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J. MICHAEL ARISMAN

NEA HANDBOOK LISTINGS:

1971-72 -- Midwest Coordinator, Public Relations Services Section

"This division provides the public information program
of the NEA, disseminates news nationally, and provides
consultation for major news and boradcast media. It
links the NEA with state associations via daily, two-~
way teletype news and information services and issues

a weekly PR newsletter exchanging key nationa, state,
and local messages.

"Utilizing a shared staff network of PR specialists, it
provides crisis PR assistance as well as assistance to
affiliates interested in organizing public relations
programs through consultant services and leadership
training. The division conducts the annual PR workshop
at the NEA Convention, and coordinates (with NCSEA)
the annual seminar for state PR directors. Public
Service radio and television spot announcements, as
well as weekly radio public service and news programs,

- are developed and disseminated in cooperation with
state affiliates.”

1973 -- NOT LISTED

1974~75 -~ Organization Specialist, Affiliate Services, Leadership Develop

"...the functions of Affiliate Services at NEA Headquarters
are divided into two components, each headed by an
associate director. One...is responsible for UniServ
administration...The second associate director is
responsible for leadership training, UniServ and state
staff training, consultation to local associations
(including liaison with the National Council of Urban
Education Asscociations and the Urban Executive Directors
Association), affirmative action, chartering of affiliates,
affiliate evaluation, collective bargaining support, and
special problems in negotiations..."

1975-80 -- Organization Specialist, Special Projects, Organizing, and
Crisis Support; GOAL: ECONOMIC AND PROFESSIONAL SECURITY
FOR ALL EDUCATORS

“The strategy to achieve this goal over a three- to five-
year period is to concentrate on organization, negotiation,
legislation, and litigation. The strategy recognizes,
however, that the most effective vehicle to ensure the
economic and professional security of teachers is collective
bargaining..."

1981-82 -- Affiliate Services, Organizing/Membership staff
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NEA HANDBOOK LISTINGS (con't)

1982-83 -- Affiliate Services: Membership, Training, and
Negotiations Development, staff

"The office is responsible for membership promotion,
leadership training, and negotiations development...

"The office is also responsible for coordinating
leadership development activities and for producing
support programs for affiliate bargaining efforts.
These activities include...strenghthening local

and state affiliates through the training of
leadership and staff...developing and conducting
training sessions on bargaining behavior, grievance
processing, and arbitration..."

1983-85 -- Affiliate Services staff, Program Development

"This office develops training programs for both
UniServ and leadership development. Announcements
of UniServ training programs are circulated to
UniServ staff. Leadership training programs are
identified in a catalogue of NEA training programs
available upon request from this unit. Another
aspect of this unit's program is the training
offered through the annual bargaining conferences
and the Bargaining Behavior and Arbitration training
programs offered through regional offices to parti-
cipating state associations. Further specialized
training programs are developed and implemented
cooperatively with state associations through NEA
regional offices..." (NEA HANDBOOK, 1984-85)



Introduction

The Induscrial Areas Foundatiom is a training institute for community organizers.
- The IAF was run by Saul Alinsky until his deach in Jume 1972. Edward Chambers is
its Associate Director, and Richard Harmon is Director of Field Operations. 1In

January of 1972, Alinsky, Chambers and Harmon conducted a training proeram for
Uniserv versonmel in the State o Kentucky, and in February 3 txaining program

for Illinois Uniserv personnel. The material enclosed is drawn from those train-
ing programs in the 'Princigles of Organiz:‘.ng".

The reader will note that the text makes constant reference to Alinsky, but not
to Chambers or Hazmon. This is marely a comnvemience. Alinsky, Chambers and
Harmom all concribuced to the views which we identify here as Alinsky's. Their
conceprualization of the task of organizing is idencical in all substantial re=
gard. This is why a combination of views can be described as Alimsky's. It
should be noted, however, that selection of material for inelusiom in the article,

as well as phraseology, is the author's, and is not the respousibility of the
IAF staff. '

June 1972

CONCEPT OF ORGANIZING

Alinsky has a well defined concept of organizing. When he talks to teacher
organizers, he talks community organizing. Alinsky beliaves that the teacher
association's real power is mot in teachers, but in the community., He does not

see our task of organizing them as any differemt from those of his owmn commmunity
organizers.

