 14, additional testi

1k, b2, 61,

42 55, 58, 61

38

41, 42, 65 -

2,14, 18, 23

2,13, 14, 18

b1, 42, 65 ° .
6k, 65

2,14, 19, additional
testing
2, 14, ad@itional stesti
2, .4, addi tional testi

‘64,65

, addlt;onal testing
2, additional testnng
195 additional ‘testing
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. ,Claim Examine

Cdﬁmercial Ar~ist,

Electrlcﬁl ‘Engineer
Englneer, Civi-t

'Englneer, Mechanical
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Science)
Statistician, Applied..
Wr;ter,’Techn
Marker - .
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l]lu;trating
) Dletlt;an . :

Librarian .

Nurde, Professional (Offlce)
Phar ist ¢

Phys®¥al Therapist
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addi{ioﬁal tebting .

55, .61, addltlonal testlng
addltldnal testin v
54, addltlonaj tes;ung

14, 16, additicnal testing
‘Ph
@2,
Ih,

additional testing
addltlonal testing
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addttlonal testlng
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These ratungs will be pl;cqﬁ’ln the Occupational Informatjon
Cho;qe Booklet to be used as input for- the development plan.

) 5 ,
What work samples show the most promuse or satisfying the
.requirements of our model? . Three major commercial sets of
work ‘samples dre‘hresently availbble for|consumers: (a) JEVS:
(b) the Tower method; (c) the Sipger-Graphlex method. Each
relatlvely expensive; .the purchase prices are between $5,000-

$10,000. Some research has beén condycted on the JEVS system,
but almost none has been compléted on “th othef” two methods. -
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e . Work Related Rersonality Factors: ... e
. . P
) _— RO .

I. Frustratlon tolerance--The degree to whxch an |nd1v1ﬁual can cbpe
"with his/he¥ own anxieties or with frustratlon and contlnue chan-

nellng his/hér energies into constructIVe Wprk ) . .
. o o ' ~
. 2N Pers:stencé‘-The ability to malntain a sustalﬁed effort on a given
task or series of jtasks’ ; . ..
. [ JER - .

* 3. Dependent/lndependent-—The level of. need for support from others ™ -

,in making detisions or in.completing tasks.

» -

.

€ » .
: @ L. Reaction to criticism--Characteristic emotional response to having

. work per formance questioned or judged negatively. T, e
» - <
5. Rgactxon to pralse--Characterlstlc emotional response ta approval .

‘ ~** and being suppgrted in one's efforts )
) ] . .
6. Reaction to authbfqty--Characterist|ceemotional response to super-
visory personhql; ’ " .

7. -Reaction to co-workers--Characterlstlc emotlonal response to peers
in work situations. ° . - .

8. Leadershu)potentlalL-The capac»ty to’ lead others in the pursuit of
mutual goals. - -

[ - = .

-
9. Utilization, of g_prgy-JThe degree to which an individual is able to
~ effeetlvely channel energies into productive work. : .
10. Accéptance of responsnbllaty--The extent to which an individual
develops a“commitment to the fulfillment of the work task.
1. Dependab1llty--The level of confidence others have in his/her ful-
- ) flllment of rules, requlations, duties, and responsibilitdes. ]
‘ 12. Socuabt?uty--The degree to which an individual ts outgoing,
socuablp, and willing to |q)t|ate and sustain relationships with

~
O

-

¢ 3

’

bthersé

¢ ' EJ r
‘4 ) L : N
. A 3 .
y ’
~ f - A . . r.
Y -
\ . . s - -
. - \ . “ a
i . - : -
- - *
.
.
i ' "
. -
i - ' ¢ ’ -~ - -
-t / , n \ » . - .
& - lad
. " z . -
5\ "] 0‘
. - - * < o)
‘e . . .
. )
L ) N
. ~ .
Q- . 4 A
. »- ' .
ERIC L@ .
. -

Aruitoxt provided by Eic: - r “
P
- - ’ '

0

G




w

P

1

£
/
H

»

2¢

-
-

Fortunately, Stout State University in Wisconsin has available
approximately 80 samples (see Appendix B for a list). These
_samples overlap considerably in content with tH¥ three sets.of
commercial work samples. Also, the Stout State samples are
much less expensive than any of the three major sets. Because
. persons in the Material Development ?enfer at Stout State are
‘enthusiastic about research connected with their samples, they
. are willing to provide them for’ the cost of materialss
Y [ 3
] 'ln~édditidn, Stout State's Material Development Center is spon-
soring a program which will catglog and make available all work
« samples developed in the United States. Plans are being made
— to establish Stout State as a central clearing house for work
" sample distribution with an emphasis toward making samples
available at minimum cost to persons desiring to do research
wiqgﬂbﬂ%m. Consequently, we propose to utiljze Stout State's -
A\\ﬂgzsent supply of samples and.to tap into their clearing house
wlen new samples seem to meet the needs of the Mid-Sentence
Center. '
. »
Thus, within the Mid-Sentence Center, inmates will use wgrk
) samples to learn more about their aptitudes, interests,/and
— . preferences for the occupations which look promising based upon
the GATB/MIQ matrix results. That is, inmates will reality
. test work in selected occupations from those Tisted in cells I,
2, 4, and 5 in'the GATB/MIQ printout. They will learn how.it
feels to use skills, tools, etc., similar to those they would
be using.on the job. It is possible that even though the GATB
and MIQ (paper-and-pencil tests) predict high satisfactoriness

g and satisfaction with-a particular°j9b, the inmate may not like

the work once he gets a taste of it. Or, it is possible that,
based on his, experience with, the work samples, the inmqte may
™~ ; el yery committed to pursuing an opportunity within that
ccupational area. Either way, he has gained valuable know-
- - edge about himself and about his ocogpafidnal choice. In_
' general, we suggest that inmates-try work-samples in promising’
. occupational areas until they find an area for which they can
-generate some interest. ) . A s

f ~ 1
- - =

- Though the work samples available from Stout State University
.Eéem,toucover a large. percentagé of the occupations in the
GATB/MIQ system, there are some occupations for- which work
samples 9Fe not readily available. - ; L.
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d) Additional “tests: We have réason to believe that, for the
most part, an inmate population will have abil{ties for and
Interests in so-called blue collar oecupations.” The Stout
State work samples provide good coverage f&r such occupatlons
However, some/inmates may demonstrate aptitude and interest in
occupations ffor which no work samples exist. Professional and
managerial  jobs are examples of occupations that require
skills that are difficelt to duplicate with.work samples. We -
n propose to test more thoroughly inmates who possess aptntud%
and interest if such occupations. To measure interests in
such occupations we recommend an additional interest test--the
Strong-Campbell Interest Inventory. This inventory provides
more specific information for higher level jobs than does the
. Kuder or the MIQ. An inmate interested iW*being a rehabilita-
tion counselor, for example, can get a direct readout relating
his interests to interests of persons in that occupation.

In addition to probing more deeply into the interests of in-
mates seemingly motivated and properly skilled to go into
higher level jobs, we suggest focused aptitude testing for
those irmates. For example, it would be possible for inmates
interested in becsmfng a teacher totske the National Teacher's
Examination, a test aimed directly at measuring skills neces-
sary fo ching. It's also likely that exercises designed
to measure foreman/superV|sory/management abilities will be
used from time to time, depending uppn need. -

e) Lifework planning sessions:. These semi-structured group
activities are designed -to help participants clarify and ’
identify their' 1ife roles and to think realistically and con-
structively about the future. By examining their entire life
--past, present and future--the participants look at them- .
selves, decide what is important to them, and  develop life
plans” and- projects. Thus, participants gre motivated and
directed in influencing their own futures.

£ .

)
f

3Our— staff learned from the inStitutional audit we conducted of in-
mates' records in a midwestern prison that most inmates held relative-

/}y/fow level jobs before being incarcerated. This is not to say that
a1l of those who held lower level, blue collar JObS in the past will

have only blue cdllar occupations appearing in cells 1, 2, 4, and 5
-within the GATB/MIQ matrix. However, it is likely that most inmates
will display abilities and interests consistent with those occupa-

tions generally described as blue collar.

&4
i v
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The activities are desngned for a group of six'or fewer people
and one counselor/facilitdtor skilled in group processes. As
the success of these group exercises may be highly dependent
" upon this person's facilitative skills, his/her selection
) should- be carefully made. We also suggest- employing an ex-
- Co inmate who is attempting to make it 'on the street' as an
{stant with the various tasks,

Al though these activities have been selected for the Mid-
Sentence Center, any or all of them may be utilized in ongoing
|nst|tu§\onal programs. All exercises are dgsigned to be
voluntary, and ‘although all participants are expected to sit in
- "~ the group, no one should be forced to speak or . participate.
. ‘ The instructions found in Appendix C are brief summaries and
should be elaborated and rephrased by the facilitator.

<! The exercises include:

Life Line: Confronts the participants with the reality of life
and death and sets the tone for the remaining life-planning
exercises. This exercise implicitly conveys the concept, "I
.have just so many years left, and | can determine how I will
spend those years''. \

(9 o
Group Discussion: .How did | get here? Forces participants to
explore their present life style and the real reasons for their
incarceration. This exercise focuses on in-depth self-
expig{ation and a sense of perssaat control. .

! : " Values Clarification - The Creation of Aipotu: larifies for
participants their own unique value system. This\exercise
helps them understand their own behavior and motivations by

, stating the standards of desirability against which they >
choose alternatlvesbehavaor
F. S Wt § - ’ T : A /o
3 ¢ Discussion - Future Life Fantasies: Focuses parficipants on

the rest of their lives. The last few exércises focus on past , -
: and present behavior and present values. This exercise shifts
\\- gears toward specific future accomplishments.

B ’

' Goal Setting:'ﬁfncérporates the discuséﬁg::?j:d thoughts from

. past life-plannjng exercises into specifM goals.. By discuss-
. ) ing the concept a goal and guidelines fo™¥etting one, the
) participants move from dreams qnd th0ughts into step-by-step"’

plans for action.

. ' ) Team meetings: From 2:00 p.m. - 5:00 p.m., Day 3, inmates are ' )
scheduled -to meet with their Aspessment and Development team.
During this meeting the’inﬁate ill -express ﬂaix he has learned
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abqut}nnself and about his occupational preferences. The
staff team members wrll encourage him to think about his
future and about hlS plans-in terms of occupational choice and
life work. Also, dur|ng this meeting, the inmate will rate -
himsel f on the work related’ personallty dimensions and record
his own perceptions of his strengths and weaknesses in rela-
tion to the occupations of his choice.
“Again, the reader can refer to Appendix B for the scheduling .,
sugges ted for these Phase It actnvntles.. .

>

b ’ r "
Post-Phase Two Activities: The activities following the completion of

4

Phase Two of the Mid-~Sentence £enter are crucially important for the
Ceriter's success. During th¢ period immediately after Phase Two, staff
members must make.tentativé decisions about each inmate's occupational
future, training course assignment, and development plan. Each team

coordinator must prepare for a final coordinator-inmate meeting to dis-.

cuss the inmate's-Center performance, plans for development, and train-
ing-courée a55|gnment More specifically, the following two activities
will occur:

-
"

a) The staff team meeting:. Prior to the meeting, staff members
of the teamrwill individually review all the information con-

tained in thre. inmate's Occupational Choice Infprmation Booklet.

. Thgy will independently, assess each inmate's vocational skills,
strengths and weaknesses for his tentatively cho;en occupa-
ion(s) by referring to his GATB-MIQ results, occupatlonal
ckground,. and work sample performance. Also, staff member s
11 independentty rate each inmate's standing along the work
related personality characteristics. Work history prior to
’ incarceration, work supervisor ratings, and recorded observa-
tions of the inmate's work'sample performance will be data
avajlable to staff persons as ‘input to these evaIuations.
After individually evaluatlng each inmate, the staff members
will, as a group, discuss and resolve any differences' in the
personality ratings and: vocational skills strengths and weak-
nesses. They will then suggest tentative action plans aimed
- at correcting the weaknesses. These action plans will include
specific goals to be attained”while in the institution and
perhaps recommendations for further training after release
from the institution. -ln the area of work related personaluty
problems or weaknesses, the action plans will emphasize means
* . tg achieve behgvioral changes rather than attitudinal changes.
- Aﬁ”short, staff .membersf of the team will -develop a tentative
"list of needs and action ‘plans to be .presented to the inmate..
. The tentatively formed action plans will then serve as the
starting point for developmént plahs to be worked out with
- each inmate later ‘
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b)™ The coordinator/inmate meeting: In this session the coordina-
. -tor will feed back to the (inmate the overall results of the

’ Center's activities. -.The~two will also discuss the ifRate's
_strengths and weaknesses and the preliginary development sug-

"gestions devised by staff members. Together the inmate and .
the team coordinator will establish the final-version of the
S developmental ‘plan. This plan will consist of 1) *needs''--
v based on weaknesses in the vocational skills and work related

personality characteristics areas and 2) “action plans''--based
on developmental suggestlons ,agreed upon by the coordinator and
¢+ .. the Inmate. It is |mperat|vé%that inputs for the development
- ~plan tome from both sides so that the inmate feels the plan is
" meaningful and realistic for him. Yet, it is also important
that the coordinator enter the meeting with some good develop-
“ mental suggestions focused on important weaknesses.
During this interview the team coordlnator sh0uld emphasize
the-inmate’s strong points. Thé inmate should feel that he ’
does have strengths from which to a'ttack his weak areas. That g
is, the session should motivate the inmate to move forward on |,
his development plan. However, the session should not be a
"whitewash', either. The téam coordinator must confront the
inmate with his weak areas and encourage him to improve in
these areas via the development plan which emerges from this
~session.

In addition to discussing ‘the inmate's Center performance and
negotlatlng hts development plan, the coordinator must present
the staff's tentative tralnlng program suggestion. The tranﬁ-
ing program selection should flow from the occupational area

-3 arrived at for the inmate. The training course-occupation

matches made by a work evaluator should enable the inmatg and
the team coordinator to decide easily upon a training p(gn.
Thus, inmates'will be-dealt with as indjviduals in the Center.
. <’ Mahy Center actiyities. will be based on an inmate's individu-
_ .alized interests and aptitudes. Certain parts of the life work
planning portion of the Centek will be standardized for all
inmates but the counseling, feedback, work samples, used, etc.,

- will depend on the individual's needs. The main thrust of the

.Center is ‘to make a person employable, by»classifying the
inmate using the best psychologlcal tools available and
involving the offender in her/his own classification. Obvi-
ously, w iy not be able to deal with'all of the factors -
which CJEQZ-an ex-convict either to fail to find a job and/or
to lose a job. However, we believe that the careful integra-
JQ\ tion of information and classification.through the process l

- outlined holds the most promise for re®ulting in meaningful
training decisions and long term career effectiveness. 1f the
% .;.‘ A
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individualized development plans 'work', there is likely'to be
an overcoming of the weaknesses diagnosed, and thus a 'defeat-
ing'" of some of the classificatiod decisions”made. |t is this
kind of dynamic classification process--one that encourages
change, growth, development--that we are recommending rather
thédn a static process that feeds on "'correct'' classifications

and predictions.
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VI. Summary: Mid-Sentence Center Schedule.

' " PHASE |

(Day 1)
(Week 1, Monday)

- .

. criteria, the inmate is
for assessment

By a predetermined set of

ready

i

8:00 - 9:00 =

3,5

Orfentation |I:

Introduction and statement
of purpose of assessment

:00 - 9:15 Y

3

. ' Administer the GATES
Reading Test

' @ I

Y

If reading level is above
sixth grade reading level

*

9:15 - 12:00 6

Adminis ter GATB

If reading level is below
sixth grade reading level

9:15 - 12:00 . 4

Administer NATB

¥
1:00 - 2:00 3

Administer MIQ

Ne

2:00 - 5:00 1-6

- Role playing Parole
Board Hearing¥




PHASE |

(Day 2)
(Week 1, Tuesday)
{

8:00 - 9:00 1,5 -
Statement of purpose for“
day's assessment. Answ
questions. Administer :gme
practice items if neces ary

N
s

9:00 - 12:00 3
Administer Cglfffr 1as
Achievement Tests

A

[ Break up into

(%]
-
»

'
% o] seasiny mv? TN SRS M‘J'"\JM,,‘-

i~ |
Group One :%Group Two
o

ot

1:00 - 2:00  ".3.,3.4.5,6" < s oa = 2:00. 2%
rTBdividual Interview AI . fAdminlster Kuder OISI

4

o

H

. \ ‘
2:00 - 3:00 1 2:00 - 3:00 2-6
Administer Kuder OIS Ingjyidua] Interview
4 ¢ .

LI .1

o 300 - 4:30 ,,46
[Ro]e Playing - Parole Boardl

>

. L:30 - 5:00 2
\ | Summary Statement and Preparatlon for Phase IIJ‘_ J

4

% ‘oo ere . i
Numbers refer to specific.staff members involved.

A
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‘ PHASE 11 .

(Day 1) .
(Week 3, Wednesday)

<. 8:00 - 9:00 . 1,3

Ortentation kl: .
(for everyone) Afterward

. break up into two groups
- 14

! R
A

) lGroup Onel

9:00 - 10:30 1,3,4,5,6

Group Twol

9:00 - 10:30 2

i

Personal interviews to discuss: - P
1. Phase | test results . ) ’
2. Inmate's feedback--interest, opinions, ideas,

3. Supplementary information,to aid in choosing

L, -

.

an area, of work .
Synthesis of information and selection of

Presentation of
available training
programs/folkiore/
group discussion

1.‘worksampl‘[as . K
10:30 = 12:00 i

1»Presentat[on/folklore/discq;sion

. . T .
. *
9
. -
¥y ’

1:00 - 3:00 2,4

Life work planning--

lTife line ) ;
1

3:00 - 5:00 1.4 -

Administér appropriate .

work samplé(s) - -

)

J

L 4

10:30 - 12:00 2-6

Per§ona1 interviews

>

1:00 -~ 3:00 5.6

Administer appropriate

work sample(s)

L

380 - 5s:00 3.6

Life work plapning--
life line

- RGO




Group One

8:00 - 9:45 3,6

Life Work Planning--
How did | get here?

] -

&
" 9:45 - 11:30 1,6

Administer appropriate
work sample(s)

7 P

12:30 - 2:00 3,4

Life Work Planning--
Values Clarification

2:00 - 3:30 2,4

Administer appropriate
work sample(s)

3:30 - 6:00° " 5,6

Life Work Ptanning--
Future Life Fantasy

PHASE 11

(pay*2)

(Week 3, Thursday) ' .

Group Two

8:00 - 9:45 L,5

Administer appropriate
work samplie(s)

.9:45 - 11:30 2,4

Life Work Planning--
How did | get here?

. 12:30 ~ 2:00 1,6

Administer appropriate
\
‘lwork sample(s)

—

.

2:00 - 3:30 * 5,6

Life Work PJanning--
Values Clarificagion

il

3:30 - 5:06 2,4

Administer appropriate
work sample(s)

{
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PHASE 11 { ‘
[ o . :'.(Day 3)(9 .
. * {Week 3, Friday) - '
‘- . : . 3 .
. g ~
Group One Group Two 4
A ‘ -
R : ‘C:
. B . . AN v
8:00°~ 9:45 1.4 . 8:00 - 9:45 2,6
Administer appropriate | . ; N Life Work Planning--
work sample(s) g Future Life Fantasy
\.
-~ L4
. ' . v
9:45 - 11:30 3.6 - 9:45 - 11:30 4,5
Life Work Planning-- ) : Administer appropriate
Goal Setting . work sample(s)
\
k - 4
“ i ) .

- 12:30 - 2:00 1,4 ‘ » 12:30 - 2:00 5,6
~Administer appropriate : Life Work Planning-- *
work sample(s) : Goal Setting 4

I I B o
o W N
2:00 - 5:00 All Staff .
Individudl Team Meetings . .
. i ‘
LR
o - .
;
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_ . * Chapter 7. THE PRE-RELEASE CAREER DEVELOPMENT EENTER
D 7. EASE CAREER | ,

.
. - .
. ) - s N

K . The Pre-Release Center will emphasize a practical job hunting ‘effort for .
‘ each “inmate by |mprov1ng his job seeking skills:and by attempting to .
o Place each inmaté in & jeb utilizing Division of Vocational Rehabilita- &,
. tion (DYR) ‘and U.S. Employment Service help. The main features of the
Center will be % training course in job seeklng skills, sessions with a . v
DVR,ar;g/or Employment Serv1qe person“}o arrive at job and location v
. prefergaces, one or tore ''rap' sessions with former inmates to dISCuS‘S
. genéral problems they can expect to encounter on the street and on the |, N
L job, and one,or more sessions with a staff person to discuss progress - - .
. / made on f:h_; developme% plan and possible revnsnons in the plan. . T

- -~

&

Thusfahe cen;tral"purposes of the Pre- Release Center.are: . . &
a. To equip |nmates withcertain job seeklng “skills and to prov1de
“ them with a preView of potential prqblems they can expect as
oL ex~ conv:ctsvg the world of work . ..
3 .4. .% . - o ) -
i * b ,*To vsucé'es'sfplly employ inmates; ’ . ‘ I €

»
3 S

- w ¢, To upda’te the occupatlonal claSS|f|cat|on and development plan
,\f‘: determlned at the Mid- Sentence Career Development Center - -
The Pre-Release Center should last about one week. It can be held with-
in the institutj or at a '"half-way house'',, if necessary. The’sched- |
‘ dling for "this €énter can be looser ‘than the schedule for the Mid- ‘ ™
- Set‘;tence Center because the sequence of ‘events 'is not as important here.' .
, Thej,refbre we-will oatline a sample: ‘schedule, but the user need not . ' . @
o a‘dlf;’t-:re to it strictly. Also, within broad Jimits, no set number of
v - rnmates need atten&ithe Center. Six to twel‘ve inmages at a time seems
reasonatgle i o N
. Wlthln the P’re-Reléase Center, each inmate will have .completed for him
wa booklet containing a number of items which should prove valuable to
< him. Thjs Job- Kiit will also contain an occupational history of the !
P en ° inmate,’ |nformat|on about DVR and Employment, Service benefits and ser~ |
% V|ces, documented “list of occupational skills developed .in institutional® '
’ “training course(s), and his revnsefdevelopment plan along with a list I
of occupationdl™gbals aerlved from the lifd work plapnmg &porthn of -
the .Mid=Sentence ‘Center and perhaps modlfled in the enters, .
Portlons of the Job Kit can be used by EmpToyment Servnce or DVR persons .
attemptxng .to place:an |nmate m-a _jOb

L I =

-

(%] . 2 . " - g . , ' v "._;i_
. . The foﬂow:ng persons.will be requnreti,.td perform certaln duties wjtRin A g; T,
2~ the Cerrter L .. SR AT A T T
t ~.a¢-{ “An employment’ service .person to dlscués vs mm h|s " P
Voot orgamzatlon can help recently re\eased fenders, - ; | ’ .
:: ‘ \ w L Nt =\ * .' P ‘ .
. L '{ !) - ”
S : RCEN .

-
.,
o
>
i
<
‘

’ \ ' .
. Y ' ) ’ oo~
< -, ¢ d Y . > y N -
. N3 ) S e ' o ,
JF, ¢ hid ¥ . . . o
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e - - ~b. A DVR persoh to discuss vocational rehabllltlatlon aids avail- ~ ‘
able to the inmate after release;

- - X
ey

" c. Education, vocational, and/or classifications staff persons b
conduct development plan reassessmeﬁt meetlngs and to teach the’
. job seeking skills course; . . -

M -

- 3

/~d. lInstructors in the inmafe i;f(ngThg program who must complete
- @  sections of the Job Kit pe taifing to new jobs skllls lg ¢

. .. in the tralnlng Rﬂggram(s) '

|nmate group . )
& . =S, ..\."'

» . . 5]
L |." Detailed Description of“the Pre;ReleALe Centér.’
will distuss each component of the Prk-Release Center. and then o
~1|ne a pdSS|ble schedule for the Center's jactivities. .
‘ a. Job seeking skills training couyse: ?Ei& course.can be led by
a‘ﬁember of the institutiqn (a‘counse}br, PVR staff mem-.
P ¢ ‘. ber, glassification officer,G .). The core of the- program -
. will |nvolve practice empioym nt ‘interviews "and feedback from
. the mock interviewer (staff megber) and perhaps from other 8 .
\ inmates. Each inmate will be-interviewed by the staff member )
who will Yplay act' an employer. -The inmate-will play himseif — -
- ' while the staff ‘member questions him about his backgreund, v
- - qualificatioﬂs etc. AftercBath of the two interviewing -
. sessions, the role playing staff member will debrief the
inmate and make suggestions for |mpr red performance in terms
L of his responses to questions and th 4mage he préjects. In-
= mates should be especially well counséhed |n!deathg effectiver
“+y with questions about thelr incarceration. After completing: .
o two interview-debrief sessions, inmates should be.better quali-
- fled el make'neasonably favorable |mpre55|ons on employment
@ B |nterV|ewers .

-a,
<

2y

4

'

I b. DVR and Employment Service Briefings: We_recommend that a DVR
- and -an-Empl ment Service represeﬁ%atlve be requested to be’ o
4 . Tt present for portlon of the. Pre-Release Center. Our instity- 4
—_— Lo tion visits |mpressed‘us with the&c0ver§be.of free services .

e

Y

- avatlable from these organizations for ex- convictd and others.
-, We were also impressed with the general tack of know]edge.about
. these serV|ces One contrlbutlon which- Fepresentatlves of ;

~ these two organizations can make is to brief inmates on ‘the
- - - . " nature of free*services DVR and the Employment SerV|ce can- .
deliver on the outside. In these br.iefings, inmates.ffould be.
s 5 CoA encouraged to take advantage of free servlqés.prOV|ded by the '

N o Lo . . . .
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two agencies. In add|t|on to briefings by persons from these
two organlzatlons, we suggest that local addresses and tele-
phone numbers for the two agencies be placed in each inmate's
Job Kit along w.ith a list of services available.

Rap Session(s): Inmates particjpating in the Pre-Releas¢ Cen-
ter should attend one or-more, rap-sessions led by an ex-inmate.
This individual sheuld‘be relatlvely successful on the street
but someone to whom the inmates can relate. That‘is; he should
be capable of’ proV|d|ng a positive model for inmates.at a_time
when they might be look|ng for someene on the 0ut5|de with whom
they can feel some affiliation. iqiﬁ

- ~
v

In the rap sessions, the ex-convict leading the group will need

.and staff member.can als

to talk about what to expect on the street, especially in terms
of employment posaihilities; treatment by employers_and co-
workers, etc.' The rap session leader should also be available
to answer inmate questions about post gelease life.,

Development Plan/Occupational Goal<Discussion: Durino the Pre-
Release Center a counselor or another stafkf member (the.inmate's
team coordinator from the Mid-Sentence Center, if available) X
gﬁould discuss progress made on the inmate's develmeent plan
and possible revisions based upon .changes in outlook of situa-
tion for the inmate. Due}ng the same discussion the inmate

review the occupational and 1ifework
planning goals articulated earlier by the inmate and his team,
in the Mid-Sentence Center. Again, if changes in plans and’
goals ;seem necessary, the two should discuss “them and attempt
to agree upon a revision. We recommend that after the discus- ,
sion of .the staff member make a written revision if necessary,
show the revised document to the inmate, and place the develop*
ment plan and the octupatlonalfllfework plann|ng goal statement
in the inmate's Job Kit.