Because he sees the teacher's power base outside the membership and in the

community, Alinsky offers a straight lime route to orgamization of that power
base.

l. Forget the older tesachers four or five years from retirememtc. They will
fight orgamizing.

2. Find one or several local leaders.

3. Get those tesacher lesadars to organize the community to put pressure on
the superintendent or the school board to get things dome for educa-
tion. Develop a multi-issue base in getting to the community. Loecal

taxes, for example, is an issue teachers could use to organize other
community elements.

Organize the commumity by using the natural interest in the children
to get into the homes. That is, send taachers into the homes. Once
teachers show interest in kids by visiting homes, they develop a re-
lationship with parents.



5. Onece one or two teacher leaders begin to push and get near community
wide success, the rest of the tesachers will go alomng.

In other words, what Aliansky is looking at, is not the membership, but access
teachers have to the community. He sees that as a powerful weapon with which
to organize. He believes that if we were attempting to organize this power
base, education could be translated into issues that people can bet with.

He would assert that if the teacher association is successful in organizing
the commmity for education ends, it would have no problem getting or main-
taining its membership. At the same time, the allies made by a multi-issue
association will be valuable at contract time.

For reasons we will spell cut in some detail later in this paper, there was

a mariked reluctance to accept this idea of community organizing. The Uni-
serv Representative, like the Fiald Reprasentative before him, sees himself

as a problem solver. He solves problems for teachers which causes them to
become memBers or to continue membership. They can agree with Alinksy that
this might be a shortsighted view, but when do they have time to do the commu—
nity organizing that Alinsky urges unless they spend all of their time doing
thac?

Alinsky refuses to accept that limiration. He asserts that you can't do
organizing over tha telephone, in jet planes, or in the role of a business
agent. If you duy into Alinsky's comcept of organizing—his concept of where
the resal power base is=—you will have little problem beginning the task of
organizing. If you can't buy into Alinsky's concept of who or how we should
organize, there is still need ts read further in order to underscand why you
will not Be able to perform organizing tasks ia the role of a business agent.

It probably will also be helpful for your clients and your supervisors to
understand.

A note of caution should be added. Alinsky says training is in the doing;
that is, getting into action and anmalyzing later what did not work. "Aliasky"
is also.in the doing. All the fantasies in the world built on reading
Alinsky, or going to his training program, do not make an organizer. You
become an organizer by organizing.

WHAT ARE THE ATTITUDES OF THOSE TO BE ORGANIZED

The educatiom associations are beginning to learm most of the lessoms that
Alinsky has to teach in the area of people's motives and attitudes. For

example, Alinsky's avoroach to organizing people is to avpeal to their self

interest. He doces not believe people can be orgamized around altruistic
motives such as the welfare of children or the good of educatiom. It is
self interest that makes people move. Alinsky believes we are miseducated
as to what makes people move. He believes that only if you invelve people's
self intarests can you organize them for change.

Similarly, Alinsky does not believe that teachers are apathetic. Alinsky
believes thatc teachers, like most other people, are simply resigned to being
powerless. Ia other words, they don't think they can do anything about their
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situacion. Also, Alinsky believes that the organizer can tap into the bore-
dom and routine of the teaching profession by providing an active, exciting
alternative in the association structure to this routine.

According to Alinsky, the organizer never has issues to begin with. People
are resigned. The organizer has to touch the person's self interest to fiad
the issues around which the persom is willing to organize. This means the
organizar must take some chances in the begimning.