The purposes of this session ‘E;%similar to those offthe feed-
back and “development plan meeting within the Mid-Sentence
Center. We hope that inmates will be motivated to work on ¥
components of their development plan after. release. We also
hope that inmgtes will keep in.mind what they learned about’
themselves inlthe Mid-Sentence Center lifework planning ses-
.sions. The ithitust of the development plan/occupational goal
discussion within -the Pre-Release Center will be to rejuvenate
as much as possible a poS|t|ve feel ing toward progressing
fOrward with constructgve developmental efforts._
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. " . i. An occupational history of the inmate; !
. “ . ; ]
L Y ii. Information about DVR a&nd Employment Service benefits and® ‘+
h services; . ] [
S iii. Statement of occupational goals as mod|f|ed in the Pre- 4" i
- g Release Center;” . ) |
7 - . .
iv. DocuMbnted lis;-of occupational skills developed in prison ’ /
. .. training program(s); )
V. DeVelobment plan constructed in the Mid-Sentence Center. )
. . Much of this booklet s contents can be used by Employment Ser- )
. vice representatives or other placement persons to help the
) inmate get a job, In addition, the information about QVR and
g Ftemployment service aid should aid in leading the inmate to per-
, sons who &an work towa(d getting him a job.
. B Il. Schedule of Activities for the Pre-Release Center. If fﬁe table ,

* which follows we have outlined a schedule of activities for the *
Pre-Release Cenhter. As mentioned earlier, the sequence of activities:

is not extremgly crucial within_ this Center. Thus, departures from thé .
'schedule would not be serjous. ». © .
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9:00-10:30 Interview two and feedback in Job

Skills Training course (same
schedul jgg arrangement as in

‘;/ Interview one segsions) = - 1,2,3,4,5,6

»

A ’ \ “79'
» SCHEDULE FOR PRE-RELEASE CENTER -~
. Inmates” ’
> . L Attending _ Staff
. Time Activity E the Activity Required
: Day 1
8:00-9:00 Orienfation and questions’ 1,2,3,5,6 A,B,C
9:00-12:00 DVR and Empfoyment Servic;‘n' - i o
"~ brieftngs - | g 1,2,3,4,5,6 D,E
1:00-2:30 Interview | and feedback in, Job !
- : Skills training course (two ‘-
inmates assigned to each staff per- . .
' " son, one being interviewed, khe P
! other acting as ebserver and '
‘ providing -feedback) ” 1,2,3,4,5,6 A,B,C
t
2:30-3:00 Break ] ’
3:00-4:30 Interview | and feedback in Job * - . = - d
* " Skills training course (inmates o '
interviewed in previous session ’
are observers this time and '
inmates who observed last .session !

. . are interviewed -hére) 132,3,4,5,6 A,B,C
) ¢ Daz ZA . ‘ 'a.

g h e W, ' . ' . * o,
9:00-12:00 Rap-Session : . 1,2,3 F
9:00-12:00 Individual develop&enf plan/ / , . o

* 7 occupational  goal sessions ° _ '4,5,6 A,B,C.
1:00#4:00 Rap Segsio% . ) . 4,56 - N
: - . ) . . . -
1:00-4:00 Individual development plan/
. . occupational -goal sessions 1,2,3 ~ A,B,C
&. ___LDa 3 e - l N
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10/30~12:00 Interview two and feedback in Job ° ) . ‘ -
s L ) - Skills tiraining course 1,2,3,4,5,6 AdB,C
1:00-4:00 Additional_develc;pment plan/ ’
: occu@ational goal sessions (if .-
o . neceSsary) » 5 : -1,2,3,4,5,6 A,B,C
A ”, . /7 . - Day_ l* " ) - o ¢
“*All day Additienal develogpment ptan/
occupational goal sessions or .
, additional individual consulta- . .
a . tions with DVR and Enployment .
" Service representatives. . 1,2,3,4,5,6 A,B,C,D,E
) N e .
rd - = ’/ ¢ .- -
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w Chapter 8. EVALUATION PR/QCEDURi—;S.

" . - o

If a program is go be instituted widely, we® bel ieve it should first be
submi tted to a rlgorous evaluation process. Thus, ur presentation_
éxpltcates in some detail an evaluation plan which 'i§ capable of assess-
ing ihdividuyhl ‘elements of our model and which -is d igned to provide ’
feedback such that improvements and modifications of our,system can be
readily implemented based upon empirically derived information. The
evaluation of our classification model as operationalized in the experi-
mengal "assessment centers'' discussed in-this report can be divided into
two general phaSes. , .- ¢ “
. . . . o
- 3. . An "internal' evaluation which will assess.the short-term
impact the experimental program hds on inmates. . In this phase
we propose to assess thanges im inmates' fee)ings toward work
/and toward an occupation “after release; we plati to evaluate,
where possiple, the content of the two centers in terms of its
effectiveness in,bringing.about the desifed changes in inmates'
d \pccupatlonal skllls and work valges. We also wish to assess
the effectiveness of the classification of inmates into insti-
tutional training programs. -

* b. An 'external' evaluatjon which will be concerngd with the
longer term impact the experimental program has 'an: inmates'
skills_and values_concerning work and on a varletyrof occupa-~ _
tional outcomes for inmates, after release., - .

[y

. Campbell (1971) ,provides excellent general guide}ines for training pro-
gram evaluqﬁ;2y/ He points ouf that program evaluators make a real m|s-
take when t limit their evaluation of a training course or program to
”go-no go''-or g "succeed-fail' criterion. He argiues forcefully for’a
moFe qualitative “and multndnmeﬁSnonal analysis in which the program is
_judged along a number of relévant dependent’ variables. Two advantages
. of a comprehensive multidimensjonal evaluation are: a) it recognizes
that training .progrags can succeed, i some afeas and fail in others;
and b) it ai!ows for more direct feedback about individual program com- "
ponents which mlght need changing. We agree with these pr|nc1ples, and
thus, in our evaluatioh of the impact of training upon-inmates' occupa-
.tlonal success, we will takéta broad multldlmen5|onal approach )

o
]

. Furthermone, Dunn (1973) has had an impact on our evaluation design. In

his discussion of problemssrelevant to criterion related validity
- studies, he suggests that criteria developed ‘to assess the success of
work evaluation treatments are almost always too narrowly defined. ODu

4

. peints out that agsessing only the predictive or concurrent validity of _~

work .samples is ot to assess fairly this.kind'of took. That is, work
samples as usegd in work evafuatldh centers (and in ou? cla55|f|cat|on




.

model) are required to address other needs than prediction of job per-

formance. In our model, work samples are also directed toward .purpgses

other than simple job performance pfedlciign Thus, we propose to use a
e work-sawsle,approach as it

multidimensional strategy for *luating t
will be operationalized within ®ur model.

. T . - .
In order to igcgease ouf ability to test pfogerly components of the ‘
experimental program, we must select randomly a subset of inmates %o
receive our ''treatment''. Then, we will assess wkether or ‘not the -
experimental program into which they are placed is more beneficial. to

them than the treatment they would have received without 'special classi-
fication treatment. We will take-an |ncremengal"al|¢aty approach in’
S this evaluatlon The .questions to be answered by the evaluation‘will
shegd”1ight upon the degree to which our c&assuflcatlon system and pro--
cedures are better than the existing systém. Thus, we ‘propose to split
the available inmate sagmple into two groups, one experimental and one

. contFol group. The contro Qroup will receive training program assign-
ments . in the’usual manner. Aiso, they will recejve no special® Mid---
Sentence Career Development center freatment. -~The experlmental group
wilt be assigned programs us:ng the procedures dlscussed in this report.

'- . . \

/ge fee] stroigly that the means for sevaluatlng the model classification
system should be built into our prOJect‘ That is, even in the initial
implementat ®n stage we want to insure- that methods for assesslng the
procedures .‘are developed and lmplemented Ag stated in Recommendation

‘39 .af a hnnog:aph reviewing manpower research and development prolects »

- undertaken under Departmq)t of. Labor grants: "An a’szgesment component ¢
should, be an lntegral part of planning from a prografi's inception
(Manpower%Research MonogTaph o. 28;.p. 73). Consequently, we plan to
specify a résearch desjgn which™will proviide information about our
classification procedures on a broad set of criteria’, so that we can
determine not only the overall effectiveness of the system, but also’
learn about the strong and weak points in the experimental procedures.

"This J'diagnogtic' information will provide valuable feedback to us for
reflnlng andSNQEL:VIng the classification’ system.

Compgnents Qf our ‘classification scheme should be evaluated using ‘'objec- 4
tive measures when available®™ In addition, perceptions of the classifi-
cation System hould be elicited from a number of sources when appropri-' '
ate., Both subj ct|ve |nputs, such as |nmate S seff-reports about their
progress and treXtment and more obyectlve ‘criteria will -be utitiged’
within the evalua {on framesghk

e

N . N
Again, referringrto the Department of Labor monograph cited above { we
quote Recommendation 43x_,'The impor tanc?® of both qualitative and quan-
titative information in pregram assessment’ should be recognuzed and
provisions made in the asses ‘strategy to gather and utilize both
types of information' (p. 74). Each~of the two classes of measures.has
advagtages‘fpr program assessment. Properly chosen objective measures .

" -
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often provide so0lid, .irrefutable incides of success for a project. Reci-
divism rate is an example of such an ob}ectlve measure. “However, sub-
jective, qualttat|ve informatien can also be-valuable. For _example,

. inmates' pe ceptlons of the Mid- Sentence Career Development Centers can
provide us with clues about possible ptoblem areas in the centers. Per-1!
ceptions generally have more diagnostic capabilities tffan do objective
measures. It i.s easter to pinpoint problem areas by ellcttlng percep~
tions about the areas in question d|rectly than by attempting to
.identify or&ﬁeV|se~oBJect|ve measures. Thus, both kinds of measures
possess -strengths for assessing program effectiveness.” Let us now dis-
cuss in more detail our evaluation plan. . . .

-

4

I. The Internal Evaluation, The first place our classification system
* will differ markedly from others is at the time of the Mid-Sentence
“Career Development Center. Thus, evaluation of the experimental program .
starts then. We suggest choosing control and experimental group members
such -that persons in fhe two groups are matched 'on important variables
such as ageé, type of offense, amount of time remaining before release,
etc. That is, experimental groupnmembers should be chosen randomly.
Then, upon choosing ¢ acs experlmental group inmate, a control, group
inmate should be selected such that the pair is matched-on important
variables. Also, we suggest that when each experimental group member .
enters the Mld Sentence Center, the control group person matched with
the experimental group member show]ld then beg|n the usual classification
process for obtaining an gssignment to an institutional’ training program.
This arrangement will ensure that important comparlsons between experi-
mental and control group. members will be meaningful in terms of more
'EfflClently isolating the independent variables of real interest.

9 -

At the time of the Mid-Sentence Center, several within experimental . ,
group longitudinal type measures, shoidld"be takengin addition to measures
taken tomparing control and experlmental'subJects For example, measures

of occupational gbal\ clarity, work values, cqmmltment to 11fe change,

‘etc. will be adfiinistered both befgre and after the Mid-Sentence Center.

We will attempt’ to flnd out whether or not the concentrated effort toward
focusnng»occupathnal ‘goals in conjunction with the’ 1ifework planning

" effort helps an inmatesto take a more responsible, serious, and hopeful

look at hls occupational future. We, 'Will try tokdetermine the immediate
effect that the Mid-Sentence Center has on an inmaters occupational out-
look. We will also appﬁy these measfirey later to identify the longer- .
terq effect the.Center might_have on focusing occupational preference .
and on Iifework planning energles

h

In addition to these measures taken longitudinally relatingdto the
effectiveness of the Mid-Sentence Center in terms of effecting change

in an inmate, we will make comparjsons at this point between the experi=-
mental and control. grougs. Specifically, experimental and control group’
memBers wiil respond to oertaln fnstruments.both before and after the .
exper?mental group experjences the Mid- Sentence Center. Comparisons

g : . ) )
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between groups will be made on ''gain scores' for each measure (the pre- °
test-post-test control group design outlined in Campbell and Stanley,
1963). The instruments administered to both groups will include measurés
, of work values, openness to life change, and occupational goal clarity. . . .
t : '_\‘.

We will also gather information from experimental group members about

their perception of strengths and weaknesses of the Mid-Sentence Center.

-

Y We will evaluate the critical comments on the basis of consistency:
. across -ipmates and move to change the Genter's format:if it seems
Véh »warranted. ‘ \;

(, . .

" Another important component of the Mid-Sentence Center is the choice of
training programs made by the teams. We will assess the degree of satis-
faction with institutional training program selectioh on the part of

oo Center participants and members of the control group. We hypothesize
that the manner in which an inmatecis led to a choice of programs wi]ll

. affect his attitude toward. the program into which he is slotted. P§e~
sumably, more attention will be given to helping the inmate make a .’; /'

. training program choice in the Mid-Sentence Center which, in turn, might
J make him relatively happy with the program he is assigped to. At any
) rate, we will be. very |n;erested to find out how satisfied “inmates are
. = about ‘their program assignments developed in the Centeg, compared to
lnmates in the control grgup who are nof so carefully dealt with.

. « '
. N A

- ’ After the |nmat% goes to the training program decided upon by the team -
) and has 2 chance to. experiénce the program for a reasonable amount of-
\\ . tlme, we will obtain from him information about feel ings he has toward
<, h|s choice of program now that he knows more about the training course
chosen. We will design a questionnaire which taps inmate opinions about
how appropriate they feel the training program assigned to them is for
meeting their occupational skills needs. This quéstionnaire will be
admlnlstered both to the inmates in the experimental group and to those
+ in the control group. An ob!ectlveqnea5ure getting at the ''goodness'
" of the tra|n|ng program assignment can also be taken during the time /[
inmates are participating in the training programs. We can simply com-
- pare the total number of requests for transfer to other training pro-. ~
grams made by experimental group members to the total number made by PR
control ng\p members, . . .
Y ) . . o
In addition to trainees'’ sel f- perceptlon of their progress, we wiidl
gather reports from course |nstructoré concernlng inmate attitudes . -
toward theQgaining program, their suitability for the kind of wprk at
which the training is aimed, and their proficiency within thHe course. ..
N P If there are objective measures.of prof|c1ency available; we will . »
gather them also. In general, 3t this stage we will be interested in 0
gathering information about inmates' interests Pn the4r trauneng COUF?E\..\
and the degree to which they pick up the approprtgte skills |n the
gl course. Also, we will again assess inmate attitudes toward the process, , .
of training program Selection. Comparisons will be made benNeen experr- -
mental and - control group members on all measures.