In organizing, however, Alinsky has a cardinal rula: Never do for others
what they can do for themselves. The principle here is simply that if you,
the organizer, do it for them, you take away their freedom. You make them
as powerless as the system now makes them. A corollary principle is that
an organization must have activity to survive. You canmot do it for them,
but neither can your organization exist if it is not engaged in activities
which make it am ongoing, rather than an organization which axists on paper.
Peovle who belong to organizations want actiom, and ‘the orgamization cam mo

more survive in imactivity than it can if the organizar is doi averythin
for the members.

The complaint came back from Uniserv trainees that teachers will not approve
of some of the organizer's activities. The response from Alinsky was that
when members get mad at the organizer it means the organization has no lead-
ers. Real laeadears cam tell you befors hand what their people wantc or will
tolerate. Real leaders sell the tactics or strategy to their people and take
the guff if there is any.

In any event, the organizer is to blame, not for the tactic or strategy that
makes people mad, but for failing to develop real leaders.

What if teachers don't want power? Organize the ones who do.

WHO TO ORGANIZE

Alinsky's advice is quite simple-—organize the leaders, not everybody, just
thosa with a following. Don't treat all menm here as equals: The organizer's
job is to organize and develop leaders. If you have 2,200 members in your
jurisdiction, the job is to find the 50 leaders amoug them.

The first questiom, of course, is how do you know who the leaders are?
Alinsky does not try to answer that. The assumpcion is that if you are try—
ing to orgamize, your imstinct will be to look for people who have already
demonstrated some capacity for leadership--that is, those people who already
have some kind of comstituency, whether it is ten people or ten thousand
people. The people with the constituencies, whether it be in a building,

or in a department, or a subsection of the department, are the leaders.
Alinsky says the job is to organize those people. What the orgamizer needs
is local power units to act to get the organizaciom acting. Those local
power units are those few leaders. Once they start moving in comstructive
vays, the patterns of activity will change in the organization and they will
gather more followers about them.
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Alinsky is not glib om this subject. The assumption here is that if you

are taking his advice-—that instead of trying to organize all ome thousand
members of a local association you are going to organize the cthree or four
people who can move the others to action——you will have no problem searching
out those people who can do you the most good in terms of leading that group
to action. This particular issue raised a number of questions in the minds
of people dealing with already established associatioms. That is, how is

a man dealing with fiftean associatiomns going to be able to walk in and find
out who the laadars are in those asscciations? Alinsky's response was gen-
uine. He simply would not get hung up on that particular quescion. He would
look for the people with the coustituency and begin to train them to organize.
If he ended up with the wrong people, he would find out about it as soom as
the action started and then lcok for the right people. Initially, the or—
ganizer is probably going to look for leaders like himself. That can be de-
feating unless he is flexible enocugh to search for other types too, especially
for potential leader types who begin emerging in the middlae of the actiom.

The teacher asgociation experience with negotiations suggest Alinsky is right.
In most locals, a group of people got going om megotiatioms, and comvinced
other people to come along with them. Staffers who moved in initially to

get the negotiatioms going simply found people with whom to begin and de-
veloped leadars as they emerged. This is all Alinsky is saying about any
local associatiom or amy commumnity.

Dick Harmon's work in Buffalo is illustrative. He went in to build a commmun-
ity organization that did not then exist and had no more leads on real lead-
ers than the names of people who helped raise .momey to support the project.
He got a handful of dimes and degan making calls for appointmencs. After
each meeting he made a 3x5 card indicating the person's gelf interest, re-
lationships with existing institutions, relationships with other people and
what type of "action" they had been in previously, i.e., civil rights demon-
stratioms.

He gathered data and also began building a trust relatiomship.

In three weeks he was no' longer a stranger; he knew whohis potential leaders
were, and he understocd the powar networks operative in Buffalo.

In other words, the building of a power base, a leader initially is more
important than the number of people that you have behind him. Among others,
Martin Luther King, Ho Chi Minh, and Fidel Castro, suggest the wisdom of
this advica.

HOW TO TRAIN LEADERS

Alinsky realizes that the central problem is how you train these local lead-
ers-—these people you have idencified as leaders-—to amass and to use power.
Be says of people the organizer trains, what he says of the organizer's
training; leaders are developed in actiom, aot in trainming. Give the trainee
the philosophy, send him into action, bring him back to see whac he's dome.