~
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Jhe next point at which we need to gather evaluatE%p information is
fter the experimental group of ipmates completes h _ 6
Je will ask them to report to us.the good and bad points of that Center

&

5nd make adjustments in the program if appropriate. We will seek opin-
pds about each component of the Center--the job interview simulation,
the rap sessions, etc. From these opinions, we can get a picture of
He immediate impact the Pre-Release Center has had upon- exper imental

>

gbup inmates. Lo :
iF .

F&} all %xperimental and control group members who have- jobs arranged
or the oft

jobs at this time. Again, comparison between exgerimental and conttol
group members will be made. < : *

. - L] -
| '
v N
"\

X €
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. Tmpact on work behavior after release from the institution for the
expérimental program outlined in this report, we also suggest an incre-
mental validity. approach in which we compare experimental vs. control

group.persons in a follow-up study using certain objective measures and

1. \The External Evaluation: Impact. For assessing the longer-range °*

.

.

% ’ _ . . 3
S 1
2 , ; .
i . . E i. .

side, we will elicit their opinions and attitudes toward those

e Pre-Release Center.

g

some questjo;Xaffiiinterview assessment. We argue, again, that this .
ds

procedure yi t only the relative success of ‘the prégram, but also

we get some idea of whx it did or did'npt succeed based on qur question-

_naire and interview 'responses. Also, the‘incrementalxvaiidify nétion

“Miows us to assess the utility of the extra classification, assessment,

-and. lifework planding efforts.

- - .

A short-time after release we will ask both experimental and control

group inmates who ‘have a job to express their opinions about their jobg*

and occupations and to explain to us how they obtained their jobs. We

will also elicit information fromxperimental group members about their

"job satisfaction and about the defree to which thejr jobs fit in with

occqpatioﬁal plans developed in {he Mid-Sentence /Center. Finally, we ' -

will ask each ibmate to completela personal adjustment inventory., Com-
pariéons will then be made betyweeh responses deYby inmates who were
in the experimental group and Thosg who were in the control group.
Thus, our purpose in this part of the evaluat will be'to determine

what kinds of different ocqupational outcomes (if any) occur for persons.

who went through the Mid-Sentence and, Pre-Release Centers. And, we will
. want to.assess the impact the experimental model program had upon the
geodness of the job-person match. Ftnally, we hope to evaluate these
former inmates' persona’l adjustment to living on the outside, again
comparing, expertmental and control group_persgns. ’ a ‘
In addftipn“to looking. at differences between meags‘for experimental
and conérol group persons on questionnaire ahd instrument,rPSponses, we
also propose a more in-depth evaluation of the effect of the model
ctassification program. This part of the.gnalysis should- Be designed
., to generate'hypotheses abou't potehtial#1ﬂﬁﬁﬁﬁ§xin the modgl, inmate
[ * 44
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i 0
characteristics critical for leading to good outecomes, and other factors . ‘
“which may have important impact on the model's success. That s, we See ’
' this part of ghe evaluation as dealing less in herd data (means, stan-
. dard devnat|¢ﬁs, etc.) and more in the speculative, hypothesis producing
.o .area, .The .interviews may prov;de valuable insights*implying additional
= trends and relatlonshups among crugial varlables. This comparatively
subjective, in-depth analysis should Suggest more systematic data analy-
. ses for fufure evaluatlon of the model. {
+ Tq’a omplish this portion of the mpdel evaluation, we propose that a
sample of experimental and control® up ‘members be interviewed appraxi-
) mately six months after release from prison. The sampling plan should 1
o . (as much as possible) allow for ‘both persons in the originally assigned " |

experumental control group pairs to be interytewed. 1In the |nterV|ews ’ .
) we will try to elicit a more complete statement (than is p055|ble using |
a questionnaire) of each person's attitude toward his job ana the degree 4,¢

to which he sees his occupatiopal skills training in prison aiding his
progress on the JOb We also aﬁan to get a more complete picture of ‘
each interviewer's personal adjustment and, for exper imental group mem- .
bers, how (if at all) the lifework plannlng portian of the Mid-Sentence
Center is impacting upon his adjustment;to life on the outside. Thus,
0 _ the purpose of the interviews will be to get & broad longitudinal slice
of these ex-inmates' attltudes toward work and toward  the preparatlon \\“\
for obtaining and holdlng a job. A related obJectlve—W|41 be to-gener-" 3
ate hypotheses about the impact of the model ©on these persons work
-lives. N

\\ in Table 2, we Summarlze the program evaluation 'measures to be adminis- ’
* tered at various stages during angd after the inmate's incarceration. We

also SpeC|fy the time each measure\is to be admlnlstered and to wHém it

should be given. ’

-
»
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AR ‘ TABLE 2
Measures to be Administered in the
Evaluation of the Experimental Classification Model
When Measures o ' Group Being
Administered ) Administered ' . . Measured
Before Mid-Sentence . Mg (to measure occupational E,C -
Center “goal clarity)
. ’ ' . Job Orientation lnventory (to E,C
measure work values)
Openness to 1ife change S . E,C
x [N & s -,
Af ter Mid-Sentence . CMIQ - - E£,C '
Center (befére ~ \
‘starting training- . Job Orientation lnventory E,C .
progtam) ‘ . .
Openress to life change EsC
. . . e .
N . Questionnaires eliciting attitudes
and opinions about: -
) ’ A) elements of the Mid-Sentence:
L Center . _ E .
‘ ‘ B) training program agsﬁinment : E,C
C) the development plan , , L E '
§ ¢ . - . / « ) . ! .
. ' . . f . <,
E = experimental group - . .. e, . * ,
« - ’ ) ' L
C = con'trol group -
. . ) PR S Ve ,

=l
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‘When - " Measures : Group Being
Adminidtered . Administered . Measured
During Trainingi' . Questionnaire eliciting ppinioné E,C
e\ y - +and attitudes about the gesira- e
/’"“53 . bility of the training program
& . -
. ’ . .. Questionnaires (filled out by -
\ ". training program supervisor) .
; eliciting information about:
! o
¥ A) how inmgte. is performing in £,C
. ) training in terms of skills ‘
) . . 'B) how inmate stands on the E;C.
work related personality
_ dimens Tons
’ g . Tally of rehuesté for change in E,C
v training program ’
) o .
" After Pre-Release - .. Questionnaire eliciting opinions '
.fenter (but before and- attitudes about: .
release) - . .
. A) elements of the Pre-Release E.
. . Center . )
. o B) jéb'on'the outside (if inmate E,C
o N PR has one waiting)
\ » ‘ ’
-’ After release . Questionnaire eliciting: . .
) 5 ‘ Yoo ey
. t - A) attitudes toward job (if = = E,C
‘ ‘ applicable) A
O &) information abeut job including
. the degrée to which it fits T
‘ ' with the occupation(s) chosen .
. . as promising in'the Mid-Sentence
‘ - . .- . Cent®r ’
; . . . L, R s
. Instrument measuring degreg of E,C
. personal adjustment o :
) * J n?_
> - _
. . L X -
R -
Al ’ - 2
» v P ‘
! J q ~ . -
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Chapter 9. .IMPLEMENTAT|ON

-

- ~
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-

We have attempted to-develop our classification model with implementga*-
tion'cpnstraints in mind. That is, we have attempted to.consider costs,
staffing requirements, and facility requirements., For:these reasons,
we have tried to prepare materials and develop schedules that could “be
imp.lemented with.a minimum of development wdhk. Nevertheless) there,
will be some costs to an institution deciding to émplox this model.

The major costs involved would likely be starthp costs. ' Since the pro-
cedure is new and relatively complex, training of staff in the procedures
outiined in this report would be required. An institutional psycholo-

. gist familiar with asséssment center procedures could provPe the train- _
ing required for the remainder of. the staff. However, assuming that
there are very few such qualified psychologists in correctional systems
at this time, initial training of the staff and guidance 'in implemerting
the procedures would probably best be provided by'outside consultants.

- 2 M !
A four day training session for 10-15 staff members would be sufficient
to qualify them for their assignments. Such training would include
familiarization with procedures to’be employed, with special emphasis

"~ on the interviewing skills and group process skills required.‘ '

»

»

- -

Once a cadre of qualified staff members is trained, external consulting
guidance could be successively diminished until the process functjons
on its owh. ’ o .
/ N .

0dr classification design-also calls for a.work evaluator to serve on
the staff. Once again, an internal employee skilled in thosezproce-
dures could be used at no additional costs urfder the guidance of the
psychologist. Until a correctional instituti® akes a final decision
-to implement perménently this 'system, howevgjjh;ﬁx thus hire a work
‘evaluator, outside consul'ting could be provided. ~“Thus, only a psycholo- "’
gist and a work evaluator would be required in addition to thopse inter-
nal Etaff members who would be designated ,to serve o’ the Mid-Sentence
Career Development Center. \ s

\ .

Total direct costs involved for implementing the model described and,
conducting 6-8 Mid-Sentence Career Development Centers would thus =
“depend upon the sophistication of staff in the concerned correctional
system. Since much of the development of specific procedures, job
¢ samples, exercises, and procedures has been adccomplished as embedded

" in this report, total direct costs for consulting personnel and materi-
als would probably not exceed $25,000 and could be signiffcantly less,
. depending upon the extemt of consulting help needed. Once 6-8 centers
hid been conducted, direct costs would be very mintmal . L

.
- '
‘

- -
s

-




ERIC

Aruitoxt provided by Eic:

- v

IS

While it would be dgsirable to conduct the Mid-Sentence &nd Pre-Release

S~ . - - . - . -
Centers at a unique facility,.it is definitely not necessary.

Thus,

facility costs could be considered non-existent if conducted in a

remote portion of the institution.

¥
/

In general,

very small once implemented. . -
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then, costs: of |mplement|ng this |dea1|zed mode] for classi~-
fying inmates in a state or institution would be moderate initially, but
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_Assessment and Classification’of Prison Inmates
. .

Site Visit Report Form Outline

Date: . lnstitution: Observer:

. N _ .
General Institution Description

. . ) ) _ P
capacity, daily average, present population
security classification, average age, average length of stay
prison assignment by court, law, or classification center
breakdown of staff positions and numbers
housing ¥dcilities, description, custody, etc:

name and title of personnel interviewed

1. Classification Procedure «

. -

inmate's flrst contéct and orientation procedure

specific criteria for.initial housing, housing changes, |n|t|al job
assignment and job changes

initial yob categories and number of ‘inmates a55|gned :

time estimates froﬁ incarceration to first c1a55|f|dat|on paroie
hearlng, and reclassnflcatlon ' . . . ' N
SpeCIfIC assessment technlqueS' test names, interview information,
beHavior descriptions. Include Who givés, scores, and |nterprets

.Classification Meeting ObservationS// . s ;
average Iength of meeting, hoy often, average number of cases heard
title of those attendlng, those who vote, chairman, case presenter, _
guoram .
specific. data presented’ PSl reports, FBI shéet "test reSults,nv
behavior observations, work reports, etc. ) o

u SpeCJfIC decisions reached ‘
. -‘subjectiv impressions of proceedings (what 1nformat|on is heavn]y
used, available but not wsed, needed; power structure, etc. )

>

IV.. Educationg] Opportunities .

)
specnflt programs available and number partncxpatlng ' .
specific criteria for program ass+gnment .

. formal and |nforma1 restrzcttons for partncnpatlon and grounds for
removal . z .
follow-up studies and/or Hata R )
|nterV|ewee S suggestlons for improved assessment

V. Vocatlonal Programs - on grounds (see 1V)

-

Prison Iqﬁustrjes - (see 1V)

'

¥ - ;- .
- pay scale and method, of payment (kept for release, relatives, etc.)

3
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4.7 - subjective impressions and comments

. ~N . ) )
VI1. O0ff-Grounds Programs - (see V) . . -

. . K .
- work release, study release, half-way houses, etc.

Contlusion . ' : ' :

2

VI

- specific applications, suggestions for our project

IX. Appendices - include relevant listings, written criterja, fornts, etc.
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) ! N -
. Descriptive Data from Inmate Population .
: : at-a Sample Training Institution: - ' b
Wisconsin Correctional Institute, . _
Fox Lake, Wisconsin ) .-

T ‘ !‘
. . 14

. . ’ ¢ -

To aid in the selection and development of the wvarious instruments included
in the proposed classification model, we needed more information_concerning
today's ipmate population. We especially heeded 'to know the range of abil-~ .
ity and present occupational’, skills of people Ilkely to enter.training
programs. The FoxX Lake faC|l|ty was selected, and-on June 17- 19, 1973, a
record search for test scores and educational and occupational background .

. was completed on 391 inmates. We recognized thie Fox Lake population was
a.select group pf men from the total population-and made no assumptions
. of a "typfeai"” ‘or "random representatlon :
DESERIPTIVE DATA \ . T

L3 ‘ 3
. - H . -

1946 was the average year of blrth and 27 the average age. The oldest
“inmate was born’ in 1912 and the youngest in 1954. Table | indicates
about 80 percent of the inmates were born after 1940 and .t percent,
were under 23 years of age.

f I ‘. TABLE | ’ oy T .
g . _YEAR OF BIRTH - ' - ) _
. N Year' '.- Age . 1 Numben <;rcent. . . T~
o -1910- 1919 " 5k or over .2, ',\sz '
, . 1920-1929 C53-by . 719 h.9% . : ' '
‘ 1930-1939 43-34 “ 51 .t 13.1% ' . ‘
' 1940-1949 33-24 - 157 40.4% - O
. e 1950-1954.. 23 or under 160 §1.1% - ‘
L - 'TOTAL 389*  100.0%
0y . ) ;_;; L4 .
- N a : B - !
: *Due to occasional missing data, not all totals 4 '

. will equal 391. ]

Ovér, one~half 'of the men were incarcerated for elther burglary or robbery.
Many inmates are convicted of two or re crlmes and are, ‘of course, N
serVIng consecutive or concurrent sentences. For the purposes of thls
stddy., however, only the most.serious crime and total length of sentence *
were -computed. For example, a conviction on two"counts of .burglary and -

. one of forgery se€rving three years; three years and 'two years CS was - 4

i recorded as burglary with, a three.year sentenz/»q\\ ' .- ’,

y : ’ ]
¢ . e Lo .o
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Sentences range from six months to 35 years and the average'sentence was
six'years, fgur months. Sixte.n men wete serving life sentences. and were
not included in this average. Two hundred fifty-six_mén or 65 percent of
.the Fox Lak€ population on June 17-19 were serving sentences of five years
or less. . -

“
oA
v
L]

EDUGATION : : la y

Figure 1 shows both the grade level achleved and the grade level at whichs
v the ,men function. The average man at Fox Lake completed -the tenth grade

* but ‘was only functioning at the 8.2-grade level as tested by the California

Achlevement Test. (CAT . .