Be offers this advica:

l. You camnot organize over the telephone, you must work with the lead-
ars you are going to train om a face-to—-face basis because the amount
of training they will get will depend very much on the relationship
of trust you establish witch them. Once the trust level has been es-
tablished with a few, other people with the same kinds of grievances
tura up.

2. The real training does aot take place with words, but oaly ic:ions,
vhich means that in order to train leaders the organization must

set enough brush fires to keep them active and to keep the action

going.

3. Everything is in the action. The organizer must use his imagina-
tion to get his people 1nto action in order to train them. (Many
teachers have already had this experience with negotiations——they
begin to negotiate and teachers with real complaints againsc the
system rallied around).

4. 1In getting your people ready to deal with power people like the
superintendent and the school board, the best method is to role
play with them in order to cover the kinds of setbacks and barriers
they're likely to encountar when they are dealing with the power
people.

5. After sending leaders in to the power people to express grievances,
you must get hold of them as scon as they come ocut t£o Keep them
from getting off alome and scared about cthe future. Leaders may
conclude they should never go back again unless they are immediately
reinforcad.

What you cam't train, but which is very much a part of the Alinsky method of
organizing, is to seize the moment. If vour job is to train leaders, Alimsky
says, vou must be lucky enocugh to have your people insultad or assaulted
verbally) by the other side. This helps to accompliish vour training task.
One can't count on the other side insulting your people, but the idea is that

if you kaep your people in actiom, if you are comstantly assessing, constantly
pushing, eventually the other side is going to help by insulting them.

Action is critical, especially with the white middle class. This group is
not used to action. It will want to quit after the first time, which means
the training of leadership stops.

How do you develop the rage to change things in the middle class? Anmalyze
your owa life and see what it was that got you into orgamizing. There you
might find a clue to what will turn the middle class om.

After an actiom, the organizer asks himself the following questions in order
to keep himself going. He might train and reinforce leaders by getting them
to ask the same questions of themselves and one another:



Wty did we win?
What do we do next?

What did I learm about myself?

ORGANIZING TACTICS

Alinsky has a very simple method for preparing your people tactically. He
advisaes that you go into little battles you cam win first, in order to build
up your people's confidenca. He advises that later you make alliances that
get you bigger battlaa.

In fact, this is very much akin to what he talks about in the traiming of
your people. Hi i tactic is to gat inco action to stoke the brush
firas, to get your organization alive, and kaep it alive. Again he says,
everything is in the actiom=-the organizer must use his imagipation to_get
them into action. The worst thing the organizer cam do in terms of tactics
1s to get togecher with his people and lay out a structured campaign because
the structured campaign allows you to ratiomalize failure and to stop the
action any time you run into a barrisr. He is not saying hezre that you do
not have a plan. He is saying that you would not reveal that to your people,
becausa the chiaf tactic you would use is the flexibility of changing di-
rections or strida anytime you need to.

In the matter of tactics, Alinsky is very much for developing tactics that
are so exciting your people want to get involved in them. His books on the
subject of organizing suggests che kind of tactics he is talking about.

Cartainly Alinsky would mot recommend exchanges of letters or private dis-
cussions with the superintendent as a way of building the orgamizaciocm.

Such meetings or such correspondence might solva the problem, but they would
not provide the kind of action that 1s exciting and what makes your people
want to get involved with the organization to participate. Goiag to court
is likewise a local amesthetic; it freezes the action and prevents exploit-
ation of the issue.

You must also be able to seize upon the development of the ochar side's
tactics. This corresponds to the idea of training pecvle bv making the

other side insult or assault your people sc that thaey can learn wnac the
other side 1s really lika. This is very much a tactic of Aliasky's. 1In

facz, getting the superintendent to insult or to assault vour pecsle, he
would regard as as of higher value than ten weaks of formal traiming. The

tactical essence, Alinsky says, 13 to figure out what reaction you can oro-=
voke that will best suit your needs.