* " .

. Theé solid line whlch represents the CAT scores suggests that men who have
. _not.attended high“school seem to function higher than their formal educa-
/ tion |nd|cates, but' that beyond the ninth grade, they seem to function

lower_than their achieved formal level. As, 13.6 was the highest CAT. score,

possuble, the 13 men who scored 13 or bé%ter were functlonlng somewhere °

beyOnd ong year of college

’

M 4
-

-

These Fox Lake men were functioning-at an average reading level of 9.1
-and an averege mathematlcal tevel"of 7.9 Wthh indicates somewhat poorer
arithmetic skills. This'was again apparent ‘from the GATB scores to be
reported later. . . .
Sixteen and7nine-tenths percent or 66 men Mad completed their GEP either
at the prison or some other time after leaving high scheol. In Figure 1’
these’men were included under the highest formal level achieved.

< GENERAL ABILITY

General intelligence was measured by several dlfferent tests including
the Army Betallntellrgence test and the Wechsler Adult Intelligence
Scale. As shown in Figure 2, the majority of inmates (61.9%) indicated
.2 normal level of intellig ce However, these inmates seem slightly

' more repreéented in the lower ranges than the United States population
in general ] .

»

 The General Aptitude Test Battery (GATB) reports nine separate ability
"scores. These factors and their definitions are listed under Figure 3.

' Again, the’ average scores for Fox Lake inmates Were very close to the
general population averages. As the dotted ‘line in Figure 3 represents
oMy extreme scores and not a valid estimate of variability, we can
make no assumptlons as to how many inmates fall jn the norfmal range.
However, we can safely say that the population seemed deficient in |
numerlcal skills and that overall the inmates scored better in nonverbal
than verbal skill measures .

-
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FIGURE 1 L
LEVEL COMPLETED AND LEVEL TESTED
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’-9. 0 : . . 1
A : ’ FIGUREqB - AR <
GENERAL APTITUDE TEST BATTERY scomzs : T
180 LT
N gxtremé. High .
]60 /4\‘\ T -t ) —a’:-‘"
. ' - St ST
- —' —-— * - /‘ >
140 —_—- '
y ‘ . ¢ ..
- & 120 ‘
5 .
S . . R . Average
0 ~ *
— V/_‘\/' s .
< .
b .

Fye

60 N A
- » Pl - &-
N - ~ -
llO ~ v, »\\ // ~ . .
) N “Extreme Low
20‘ ) \\*——"‘
L. .G . vV N S P Q K F M
Inmate ~* | . ) ' \ ‘
Average 91.87, 93.59 '88.00 100.0 192.2_ 101.3 96.2 86.7 100.8
- - - "Scale

f

'G General Learnlng
V Verbal

N Numerical

s Spatial
. l'l

‘P Form Perception

Q JClerical Perception .

K Motér,Coordination
F Finger Déxterity

M Manual Dcxterity -

e

-

N

THENINE APTITUDES MEASURED BY GATB «

to’ reason’and make judgments

Ability
Ability to undergtand meaning of =
words and~use them effectively '

Abl]lty
tions
Ability.

quickly and accurately

‘to perform arithmetic opera~- -

-~
.

to visualiZe three-dlmenslonal

objegts

d

*Ability to perceive pertlnent detall
in pictorial or graphic material
Ablbkby to perceive pertinent detail

in verbal or tabullar material
“Ability “to coordinate eyes with hands
or fingers rapldly and accurately
Ability to manipulate small objeets™
accurately and awickly ‘with the finger
Ability to work with, the hands easily
and skﬂ1fully

.8




. .EMPLOYMErll L. ' S e

© We exam|ned occupatlonal h|story from, two dlrectlons nature of former'
\-f employment and ‘time span the. longest prevuous Job was held.
. - . " Figure 4 indicates that 136, meh or 3h 8 percent of the Fox Lake inmates
had never held a full-time Job’—\h longer than six months. ' Of course
« . .'the. high representation of young men ‘accounts for part of these figures.
. » Yet the high proportlon of men who Reld jobs for a few weeks or.months
o at. a time |nd|Cate very poor occﬁpatlonal stablllty ‘Only 15 percent
of- the |ncarcerated men. had, held "one job for. longer than,three years.

N v

Examining Table lII, we see -that over 75 percent of the Fox Lake popula-
' . tion were previously employed in. 'lTabor occupations. These have been
divided to indicate further the exact nature of employment.

. ot . .
' . . . . LI . N
.o " TABLE .11
‘ .- . . PREVIOUS OCCUPATION ° .
5 : o | ?ccugatlon Number Percent
) Professional, Technical, Sales ' 18 ~ _ bt \
Auto Body, Mechanics | ; 20 | -1, K
~ Skilled~Labdr (painter, roofer, Joqueyman) .57 14,6 2
+Factory Labor ’ . 126 32,2 -
Constructian Labor ] : - B 31 7.9-
] " Farm Labor . 13 3.3
B Unspecified Labor 53 _13.6
, ~ Miscellaneous and Part-time 73 - . 18.7
o ' © TOTAL 391 100.0
NATJONAL NORMS o -

.

Flgures 5 and 6 compare the:Fox Lake data to |nTormat|on reported for

.. Federal Prisan,inmates in 1970. (Manpower U. S. Department of Labor,
January, l97l p. 7). In general, the Fox Lake men have completed more

years, of high school than-Federal inmates, but less than the general
population. It should be noted, however, that the Fox-Lake and Federal
inmates cannot be directly compared due to the select nature of the Fox
Lake facility. Nevertheless, we can consider the 5|m|lar|ty of the group
to a more general ized Fe&eral populatlon. ' . .

; . . -
As the occupat|onal jexperience was broken up dlfferently for the two
groups, it‘is again. difficult to maké direct comparlsons. Howeveér,
even a rough estimate dramatically demonstrates the lack of trained
.vécational skills among both prlson populatlons.

. o~ , Y 1 e
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: T FIGURE 4 ‘

.

rmzm.d.: OF LONGEST vmmc_ocm mzvro,«Zmza

1on

-

Percentage of Populat

-

‘,m mos . ‘or less 6 mos.-1 J:.,.g . 1-3 . yrs. . "3-5 yrs. - Over 5 f.m.. 'c:x:o,%

Employment Length’
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: _ FIGURE 6 . : | . . .
. COMPARISON OF OCCUPATIONAL EXPERIENCE . o »
2 b QU . o‘m ' ,
. : 4 - . %
o , - : . , 3,
T Occupations Federal and State Felony Inmates and General Labor .Force , — ———
- ) - <7 ’ . E -
Profeésional and technicall workers 2.2 W % -----<~---—-Inmate prior work experience
.\ g s e 10.4 N --Gereral labor force ) .
~ ’ ~ ] \ - . N \ A} ¢ l -
Managers and owners, incl. farm 4.3 IN ) - . . L
) 16.3 Y . _ :
. : : o e
Clerical apd sales 7.1 . . . . . i .
- 14.2 I /
i t .
- L) M . ' ’ . ' /
Craftsmen,| foremen 17.6 NI , . o
20.6 GGG )
’ bl
. . .
Operatives 25.2 . _ ®
, ol 20— & -~ .
B ~ ‘ . 4 o
Service workers, incl. household 11.5 I L ‘
. . o 6.4 NN 5 o : -
, ‘ . 50 S
Laborers (except mine) indl. farm 31.9 NI ¢ )
laborers and foremen 10.8 . : .
- . . ] . c- .
(W ' < - - - ,. . . .
- - o L \.Cm
. ” R ‘\ N ~ - RN klwo
. ) oos - . EE|:




. to improve their situations.

f . . . /
This dlsparLty betw‘en the relatlvely average ahility Tevel of Fox Lake
inamtes (as indicated by both general avility and the nine GATB Jfactors)
and_the extremely below averdge work skills and occupational stability
he most outstanding conclusion from the study. Although we have in .
no way proven that poor votational skills cause criminal activity, we'
camr see that inmates, Iack these skills. These men had little to offer
the job market before incarceration, and a ~criminal record is hot llkely :
Therefore, a closing of the ability-skill -

)

'gap can only help these men when they are back on the street. . LN

“INTERESTS :,’ o , 3 ..

The College Interest lnventory (€IT) is administered to new inmates at . ’
the Assessment and Evaluation Center on the recommendation of the staff. oo

This is a relatively new test geared toward grades 11-16. Sixteen scores ,
are reported relating to courses of study, specific occupations and Y
activities. Because wWe were unable tg,obtdin a manual for this test, the ' ,
average scores are reported in Table‘lV without interpretation. One
hundred and one of the Wisconsir inmates had taken the CIT.

. - & ‘ ' .o
] . . . _ TABLE 1V :
>, " COLLEGE INTEREST INVENTORY
4 . - ,'f. - , "
. Scale .. Inmate Average Scale Inmate Average
1 Personal-Social 60.74 Verbal 59.50
Nature - 40. 47 “Manipulation’ 43,73
Business . 53.78 Computer 65.29 )

_Art * 45,29 ) &%
Science 42.56 ) - :
Mechanical 45,87 Level of Interest 59.72 ’

“ ’A"‘A : ~ .
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- . "“ L [N , s ., : / ;
« . _ Team Assignments “ ' 4
' R i, ‘
' g ) , Team Captain i Team';r;ember
‘ Center Staff Member . i for Inmate No. . for Inmate No.
1 Classificatjon Officer T , 1 o 7, 8, 9, 10
*% 2. .Caseworker 42 Lo 3,4, 5,6
) 3. -Custody Representative 1o, 3,4 2,45, 6
b, ‘Vocat;ona_l,_Exaiuaim—_u . 5, 6 - <1 ‘-[2, 3, 4
5. DeputytWarden i) 7, 8 S =1, 9,10
6. Vocational Representatlve ] 9, 10 . 1,7, 8
[ . ; - . g‘ gz
¢ A S __; . é .
Inmate No. Team Laptain - Other Team Members'
| I ‘Class. Officer o Deputy Warden, Vocatﬁonal Rep.
2 v Caseworker EducationaI'Rep., Voc{atuonal Eval.
3 Custody Rep.’ Caseworker, Vocationdl Eval.
. .. b Custody Rep. Y Caseworker, Vocat:onal Eval. -
5 Vocational Eval.} Caseworker, Custody F{g
6 Vocational Eval.} Caseworker, Custody i{ep. , .
.7 Deputy Warden Class. Officer 1, Vocdational Rep.
8 . .Deputy Warden ° Class. Officer |, Vocational Rep.
9 - Vocational Rep., Class. Officer I, Deputy Warden
10 Vocational Rep. Class. Officer I, De;‘y Warden
' .
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¢ ® : { ‘...!;2
B P,
v . . .o
. - l! *
. .l *
‘ t
. ' ~ ’ ']
‘l
. 1
13 ) -~
' ) . i ,
\ L4 v, [} . f 1{:4'

4

-




y _'v‘! { i [ "y ? R
R 5% TS & C N te
T.0 i o 0 T ©» (7 -0 .
T, o c —_ = rr (19 PRT, S »
Qe o~ c e 4 @O, 5 00 .
. < o —. o @ v
o0 , + 0 L o< 3 ah .
33 o1 3 = s - - -
o o r [ 0 4 - R
o - . —_ o S - o . ©
:" : o :'. “ >
< ) < o .
\ﬁ’ ® =] 5 )
Co 4 R ':é:s- 8:00 - -B;‘ }:% S
ALL ; ALL . < gi00 T .
-t 9:00 - | -
X ALL SR
B .NATB & ) g:15 - < |3
: g
roy . | -9roup . 12:00 .|ig
l A ' ALL " 1:00 - 1
P \ A 2:00
ALL ALL . "ALL ALL ALL ALL 542700 5:00 .
O [y v . -;ﬁ
8:00 -
- ALL ALL : -
) f N ’ 9:00 =%
; / 9:00 .- A
] ALL ) 12:00 ’
Inmate ‘9 Inmate 7 | Inmate 5 | Inmate 3| Grp. 2 | Inmate 1[-1:00 ; 00" g
s . * . . i M ' 4
Inmate 10 |-‘Inmate 8 | Inmate 6 ~| Inmate % | Inmate 2| Grp. 1 |2:00 - 5 2.
N . heY ', :‘ ’ Ld 3:00 -< N %
ALL | ALL “ALL - { -t ALL ALL * ALL | 3:00 - . »
: . ) 4:30 - 2
. - 4:30 -. m
: AL 5:00 §
ALL ALL ALL-” ] 8:00, - m-
. . 9:00 3
lnmate 9 Inmate 7 Inmate 5 Inmate 3 Grp. 2 Inmate 1 9:00.“;'. 0 = :
| I’ 0:30 - |2 | 2
Inmate 10 | lnomate 8 ) Inmate 6 | Inmate 4| Inmate 2| Grp. 1 '3‘2.00 m T
* . - - . . o
Group 1, Group 2 [ Group 1~ Grp. 1} 1:00 3.0'0 Z .
. ' 3:00 -
Group 2 Group 1 | Group 2 Grp. | 5:00
Group | Group 2 Group 2 | Grou}n 1] 8:00 - "
- ' ) 9:45 g
Group 1 [’ Group 2 Grp. 2 Grp. 1 [.9:45 - = |
' 1:30 |[Z
Group 2 Group 1 Group | Grp. 2]12:30 - §
2:00 . I'S
Group 2 Group 2 Group 1 Grp.. 1 2:00 - 0 =
-, > 3:3 ‘
. . :30--
Group | Group | _Group 2 , Grp. 2 3 5:00\
‘ v :00 -
Group ,2 Groug 1 (?rp. 2 Grp. 1 ' 9:4s5 \
' . 9:45 -
Group 1 Group 2 Group* 2 Group 1 11:30 °
. : -
g oo ]12:30 - E
Group 2 Group 2 Group | Grp. 1 "2.00 S
2:00 - <
/‘\LL ALL 3:00
’ ' v - ) . 3300”" ' ‘ s
AL LAl ALL ALL ALL /AL 5100
= - ) !
. o . 435




1
2.
.3.
L.
5

6.

7.
8.

<9,

» 20 .\

0
29.
30.
31,

10.
1.
12.°

13.°

14,
I5..
16.

17.
18.

19.
21.

22.

23.
24,
25.

26.

27.

STATE WORK SAMPLES

Professfo al, Technical, and Managerial

Surveying - ) \
Speaklng ~ Signaling \
Assistant, Medical Lab \

%

. d y . ’w

‘.. : \

. Sorting, Zip Code Mail %

Checking and Recording |
Sorting, Incoming Mail
Weighing, Produce '

Clerk, Payroll

Weighing, PreC|510n

File 80

Cashier - Checker '

“JInformation > Gathering
Clerk, Ord

Bookshelv:ng
Partsman, Automotive
Salesman, Auto
Adjhster, Claims

LN

6osmetology’
Guide, Tour

Service
s

Clkrical and!Sé]es

&

o

[N

Farming, Fishing, Forestry

Processing

Decorating Cake
Baking Cake

-

* Numbers are left blank for anticipated additions

11

to each area.
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’ Lot Machine Trades
>

32. Eye Hand Foot Coordinationx

33. Sbrtlng, Metal Screw

34. Assembly, Mechanical

35. Fiaming, Picture

36. *Strlpplng, Offset .

37. Turning, Wood )

38. /operating - Controlllng .

39. lInspection, Nut and Bolt .. %« ~,
. 4Q.; Micrometer Reading -

41A Small Engine -

4 Precision, Measurement .

¢ 43.° Repajiraan, Brake , :

+ 4L, Set Uﬁ“ Drill Press

45. Opqrator Band Saw /s

46. Operator, Circular Saw

47. Operator, Drill Press o

-

48. _ ) ’
z‘so - - -
. Yoy ’ Bench Work
A . . -
7 { * v
50." Assembly, Disc - z

~51.° Assembly, U-Bolt

52. Assembly, MDC-VGRS Block '
53. Assembly, Stout U-Bolt .
Sh. Mechanical Aptitude
55. Resistance Measurement -
56. Sorting, Ceramic Tile

¢ H7. Visual Pursuit g
58. Assembly, Circuit Board

T 59. Key Cutting

60. Assembly, Small Sign
61. Assembly, Bridge
62. Operator, Sewing Machine
63. Soldering, Microminiature .
64. Repairman, T-V Rotor

——

= 65. Repairman, Electric Meter é

66. 4

‘ 67. g
Structural
- —————

68. Assembly, Silo Ladder A

69: Welding, Arc < 4

70. Lay-Up, Fiberglass '3

71. Painter, Window .

. 72. Bending, Sheet Hetal® 2}

- 73. Door Hanging R

7h. . 1

75. : R -

L
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* 76,
‘77. Assembly, Line
" 78. .Printing, Silk Screen
79. .Tester, Tube
80. Painting, Sign
81. Mechanic, Auto

.o

Sorting, Metal Screw .'. -

+

Miscellaneous
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Life Planning Activities

Mock Parole Board ﬁearing
_ Life Line
\G{;\;:) Discussion: How Did | Get Here?
Values Clarification: The Creation of Aipotu
Discussion: Future Life Fantasies
Goal Setting L

Aruitoxt provided by Eic:
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N 'LIFE PLANNING ACT!V!T!ES . .».
¢
These semi- Structured group actnvutles gre dengned to help partncnpants
clarify and identify their life roles’ and-ta thln!‘regllstlca]ly and
onstructlvely gbout the future. By ex%mtnlngathgtr entire life~--past,
pfesent, and future--the part|C|pants Jook at themselves, deCIde what'is
important.to them, dnd develop life plans' and projects. ‘Thus, part;c— .

lpants are motlvated and dlrected in influencing their own futures., ™ |
! PR

The activities are designed 70: A .group ‘of six or fewer people and one
.counselor/facilitator skilied i group processes. As the success of -
theseé group exercises may be highly dependent upon this personts facili-
tative skills, his/her selection should be carefully made. We also suggest
employing an ex-inmate who is attempting to make it 'on the street'' as an
assistant with the varlous;;asks .

- e
- . -

Although these activities have been selected .for the Mié;Sentence Center,
any or all of them may be.utilized in ongoingd institutional programs. All
exercises ate dessgned to be voluntary, and although all participants are
"expected to sit_in the group, no one should be forced to speak or partic- .
ipate. The followung instructions are brief summaries and should be
elaborated and rgphgased,by the faciTitator.

w ’ ’
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3 »  Mock Parole Bdard Hearing - Role Playing

J “‘ ‘ o " . -
Purpos - -
__1;L+__

DemoN?t;ate what |nmates may,expect from such a hearing, confront them
with

reléfance for the entire Mld Sentence Center.. -

kd

s !

Procédure.

.

.

1. The faC|l|tator, rode playing. an inmate, four or five institution

staff, and actual Board members, if possrble, conduct a 10-15 minute
parole hearing as a model This hearing is as realistic as possible’
and emphasizes the inmaté's plans and ability -to express them.

2. Each partilipant in turi volunteers to role play himself/herself, and
the other participants rele play board members. The facilitator en-
courages the "board members' to futly participate |n questlonlng the

|nmateiméﬁout specifi¢ plans,-goals, etc.

3. After~all partlcupants have rele played the’ |nmate, the facilitator
summarizes the exercise in a group discussion, eliciting from the
group elements a parble board is interested in and ways one- could
prepare for sgch a hearing.

-~ 1
1 1/2 - 2 hours . “ . 4
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he need to plan for, their release and set an atmosphere of immediate




Life Line"

et —
- - * ‘\\
Purpose:, Lo

' N ~

Confront participants with_reality'of life and death and set the tone for

the rem3ining 1ife-planning exercises; implicitly convey the concept "I

have J%ﬁﬁ‘SO many years left, and | can determine how | will spend those
K

years. t

. . !

. . '
’ - ”

- [l

Mater-ials:

1 ! ) ’ ’ Q A4
Sheets ‘of -paper 12 to 18 lnches in length (perhaps legal pags-or lengths
'of "shel f ‘paper) , pencils, pens, or paints. , . -

~

>, " . . ‘. ' ’ «
. Procedurey ™ . 3 : .,

A S s 4
. .

1. Draw ;%line that best represents youmr life and put a dot at either
end. This may be a straight line, cE*‘s, zigzag, or whatever shape
you feel best looks Iike your life. : ' ~

. A w .

2. Place an X on the line where you are at now and your present age
“Under the left dot place an 0 and.your birthdate. « The right dot
represents your eventual.death. How long do.you expe;t o live? At _
what age do you expect to die? dUnder the rlght dot, put your best

guess of how old you will be when you die.” - . ‘-

3. Think'about the events, people, and decisions that have been fmportant
to your life. Put a symbol of some kind on your life line to represent
important ‘events: or periods. Now put symbols in for, the important '
people. Ypu mlght ‘include relatives, friends, and anyone who has in- ¢
fluenced you eitRer positively or negatively. Finally, put' in sope

symbol for |mportant deC|s|ons you ﬁave made or were made for you.-

4

‘e

..h. Fill in.the rest of your‘llfe line the way you want lt‘to happen.

Think of all the things you Want 'to do between now and the time you °
die. Include thlngs you would tike to do better, things you would

+ o like to try but hayve not yet done, thlngs you would like to have

¥

happen to gou, etcr Allow yourSe]f to dream a llttle .

3
- v

5. Share youn "ife Ilne W|th,other members of the grouu, Explain why you

', edrew it like you did and what major symbols représent. As others ex-
plain their llne$, ask . about ihteresting symbols., Try to see how your
life is alike and ﬁxfferent from everyone else s. ~

. - ‘.

6. The exercise ends with: a summary dxscussxoh led by the facllitator.’
) Partlcupants discuss their reactxons to the exercises and anything

,Epey_realtzeu 0(;g+3coveyed as a'result of it.

- . N -

1 1/2 hours. o
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D Group Discussion: How Did | Get Here? )

1 , . P

Purpose: . oo . ‘ . % Ll
* Force partnc:pants to explore their present life style and the méal reasons
for their incarceration. “Focus on in-depth.self-exploration and sense of,

personal control. - Y I

‘¢
’

Materials: , ; AR , L

1. List of unacceptable reasons for 'Why |'m Here.!' |Inmates often state
rational ized excuses, superficial explanations and/or |nsolya57e ‘
problems in answer to this question. |In order for this exerc:se to
focus on the:deeper issues of self-concept and personallcontrol )

~  these superfi /al excuses must be eliminaf&d. A list of ‘these often-
heard statements will be composed by caseworkers and other personnel.
Such a list might include: ’ )

.o ) Unacceptable Excuees"
I'm not guulty ' s
. They're out to get me because |'m Black/Chicano/Indian/White, etc.
3The sys tem screws poor people and |'m poor.
It's the only way | can make a living. L .
etc. - . M
[} . . . ]
Some of these reasons may ‘be, 1n fact, legitimate, but the point is
that focusing on them is of little value in getttng out and staying<:

,out. -
/

2. A confrontive, assertive, no-nonsense gr0up leader wHB knows exactly
where the participants are coming from. OBecause of the nature of' this
exercise, we suggest an ex-inmate, or someone who previously compigted

the exercise as a participant, conduct it, and the counselor/facilitator |

serve a secondary, more obsebvant role. . ,

. * * . N
& -~

Procedure: .

>

- -

1. Group leader introduces the exercise as a discussion of how we all got
here in_the first place. He/she puts the unacceptable list on a
blackboard and explains how we sometimes use Tegitimate circumstances
as excuses and rationalizations for our own behavior.

2. The group leader asks one partlctpant how and why they got here. Each.

.time-the participant uses an unacceptable excuse, the leader cuts him/’

her off sharply and pushesgfor deeper reasons.- Each time the partic-

. ipant offers an external ?rcumstance decision, or influence, the

group leader pushes for .the |nd|V|dual s feelings, reactions, behavior.
Thus, the discussion will focus on what the individual thinks, feeis,
does and does not do as opposed. to What was done to him/her.

-




- ‘ 0 ‘ )
) , 0o # . /
J .
. ) . G A A
. " 3. After thé leader has demonstrated the approachyg other group members o
. are encouraged to participate. By asklng the group iDoes that make

; sgnse?” s that,acceptable?" "What's it sound like to you?" etc.;
the members will begin to get into the’ﬁttlon Participants are .4
encouraged to focus both on the spedific: evients that led to imprison-_,
ment and broader issues of Ilfe style and normal behgvior. Again, -

they are encouraged to focus .on "But what did you do?" 'What did_ : ;;.A.",‘
. you want?'' etc. . \ ‘ i .i . v

L, The process continues unt|l all partIC|pants have begn '‘grilled" -
© . 15-20 minutes.- As the exercise develops, all participants will get.
involved and a certain amount of frustration and anger may develop.’
. THe facilitator may want to calm this down at sqme point by focusing
. the'disclussion on why we get angry when our ré%”onallzatlons are
= threatened.
5.° The group leader ends the ‘task with a summary of the things that . ; T .
happened feelings felt and expressed, and encouragement for each
part|C|pant to really look at the deeper reasons for‘why they're in
prison and how they,must changein order to stay out. .

\ ’

€

/ 1 1/2 hours E N .. ceeT e
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Values'ﬁlarifjcation: The Creation of Aipotu.

, Purpose: ., .

Clarify for-participants their own unxque value system. Hélﬁhthem better
Understand their own behavior and motivations by stating the standards of
desirability against which they choose alternative behaviors... .

-
v. ~
3 + -

-

Materials: ' . . .
————— . ¢
Y . - .

" Individual copies of Aipotu exercise and valuyes handout, and pencils or .

pens. 1 . . . M
- . ' @

» - " . !
Procedure: . s ~

4 -

@«

1. Counselor/facilitator distributes the exercise and gives directions.

You have just been selected as a member of a new colony to be estab-
. . lished on a distant planet in amother galaxy.' This planet, Aipotu,
- is very similar to earth in climate, land, water, plant and animal -
life, but has no human or human-like inhabitants. You and your group’ « .
5 members are setting the goals and guidelines for this new community. ’
Your task is to rank order the following objectives in terms of their

importance for the formation of a brand new ¢ommunity. -

”

- 2. Quickly read through the list and put a '+#!' sign beside the most
important ones and a '-'" sign beside the least important and/or un-

- desirable one§,

3. Now as a group rank the entire objectives. Place a number 1 by the
most imporfant, the number 2 by the second and so on through number 15,
the least lmportant. You have 40 minutes to complete“ihis. j F g

L., After 45 minutes, the counsélor/facilitator stops the’ exercise and T

- starts a group discussion. The discussion focuses on two things:
(a) what values were expressed, what is a.value, etc.; (b).what roles
each member played, who became the '"leader''-and how, who rarg]y par-
ticipated and-why, etc. ,

5. At the end of the discussion, the facilitator sums up the values dis-
cussed and distributes the values handout. After a brief explanation,
the participants mark the five values mos t important to them and keep
the list for .a.later- exercuse "

+ . ’ & - i




w? Goals, Guidelines, and Objectives for the .
., , Establishment of Aipotu ¢ .
LA . . .
¥ Establish a society in which aiﬁ%mople'give and receive love.
. ' Establish the finest restaurants, theaters, and entertalnment “
. centers--all free. : o 2
4 )
Select the ‘“wisest' person on earth as our governor. : )
) Prevent and/or eliminate all forms of prejudice. . e '
&
Establish an effective mllltary force to protect us from possible
hostule people. on nelghborlng planets.,
) Allow all people to pursue "'their own thing'".without hassie.
? ’ T
K Establish a center of learning to-collect scientific data and
- ~ information about qur new planet.
. ]‘ .
Put an “authent|C|ty serum“ in the water supply whi'ch will prevent
. graft and lying. \
: T Grant all inhabitants sufficienf income for their basic needs and
" leisure time activities. ‘ ’ .
3 I -
~ Establish an efficient and well functioning governing, body ’
’ . Provide everyone with the tra|n|ng, education, and skills for the '
careers they wish to pursue. ] )
n ’ . * - ! . "
. ! . - .= s e ’
Peffiodically inform :El people back on earth of our activities and
be praised in all the new5papers for our success. R
. . Provide adequate health care and Support for ‘any inhabitahts who
become i1l or disabled. * - ) )
: ' ‘Recru:t the major splratual leaders frpm earth to establlsh a system
‘of religions on Aipotu ‘ : Y

Establish procedures for selection of future inhabitants on Aipotu

v ;
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Values . .

v 0y 1

~p
.