In order to handle these kind of tactics, the organizer must protact himself
against gecting trivializad and distracted by actions and tacrcics which dom't
further the ends of the organization. What the organizer wants cto do is to
keep one or two leaders fighecing the big fighes.
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Generally, the Alinskvy advice on tactics is guerilla war advice. To wia:
know che enemy, divide the enemy, know who al% the players are, conduct the

action on several levels and persomalize the comflict.

It is hard to deal with an enemy with whom you have a personal relationship.
You should not let your people fraternize with enemy. Distance helps you

to gola:ize the issue=——to make it an us=them affair.

(TREATMENT OF ISSUES) gets into treatment of issues. But the overlap into
tactics is crucial. Por omae thing, you can't mobilize people around failure.
Forget the things you can't do anything about. In getting into actiom, start

with small issues: win couais:em:lz on these before you take om big issues.

When you are starting with lictle issues, you can't afford too many losses.
This means you must "fix" the outcome of these fights. Find out what the
establishment will give you without a fight and them semd your people in to
take it from the establishment. If the superintendent tells you the teachers
can have lower class size send a delegation to the superinmtendent demanding
the class size he has conceded. The superintendent will say, 'but I already
agreed to that.” And the leaders say, "well, if thac's true you won't mind
putting it in writing." They can then say to the teachers, "he says he was
giving it to us anyway, but we made him put it in writing." That's a victory
in a fixad fight.

The organizer must not resolve issues even though he might be able to. His
peoplie gain experience and confidence from dealing succassfully with issues.

TREATMENT OF ISSUES

The organizer organizes around issues, not arcund problems.

A problem might last three to four years. An issue lasts 3to l4 days. The
absence of due process in a school system's dismissal procedure is a problem.
A respected teacher who has just been fired is an issue. An issue is near
at hand, it is controversial, it has caused a reaction among your people.
You organiza around the firing - the issue - and the due process procadurz
will come. You solve problems by breaking them down to a series of issues.
An issue is action. :

What characterizas an issue then?

1. Immediacy - close at hand (Something done by Congress is not
immediace).

2. Specificity - something that's concrete, real, seeable (ideology
is not am issue). What specifically do you want, when specifically
do you want it?

3. Countroversial - you can only mobilize around comtroversy-you can't
move people on issues which all sides alraady agree om.
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4. Winnable - self respect is based on winning, so an issue must be
winnable. Organization can't get involved in issues that aren't
realizable.

5. Be the right size - organize arcund small issues first, win czn-
sistently on these before you take on the large issues. When you're
rveady to take on the large issues find allies. Your record om small
issues will convince your allies you are for real. If you're goin
to get the suverintedent fired, wim small child orien:e§ battles
against his administrators. Once your people see you winning and
are together you cam go to pareants groups, church groups, community
groups for their support in taking on the superiatendent.

6. Be fixed - since you can't afford losing om small issues amd still
hold your pecple together you must not enter into any fi§§ts you are
not sure of winning. (see Organizing Tactics for example).

Once you have an issue with these characteristics you "cut” it.

"Cytzing" an issue means: 1) polarizing it by creating an us—them situatiom
in which your people believe they ars 100 per cent right, 2) persomalizing
it to a point where you are fighting a person rather than the system (the
school board).

Alinsky does not believe teacher organizations can generate encugh issues
internally. As pointed out earliar he would advise them to become multi-
issue people, moving beyond the teacher contract issue to community issues.

An example for teacher organizations of a good issua, is lccal tax assess-
ment. Using the interest on tax held in escrow is a way to get momey for
education. That makes those taxes held in escrow a commmnity issuae.

Banks get the extra intcerest on taxes you pay to them, which theyin turn
pay tc the state. The banks get the interest from you and from holding your
money twalve months or six months. Why not force the bamk to give that
accumulated intersst to the ‘commumity for educationm.

Aliasky balieves you could train your leaders to go aftar under—-assessment
of tax rates. He believes you train your leaders to hit at the interest
issue and who's holding om to the interestc. Alinsky believes you could
raise issues around property owned by the scheol board members in terms

of how it 1s assessed. insky would warn = don't go arter the properties
of the little guys because you'll get a backlash. But you can go after the

properties and assessment rates of the big boys, the steel companies and the
chemical companies or the big land ownmers.

By sending researchers in to check local tax rules and assessment books,
you can find ocut how and what to pursue in tax rate issues in your owm
community. This, Alinsky would say, is a good issue. You can make that
issue a gut level issue by talking about those tax momies that should be
going to the education of childrem. In other words, the issue is specific,
it is immediata, it is something you can do something about. It is an
issue which you can polarize, and it-is an issue which you can persounalize.
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Alinsky is not saying that you can do that with every issue. He is saying
that things like education aren't often translated into issues people can
understand. If you approach an education issue through the tax issue, that
is someching people cam understand.

MOTIVES AND ATTITUDE OF THE ORGANIZER
Alinsky has two key lessons to teach us,

First, he talls us we must concentrate om training a few people. Second,

he tells us the organizer has got to conduct himself like am organizer
rather than a business agent. An organizer builds the organization because
a strong organization can help the maxirmum amount of people. To spend time
with individual services, or righting individual injustices with no organ—
izational payoff, is a waste of resources because you can never sarve every-
body on an individual basis.

The organizer's concern for his persomal security deters the comflict that
brings about change. In other words, if you are worried about your econcmic
wvell-being, or your social well-being, or your political well-being, you
will probably not stimmlate conflicts and there will probably not be any
change.

Talk about tactics, communication, ete. is worthless, if you're hung up

on the security issues. Alinsky maintains that people cammot learn tactics
and strategies they will never use. They lknow they will never use conflict
tactics if they're worried about their jobs or their social pesitiom or their
political positionm.

How do you sae yourself as a person? I3 your organizing work only in your
fantasies? Do you actually perform in and value the role of the business
agent?

Organizers - teacher organizers - tend to blame teachers for being too
worried about their own security. Alinsky alleges that this security
question that organizers ask of taachers, che organizers should ask them~
selves. Too oftem, according to Alinsky, we blame the teachers when the
first security problem is our own. That security problem is not ouly a job
security problem, but all of those insecurities, such as professionalism,
that many of us have. In the same way, Alinsky says that the staff must
define their owm salf intaresc.

Organizers are not clear on their own mission, if they ara hung up om their
own security problems. Consequently, the needs of the organization will not
be served.

Uniserv, as Alinsky sees it, is a cover role. The real role is that of an
organizer for educational problems and issues. The organizer must distinguish
between the real role and the cover role in assigning his priorities and going
about his tasks. Uniserv is a business agent role. But a business agent or
social worker does not plug evervyone into grievances in order to build. the
organization. An organizer does this.




The organizer doesa't want to get trivialized and distracted with business
agent functious. The organizer wants to keep one or two kavy leaders fighe-

ing the big fights. He cannot do this by simply answering the telephone or
ealing with smail needs that a secratary might take care of.

The way you get away from some of the business agent duties is to traia
teachers to pick up some of those duties. In othaer words, if you're spend-

ing all your time working om grievances then the way to handle the job is
to train teachers to handla those griavancas.

Neither can the organizer get ego satisfaction from his people and contimue
to develop the organization. I£ the organizer has to get ego satisfaction
frem his people, it means he will submarge their intarsst to his own. The
ago satisfaction to the organizer is in seeing people he trainad begin to
move. Thae organizer who can only get satisfaction frem doing it himself
cught to be back in the classroom as president of the local association.

Finally, Alinsky recommends that if the organizer is afraid, then what he

must do is take it = get involved in a civil rights demonstration for example -
or he must take a close look at people who are really getting hurt by the
system or by the establishment 'in ozder to develop a feeling for them and
about them. These are two ways pecple can go about overcoming a fear of
becoming an organizar.