\The consideration of valyes is central to the understanding of the indi-
Lyidual's behavior and motivation. It is not only important to understand

whathyalues are, but also to understand how they are acquired and developed,
they influence behavior, choices, decisions, and goals.

2
.

e values? Values may 'be defined as the standards of desirability

by wKich the individual chooses Between alternative behaviors. Values are
effective criteria: standards for feeling. Values are not attitudes,
but are the standards by which attitudes are formed; attitudes are feelings
about objects. Values are not behavior tratts. Values are not needs: a
need .is a lack of sométhing desirable. Every decision has some directive
purpose and value at its root, Though this purpose or standard for con- -
duct may be unexpressed, it is nonetheless operative. You cannot ignore
vaiue crlterla if you want to know who you are and why you are donng what'
you are doing. . . .

Value formation begins in early infancy through the relationship with
parents,. and tontinues "throughout one's life through relationships with
brothers, sisters, peers, teachers, .instititions, and all forms of society.
Values are acquired and developed through” sharing. Recent research in
values suggests, that there are three phases pr levels of value development.

First, acceptance of the value--an igdividual ascribes worth to a phenome-"

non, obJect, or behavior and is willihg to identify with it, but is alse
ready to reassess it if need be. Second, preference for the value--the
individual is sufficiently committed to the value to pursuée it, to seek

it oit, and to want it. Finally, the highest level of development, commi t-
ment--one has a high degree of certainty, of convndtlon, a firm emotional

. acceptancé of the value--1 will act on this value. It is just a persona],
standard unti] the tnird level is achieved.

A4 -

' ) Achievement ‘ i Loyalty
Aesthetics . - & Morality
Altruism - ' Physical Appearance,
Autonomy . . ' " Pleasure

i Creativity Power

Emotional Well-Being ' Recognition
Heal th ‘ . Religious Faith * e
Honesty . Skitll ,
Justice : Weal th . )
Knowledge < Wisdom
Love -

.

Put a star by the.five values most important to you in your life.

. .
’ . . -
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Discussion:' Future Life Fantasies ’

.

, ‘Purpose: . BN . / . )

fl

Focus participants on the rest of their lives. The last fewvexércises
focused on payt and present behavior and present values. This exercise

will shift gears toward specific future, accomplishments. . T o ’ )
= ' . ) . - / , '
Procedure: + ] 4 . i " : .

1. The counselor/faC|I|tator initiates a group dlscu53|on_ We all have’
" our own private fantasies of just what we'l1l do the day we got out ‘of - -
here~~where we'll go, .who we'll see, what we will do, etc. Let's
talk a bit about the things we've each dreamed about. Discussion -
- continues ten or fifteen minutes, and ‘the facilitator encourages
participants to get into their future fantasies. . )

~e

N ~ - “

2. Now | want you each to iméglne yourselT as seventy years old. Your
. .grandchildren are sitting around you and want to know about all the :
., . things you have. dene. What do you want to teil them? Where have you
lived? Who have you known? What kinds of things have you accomplished? ,
What Kinds of work have you done?  What are you proud of? What kind
of advice would you ¢ive them? What things would vou’encourage:them
to do? . What would you warn them against? ] oo,

re

3. Each part|C|pant shares -their thoughts. The facilitator and-group
members _ask for clarification and specifics. The facilitator ends
the discuss ion encouraging each member.to think about his/her future

3. fantasies and how they WIII accomplish them. '

A

[

)




Aruitoxt provided by Eic:

v

Goal Settin g
PurpGse:

-

Incorporate the discussions and thoughts from past )ife planning exercises
into specific goals. Move from dreams and thoughts into plans for action.

. y - . .
Materials: . ' .

.

[N

-

Copies of guidelines fof goal Setting and pencils for all participants.

.
1

Procedure: -

.
B . .o 1

f
1. ‘Counselor/fac41|¢ator summarlzes past exercises and the variety of
" goals and obJectlves that have been expressed.- This initiates a
group discussion of the specific goals that have been expressed both
explicitly and implicitly by individuals-in past exercises. ‘

. Distribyte "Guidelines for Goal Setting'' and focus discussion_on how
we set dbals for ourselves. What is & goal? < Are there different
kinds of goals? How do we formulate them? Dlscuss elements of goal
setting--conceivable, believable, achievable’ controllable, nleasur-
able, desirable, stated with no alternative, and growth faC|l|tat|ng.
Elicit good and bad examples of each concept. )

? .

Partic{Bants complete their goal setting exercise Yndividually. The -

counsglor/facilitator and aSS|stant help them verbalize and formulate
goals as needed. :

.
~ ~




o s Guidelines for Goal Setting

Oncé we Have decided where we are, who we are, and where we want to go,
"we have identified what success means. to us. Now we need to consider
how we get there. The use of goal setting, both sjipt range and long
' “ . range is a means to act:o”/

,: ‘One very real criticism of “rehabilitation’ practices has been that pro-
e -fessionals are trying to dkglpulate people,.deciding what they should be,
’ ahd devxstng ways to change them. The purpose of these Life Planning
xercises is to help you decide for yoursetf what you want ‘to do and then’
devise your own systematlc procedures for achlevement

A\
Thus learning to set goals is .the root of our system. |t is important to
observe the followlng guldeilnes to get the most useful goals
2 .
, - IS IT CONCEIVABLE-~Can | put it into words and clearly identify
o what the first step or‘two should be? -

< . - IS IT BELIéVABLE--Do | believe | can do this? This goes back to
' " having a positive afflrmatlve feeling about one's self. Remember,
few people can believe a goal they have nevei szen achieved by
somegne else. .

i}

- 1S IT ACHIEVABLE--Given my strengths and abllttles, can | do thls?

=18 IT CONTROLLABLE--Does my goal require the cooperation of someone
elsd?+ (If so, it should be stated so your action determines the
success, not the other perSon s ability.to say no.)

- (s 17 MEASURABLE-~Have I stated what | will achleve and by when?
o 4;{5" = 1S IJ DESJRABLE~-Is this something | want to do?

- IS IT STATED WITH NO ALTERNATIVE--No '‘either/or's" or 'yes, but's''--
Yoi should set one goal at a time. People who say they want to de
one thing or another--ngtng themselves an alternatlve-~seldom get
beyond the,’ or They do neither.

-, IS IT GROWTH FACILITATING--Is it destructive to myself or téﬁﬁthers?

- ‘ . ~,
~ 3
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) © T Goal Setting %ﬁeet T . ’
Things to think about: e 7 T e

s . Pl .

Are'my goals -consistent with my abilities and opportunities? How are my
immediate goals related to my distant goals? A Characteristics? -What is
the time limit to reach my immedlate goals? Can | do, it?

* .

Goals | want to accomplish:

. s - ¢

. Things | will start doing right now. ‘ Long;term goals. T,
1. , - P - .
2. , : z'f '
’ - 3 ‘) ‘
3 3"?. ; .
] ‘
What can | realistically accomplish one wdck from today? e
{
Specific-goal: N \ N ) L
T i -
. .t -3 *';W-—-s-—' - —_
. . How will | do it? (Action plan by steps) -
- ! -
{ M -~

v

SN
Msm\

_ - e

¢ ! i
N '

Specific goal:

-

3 — )
What specifically can | do within one monéh to implement'br’rlach my goals?
; .
1
L

~ How will | do it? (Action plan by steps) / o
{: ‘ Ly
. ) \l\
e :
-
L d { {/{»"




3 | —-
Within one year? .

. E’ecgflq'goalz/ . '

b
»
Ny

. " Action plan by steps:

'l . - . N

"o

‘ " Within five years? : .
<

< - - . ,

*.Specific goal:

_Action plan by steps:

-~

* @

e

" ' 4 :22 . 3 .
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! ,-' ) i , Work Samples

Work samples represent activities or components of activities abstracted
from actual job tasks. Mork samples may be highly similar to real job
tasks and substitute job production tools and materials for paper arid
pencnl tests . ] y

het »

I\ HISTORY - -
A. First seientific attempt to replicate job-activitigs--Hugo
: _Munstefberg built a model streetcar to use in selecting
* streetcar operators in 1910. .

B. The potential of disabled soldiers during World War | for trade
training was evaluated by the Portvilley.school in Belgium.
Evaluations made by having soldiers briefly try out activities
in available trades. !

t. A metal filing work sample used by Bellows (]940) to |solate one
element of the work performed by a dentist. Job sample
corretated .53 with the grades obtained in a dentist course.

. D. In rehabilitation work with the mentally and physically
handicapped work sample developmental efforts at the Institute-

/' for the Crippled and Disabled (1CD) extended back to the 1930's:

The culmination of this work came with the 1957 publication of* i

the TOWER system (Testing,. Orientation, and Work Evaluatlon in ¥
T Rehébn?ntafﬂon) .
. AN
E. The TOWER system consists of over 110 work sampples in the ~
following 14 broad occupational areas: Clerical, Drafting,
Prawing, Electronics Assembly, Jewelry manufacturlng, Leather-
goods, Lettering, Machine shop, Mail clerk, Optical mechanics,

s Pantograph engravipg, Sewing machine operatsng, Welding and
WOrkshop assembly . .
“ . £ \
= F. The Jewish Educatnonal and Vocational Service (JEVS) batgery of
. . work samples consists of 28 vocational areas. ''The performance
* tasks require increasingly more difficult levels of judgmcnt,

: . reasoning, and ability to conceptualize. These graded tasks
derjved from Worker Frait Group Arrangements from the/D.0.T. are
~ h .designed to give the applicant a broad oppotrtunity fer reality’
. testing and se]f-assessment.” {McHugh, 1971) '

i

G. ‘Slnger/Graflex Vocational Evaluatlon System
1. Developed from experience in various training programs for
disadvantaged clients, programs such as NABS/J0BS, and the
Job Corps.
2. Demonstrations, administeked aud|o~V|Sua]Iy and cllent can
proceed at his own pace and can start, stop, or return to
any previous instruction that he does not understand

, _ o 44
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.~ Sidwell,

3. Consists of ten/o ational areas: Basic Tools, Bench
assembly, Draft\ ,‘Electrlcal wiring, Plumbing and Pipe
Fitting, Carpentry/and Wpodworking, Refrnge?atlon, Solder;ng
and Welding, Offyce and fales Clerk, Needle Prades. -

L. Trades coded fof D.0.T/ (Dictionary of Occupational Tltles)
usage. - -

.

Through a pilot study funded by the Vocational Réhabilitation

Administration, Stout State University became the first

university to offer professional training*in work evaluation.

The University of Arizona was the second school to develop a
+ graduate program, and Auburn was the third.

Other job samples (not avdilable c mmerc:al]y)
1. Cleveland Vocational Guidance/and .Rehabilitative Servnce
) during the years' 1959~1964*wider took research,psnng job

samples. Project funded thg Vocational Reha?sin%&tlon T
Administration. »
2. Goodwill Industries (of Milwaukee) utlllzeslgbme of the

TOWER samples. Consists of Clerical samples (about 3geF,
print shop.samples (about 10), Manual samples (about 15).

Ireland, and Koeckert (1961) reported that 67 percent of
the botal group surveyed (181 facilities) did not use job
samples. However, by 1969, a report by ICD showed that o only |7
percent of the total group surveyed (1970 rehabllteatiom
facilities) did not provide work samples.

Other findings from the 1969 1CD report showed that the
distribution for time spent on the job sample ranged in |ntervals
from less than two hours to more than. 30 hours. Forty-one- "~
percent of the facilities reported spending more than 30 hours,
and- 14 percent reported between 23-30 hours were spent on the
job samples per client. :

TOWER suggests that the physical plant should occupy 100 square
feet per client and evaluation staff should include ane
evaluator to every five clients.

Possible uses of work samples
. Tec predict trainability

1

2

3
=k, To

5.

6

. To
. To

To

predict employability

help client choose vocational school or tralnlng program
use for selection and classification decisions

assess training program's effectiveness and to provide

criterfa for its modification .

To
of
- To

use as a method of measuring.achievement after completloﬁ -
training program - <
use for in-depth vocational traingng. -
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Work sample development obtained from
I. §

-, 0.

ific -job or tralnlng analy5|s, or
Cbj

ve scorlng is essential for work samples and is often
done on two dlmen5|ons. thme and error (or a rating ofi‘quality)
f1.. RELIABILITY ’ R
4
A.

Rellabuluty measures for work samples age scarce even among the
three major commercial . samples.

.'B. Types of rel|ab|1|ty

;1.