CRITERIA FOR THE ORGANIZER

l. The orgamizer must have: Imaginationm:

A. This means the ability to get insidea of another person's skin and
at the same time maintaining the emotional stability to be able to
listen to people.

B. The ability to play with tha enemy.

2. Singleness of purpose:
A. The ability to build a power base.
3. A liking for people.

4. Ability to communicate with people within their experience (This is
why Alinsky uses so many sexual and toilet refarences.)

S. Abilicy to taka risks.

6. Ability to clarify his self interest so that people he is going to
organize trust his reasons for being there in the first place.

7. Belief in self - know what he is doing as an organizer.

8. ability to get the satisfaction from creation of worthwhile and effaec-
tive organizations.
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USE OF CONFLICTS

Alinsky's strategic and tactical essence is built around comflict.

He uses confrontation, much as teacher groups have used confrontation at

the megotiatiouns table in order to buy a piece of the power. Alinsky does
not believe you can reason away from the power groups slices of their power.
He believes they will attempt to buy you off by giviang you, in exchange for
real powaer, apparent power. Confrontation is then a way of applying pressure
until you get real power. T

Conflict doas not bother Alinsky. He does not even bother to explain that

conflice is the basis of his aoproach to anizing. Has believes that using
confiict to build organizations i3 a means E; whicn you build protaction

for people against institutions which overwhelm them.

Wa talk about conflict modals. Alinsky sneers at comflict models. When
you say conflict model, it means that real conflict is not a part of your
psyche. It means that you play at the idea of comflict.

Conflict, Alinsky says, begins with people raising questions about accepted
ways of doing things. Socrates was a questiomner, that made him an agitator
and that led to comflice.



The following material was mailed to a School District in the Northwestern
part of Wisconsin, whose teachers went out on strike. The gtrike was reported
in the Minneapolis Tribune. Apparently someone in Minnesota who saw the news
story sent this material to the School District. The underlining was added to
the criginal copy so it is reproduced here.

In Wisconsin, teacher associations have received training in Saul Alinsky's

confrontation tactics.
Here is what the material said:
"MEA-NEA POLITICAL ACTION WORKSHOP

Bexnidji, Minnesota State College

TENTATIVE TIMELINE

MONDAY - AUGUST 13, 1973

2:00 - 3:30 P.M. - Registration - Coffee in Maple Hall
3:30 - 4:30 P.M. -~ Aims and Limitations of Workshop
An Introducticn to an Effective Political Campaign

4:30 - 6:30 P.M. - Break and Dinner
6:30 - 9:00 P.M. -~ The Elements

= What we have to organize with

= What is good organizing

= Alinsky Theories

= Politics and the Organization, and the Organizer

TUESDAY - AUGUST 14

3830 - u830 AM. « The nget
= Targeting - Theoxry and Problems
= Cozmunity Sociogram
10:00 A.M. =~ Coffee Break - Classrcom Building
11:30 = 1:00 P.M. - Lanch
1:00 - 4:30 P.M. - Working on Development of Sociogram and Targeting
Using Statistics from Several Actual Campaigns in
Minnesota, Especially Doug's, Irv's, Jerry's and
Blatnik's
2330 P.M. - Lemonada Break
4330 - 7:00 P.M. - Break and Dinner
7:00 - 9:00 P.M. - Talephone Contact - Several Groups - Calling/Writing
Messages, Tallying - Compiling Date Receaived, étec.

WEDNESDAY - ACGUST 15

8330 - 11:30 A.M. - Analysis of Telephone Contacts
Bxplore Other Voter Contacts
Assignment of Problem

10300 A.M. <~ Coffee Break

11:30 - 1:30 P.M. = Lunch

1:30 -~ 5:00 P.M. = Mail Day and Other Contact Programs
- Voter Registration
= NEA Organizational Strategy - as it relates to
organization - State, Uniserv, lccal, - How do wa
organiza from hera on - What is your role.
- Serting it all out - what do you still need.
= Saeveral possibilities for their organizing at

Uniserv and local lavel - selectivity.
2:30 P.M. - Lemonads Break