=3,

Measures of homogeneity would be inappropriate in most
circumstances since each sample purposely con5|sts of a .~
heterogeneous group of skills.
2. Test-retest methdds--since most samples.consist of only a
. few'basic skills, practice effects as well as memory effects
. are capitalized upon. *(
3. Generally spllt one-half or odd-even reTlab|I|ty is | ’
inappropriate since there is a speed factor. Also, different
. skills within each sample have different standardized.ggmes.'
4. Inter-judge reliability is quite apprdpriate but seldom used
. 5.7%Mark Smith (1969) examined the vocational ,evaluations’of
. clients in a workshop.by comparing one- day evaluations with
. 30~ d§MFevaluat|ons.
¢ 6 words, decisions had been made ‘after one day.

Results were highly re]liable, in other
In a pilot study, Smith (1969) examined the vocational
competence of clients .in a workshop by having evaluators look
“at them for less than cne minute, followed by another evalu-.
ation after one \hotr, and again after 30 days.

A high

3
.

egree of reliability was found in all three evaluations.
7. /Smith's study seems .to imply that extended periods of-
evaluator.

evaluation of sample may not add much ihformation to the
to be repTicated.

From a cost-benefit framework extended periods
of evalJuation may not be worthwhile: Smlth*§fgludy needs-

Banester and Owens (1964) examined samples developéd in
Cleveland from thé analysis of jobs in 104 companies which
¢employed more than 200 workers.

secured. 4

Twelve samples were
FouAd test-retest correlations (no time Interval
glven) to be between .34 and .91 for the 12 tasks.

After
exposure to 8-12 weeks training,‘an improvement. from 6.8
to 28.3 percent was found on five of the task scores.
correlations ranged from .43 to:.63. #
‘the genera] speedingd up of the work effort whlch is
‘attributable to the tralnlng recelvedzfn the program
accounted. for the gains.

Y . /
Rho
mays be argued that t4
* \. . 9

]

ot
‘.
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VALIDITY OF WORK<SAMPLES s S : :

C’. .

- .8 * - ) ;
Problems with validity studies yith work samples: . '
A “Even~though in the sample the equipment and the
\process is exactly the same as in industry (which it rarely
- .is) . . . the psycho-social conditions surrounding the :
’ performance are not the same in doing the -job sample as
actually working on a pald competitive job." (Overs-
Trotter, 1968) :
_ 2. ’With whlch normative group should one compare clients?
7\ Since most clients are untrained and unskilled, should one~
use inpdustrial norms, disabled clients norms, or some other
norms? ° -
3. Criterion, problemqs o . . p
a. What is an appropriate criterion of succes N
b, In predicting criteria, should one sample be used, a-
combination’of samples and other psychometric instrumeqts
be,used? --- B - .
c. -STan each client may take a different comb}natlon of
dssessment instrument, chooslng@andard combination s
of Instruments to predict a crithgFa would be difficult. ’
d.- Choosing the optimal combination of instruments t® - '
- predict the criteria on a cost-benefit basis. (A
Possible criteria to use for predictive validity" -
do Quantlty or quatity of output . .
2, Job stability or length of service %
3. Rate of advancement ] ; *
“-4, Ratings by supervisors . o,
5, Accidents and losses through breakage :
6. Salary and commissions ) . . N
*7. Individual's performance’ ' .- ' Zg%'
8. Number of absences - : 2 - s
R Record of output ' v —~
10. Job merit ratings or awards granted N : .
11. Number of transfers requested.’ .
® . ' . ' . A >
' - N . ’
- R * , . Y:g' ' -
-

v~

Types £ Ce s
1. Face validity--helps motivate the client, permlts the ' "4
’ counselor to feel comfortable with deC|su9ns made on the -
basis oF\da;;Tgérlved from job samples.- . .
2. Cpncurrent" idity--generally consists of comparing the ']
scores of clients,with industrial job applicants or ’
p/ﬁlalized Tiability groups. ‘ .
3. Construct validity--since in many instances the sample P

gx-\

closely approximates the «criterion, validity is built in.
Predictive validity--generally used to predlct success in a
criterions
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P, Actual studies - —
if 1. Banister and Owens (1964) conducted a nationwide" study for

the vocational Guidance and Rehabilitation Services in

.order to examine cqrrent work evaluation practices. Although
the sample size was not given, the findings were reported .
" - from hospitals, rehabilitation centers, -and work shops. .
- Findings:
- a. About one-third reported using actual job samples

4 b. Over one-half. of the total believed actual job samples

- were of. more.value than simulated tasks .
~ c¢. , Two-thirds believed actual Job samples were: of more
value .than industrial arts clasges. ’

“ d. Two- thhrds believed actual job i%mple tasks were of

- . equal value to production tasks in transitianal shops

- e. Mdre than half felt samples were of more value than

. ) -standardized tests. \
‘ 2. Banister and Owens {1964) investigating the concurrent F

validity of the 12 Cleveland work samples found differential
scores in the expected direction obtajned by rehabilifation -

' , ‘ clients as opposed to Jindustrial applicants’ The_authors
- believed that the loqgr scores attained by the cerebral

3 -

L - palsied and-mentally retarded clients demonstrated the
°\ bt - concurrent yalidity of the tasks. Little pr 4]qt|ve :
. validity was found.. r -
’ 3. The Slnger/Graflex System of wotk saqpfe;‘ggis not report .
" any validity data to 5upport thelr clalma\ - ~ Co-
L, THe TOWER method - . ) ’ -

a. In a follow-up study (286 cl$ents) done over a five-
L . year period (1955-1960), it was found that:
3 . . . (1) cletical trainees tended tQ\be the best emp1oyment
’ risks
£2) after a seven-week evaluation 64 percent of clients”
had employment potertial, 36 percent of clients '

. did not
) (3) 133 of the group were in the labor force, 87 found
employment, 46 did not ’ ,
(h) jobs found were primarily- unsgllled (53%) and .
.‘ . clerical (28%). . .
» b. Nowhere in the TOWER manual or published literatufe is .

- there definite information regarding norm data.

c. A well=reported study by Rosenberd (1967) of séven
rehabilitation centers using the TOWER concludes that
the true validity of the TOWER is unknown. Results of
Rosenberg's investigation indicated: ’

" (1) Workshop performance and TOWER scores were not
related . ’
(2) -Subsequent employment and TOWER scores were not ) ; .

- ’ related
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p < m

(3) A weak correlation existed between TOWER test
scores and ‘performance in a training class

(4) Correlations between TOWER scores and vocational
instructors' ratings were rarely above .19.
Instrdictors' ratings were demonstrated to be better
predictors of future employment than- the TOWER
test scores. .

d. Rosenberg (1967) discussed the possible causes

of these negative findings.

(1) pifficulties in |mplement|ng the system in widely
varying facnlltles as well as a fluctuatlng Job
market . ‘

(2) Selection of clients according to complex lntra
and inter agency process.

(3) Typical client tends to be more difficult end of
rehabilitation continuum. .

(4) Only clients with "'average'' or better than ”average”

TOWER scores were placed in training programs.

" The unfortunate effect of this however served to
restrict the range. The constraint of restricted
range greatly reduces the size of the obtainable
correlation.

(5) Since no inter-instructor rellablllty check was
made, the. ratings by the single instructor could
produce a Judgment error of sufficient magnitude. .

(6) It was not possible to administer all TOWER samples
to each client, so_that each cllent—FEd taken
different combinations of samples

(7) To use the TOWER appropriately, a training period
should follow the administration of the samples,
the Job placement coming at the termination of

. training. The present study did not use a training
program and thus the predictive validity for job
success was lowered.

(8) The TOWER evaluation cannot compel the client to
enter a particular training program for which he is
best suited; therefore, .pred|ct|ons of Job success
would be lowered

. Banester and Owens (1964) reported from a folloW -up of

clients that .
a. Three- fourths\ of the clients entered JObS not related
to the job sampie tasks
b. * Of ‘the remaining one-quarter who did enter jobs related
to the Job sample tasks, success in some of these Jobs
- were predicted better by psychological tests. .
In a 1968 JEVS study, a random sample of 2680 applicants ™~
to the Philadelphia Human Resources Development (HRD).
Center were administered the -two-week JEVS work samples and

'then’returned to HRD to complete.their counseling for -

’
.

’

%

.
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training or placement. A control group of 206 HRD appli—'
cants received the counseling training and placement serviggs
of HRD but without taking the JEVS samples,y. Only those
applicants who failed the short screening test were
admitted. to the experimental and control groups. The
screening test was the~Work Sample Eligibility test. Only
. those applicants who had below a sixth grade reading levé/‘l
were ihcluded in the study. The study offered the follewing

conclusions: .. -,
a. HRD Center staff placed in jobs a larger number' of persons
from the E group thah from the C group. . b

b. Counselors could commuhicate, relate to, and establish
rapport better with E group clients than C group cl:ents.

¢. Broader spectrum’ of" JOb and trainihg pOSSlbIlltleS
made available for personsspgvaluated with JEVS sample -
than with persons not so evaluated.

d, More JEVS sample clienmts were later employed than C
group.-

e. JEVS samples provided counselors with a bettf€r under-
standing of clients' work and behavioral ch racteristics.

f. JEVS samples enabled HRD Center to identif
counselee'’s need for rehabilitative and/or ancullary
services. '

g. -JEVS work sample clients were enabled “to gain new self-
knowledge about their job'potential as well as increased
understanding of appropriate work habits--j@b
requirements.

h. E group counselor made fewer referrals per placement.

i. E group counselees retained their jobs longer. -

J E group counselees were placed in jobs with opportdnltles
for advancement more frequently than counselees in C
group.

k. E group counselors were better able to communicate wuth
employees and/or othgr agencies or institutions.

Problems with JEVS study . :

a.. Since the counsetors for the E and C groups were from

. the same HRD Center, the'E counseldrs may have had bias
for the use of this "additional instrument" (JEVS) . .

b. Volunteers were'Eald to participate.  [Thjs added -

' incentive may have sngnlflcaﬁtly altered the results.

c. Many of the questions Wwere subjective impressions apd
not hard core empirical data.

d.- Maay of the tables presented did not utlllze the ent|re
sample but only small segments of it.

e. Much of the analysis used chi square; several categorles
_had an excess of missing data which would <uggest
collapsing of categories in future studies.

f. Significant differences exlsted between the Eand C.

' groups but llttle emphasis was placed. on this.

-

1 v
’
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Significant differences bqueen E and C grodps wgre .
found In regard to the proportion of

(y school grades. completed (p4.05)

< (2) ‘handicapped proportion (p<.001)

. . . (3) reporting no work history at intake. =

Iv.

ADVANTAGE OF WORK SAMPLES

N

2. . Expense n replacement of parts (espec;ally with Singer)

_ 3. Samples are time consuming on the part of the evaluator in
that most of them are fairly short in duration and require
the presence of an evaluator for ‘timing and observatlon of

~ behavior. .
k., Administering all sample requires a consnderab]e -amount oF
time. :
5. Samples require continupus process of reconstructlon and
standardization.- N
6. Impossibility of having tests for all, or even most, types

.Some advantages given by Pruitty, 1969

1.

Samples by their very nature approximate their crlterla
better than psychoiugical assessment process. ™

2. Meaningfulness of the concrete tasks tend to reduce

- motivational problem$dgncountered so oFEen by the abstract
content of tests.

3. Sample provides a Yore relaxed atmosphere than the typlcal
test situation redusing anxiety and, providing a sense of
security.

L. Samples yield valuable observational information rather
than simple quantification of score. . .

5. Samples can be used whereother mgthods are not feasible
(e. ges 'reading level low) '

vt DISADVANTAGES OF WORK SAMPLES T
' ~ A ¢ . ’
A .

Some d|sadvan§ages given by Pruntty, 1969:°
1.

Samples are expensive (generally $5,000- $10,000)

of work

-

ez

A. '
1. Looks more like actual work (face validity) -
, 2. Clients can objectively see how well (they) are performing
3. More meaningful to client
k. offers evaluator the opportunity to observe actual work
behavior
5. Language lnadequacies, reading disabilities, speech
impairments, educational deprivation, and cultural -. -
\ differences are often less influential on work sample -
evaluation than through psychometric tests.. .
(SR
B. Advantages given by Sirkovsky, 1969 }
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* Other disadvantages of work samples
1. Validity of samples haven't been documented. :
2.- As_menial jobs become automated, many work samples will
‘become obsolete for predicting JOb performanee*
3. Constantly changing world of work samples become obsolete.

Vi. RECOMMENDATION FOR POSSIBLE CLASSIFICAFLON ldeas dfawn from
Hoffmad, 1970. )

-

<~.,

! Step 1]—— 3 DeteAnlnatlon as to whether or ‘not ‘aii individual -
could be assessed and helped through standard

-\\_\ . procedures of intake, testing and counsePsng

= —//
lﬁf YES & \\\T\\\\\\\jﬁllf NO, or in doubEI

These procedures should e Use work sample evaluation
- be utilized as they tend- ~ _—
_ toPe the least costly, , If soéo | If NO_
and quickest, and from - N
which” programming into Job placement Gather more
training and/or placement ‘or placement information,
can be accomplished. into training i.e., situational
program assessment

-

VIT. CONCLUSIONS AND POSSIBLE APPLICATIONS OF WORK SAMPLES TO
CORRECT! ONAL INSTlTUT ONS

A. An addntuonal "tool which is related to job samples is a
behavioral sample. Samples of JOb required behavioral skills .
‘can be administered to clients as a means of predicting
behavioral patterns (e.g., how client responds to supervisory
crntnc:sm, ‘the ability of a client to ask questions when needed).

. J‘
A behavioral sample could be administered at a pre-vocational
stage or along with the regular work samples. |[f the dlagnosis
of possible behavioral problems is confirmed, referral to.a
behavioral modification program'may be indicated.

.

B. TOWER has developed a behavioral sample which includes measures
of: '

. Neatness and industriousness

-* Work tolerance and reaction to the total work situation
Success in relatlonshlps with SuperV|sors or fellow workers
At tendance and punctuallty -
Frustration tolerance
Personal grooming and hygiene.

0

In a prison settlng : =

‘1. A behavioral sample might. prove to be useful

2. Expensive work sample may be broken by inmates

3. Sample equipment could conceivably be used as weapons.
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