THE OREGON STATE PUBLIC INTEREST RESEARCH GROUP:

A CASE STUDY IN ORGANIZATIONAL IDENTIFICATION

By
CHRISTOPHER MORGAN

A THESIS

Presented to the
Department of Rhetoric and Communication
and the Robert D. Clark Honors College of the
University of Oregon
in partial fulfillment of the requirements
for the degree of
Bachelor of Arts

August 1990






iii

ACKNOWLEDGEMENTS

I would like to thank the following very important
people:

Brian Adams, Mike Bolinger, and Rob Bolton for giving
me a roof over my head and a quasi reality check.

Dr. Colleen Keough, without her I may never have
written page one.

And Dr. Dennis Todd, Mom and Kathy, and Gregg Lobisser
for having confidence and understanding.

Dr. David Frank for the phrase "Pre-wealth major."

I owe more than I can ever return to the above people, thank
god they don't charge interest like my other creditors.



TABLE OF CONTENTS

Table Of Contents.oo...o-.ooon.'-nooo-ooooouo.ooo.o-.oiv

Abstract...l...................'.....I
Introduction.eceeeeceeccccsscenssnenancses
I. Literature ReVieW...c.eooeoeeanscses
Theoretical FrameworK..eeceeee.
IdentificationN.e.ceeeeoecaes
Enthymemes..cvoeeeesscencese
Identification revisited..
Identification in Practice....
CoONClUSiON.eeeecesccceecsoonossse

Research Questions/Hypotheses.

II. Methodology'..0....‘........0...l
PopulatioN.iecessecesesnascaas

Quantitative Analysis...eeeese
Qualitative Analysis..ceeeeeen
Interviews/Direct Observation.

IITI. Quantitative AnalysisS...cceeesss
Procedures'..........‘.‘.I..l.

Results/DiscussionN..ceceeessses
COoNClUuSioNS.ceesscsceosscsssces

IV. Qualitative AnalysiS...cecocececcss
Artifacts.I..............I....

Daily Routine....ccceeeececncscs
Recruitment..'...........'....
InterviewsS.cceeoescescosssssoces

Application FOrmMe.eesescasocse

o o0 0 000 00

® e o 8 800 00

00 0000 0

® o 0 000000

New Employee Traininge...cicecesecccececces
Observation DaY.eeeeesoocccccccscaas
NewHires...’....0..................

o & o .vi
eeeoviii
® @ o .1

. o o I2
ceeel

> & ® .5

e o o .7
eeeell

* o @ 018

e e ® .20

.-0022
....22

000023
oon023
000025

eees28
000028

ceee29
000031

000032
R )

ceses34
eee.d2
eeeed5
P X
A -Y)

000057
000060



Other Training ProgramsS......
Trainer Training.........
Advanced Training........
Field Manager Training...
Director Training........

Role PlaySeceeceases

DebriefingsS........

Briefings..seeeceess

Social Activities..

Camping Canvasses..

ConclusionS.eeeeese

® o8 000 00 00

V. ConclusionsS...cccecsceccesccccansces
Research Questions:

Answered.

Strengths/WeaknesseS..cessoees

Future ResearChecececceccscssse

Closingcoooo-ouoo.oo.o.c.ooooo

Definition5| 2 8 & 0 & 0 06 0 0 0 0
Tables...'..........'..
Selected References....

AppendiX..ecoeccccesves

¢ 8 8 88588 460000000

® o 00000000

® ® 06 6 6 ¢ 0 0000000008000

ees62
«se62
v ee63
. o664
+ee65

00066

es.68

l..7l

00073

...74

00076
c-o78

00091



vi

An abstract of the Thesis of Christopher Morgan
for the degree of Bachelor of Arts
in the Department of Rhetoric and Communication
and the Robert D. Clark Honors College
August 1990
Title: The Oregon State Public Interest Group:
A Case Study in Organizational Identification

Advisor: Dr. Colleen Keough

The Oregon State Public Interest Group (OSPIRG) enjoys
continued success in the Oregon legislature on its various
environmental and consumer protection issues. Grass roots
politics through door-to-door canvassing raises political
clout necessary for this success by soliciting membership,
increasing awareness, and motivating activism. Each year
OSPIRG seeks motivated and politically aware employees to
work on their canvass. Employees are trained and influenced
through unobtrusive means to purport the organization's
goals and objectives while still maintaining a sense of
individual job freedom. This research addresses a
communication paradox: How does OSPIRG maintain
cohesiveness and uphold the organization's beliefs, values,
and attitudes, but still allow for freedom in on-the-job-

decisions and canvassing activities?



Through a combination of qualitative and quantitative
methodologies, this research focuses on organizational
identification as the main schema for achieving standardized
administrative behaviors. A literature review is provided
to give a theoretical framework. Conclusions suggest
improvements, evaluate strengths and weaknesses, and provide

areas for future research.
ts
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CHAPTER I: LITERATURE REVIEW

INTRODUCTION

The Oregon State Public Interest Research Group takes
pride in the successes it has received over the years in
areas of consumer and environmental legislation. The
organization's success is largely reliant on the ability of
its grass-root canvassers, hired individuals who go door-to-
door soliciting membership and sharing information. Year
after year the canvass is able to raise sufficient funds and
citizen support to pass major legislation within Oregon.
What makes this group of individuals successful?

The Oregon State Public Interest Research Group's
(OSPIRG) canvass develops a group dynamic that nurtures
education, political activism, and group solidarity. Most
OSPIRG employees come to the organization with the intent to
help preserve the environment, even though they may have
little experience with political action and awareness of
specific issues. Their common interests and values become
channelled toward unified activism within OSPIRG's political
framework. Each group of canvassers works in a closely knit
and cohesive body to maintain a level of performance
necessary for success. Canvassers possess considerable
freedom concerning on-the-job-decisions. However they must
represent accurately the organization's values and goals.
This research addresses a paradox in organizational

communication: How does OSPIRG maintain cohesiveness and



uphold the organization's beliefs, values, and attitudes,
but still allow for freedom in on-the-job-decisions and

canvassing activities?

THEORETICAL FRAMEWORK

An organization's ability to maintain cohesiveness and
consistency among individual decision makers has been
addressed in several different studies. The Forest Ranger:
A _Study in Administrative Behavior, written by Herbert
Kaufman, is one of the foremost ethnographic studies of
organizational communication processes and cohesiveness-
building policies. Other researchers including Phillip
Tompkins, George Cheney, and Connie Bullis, have built upon
this study by focusing on identification as the building
block for decisional consistency. This latter group,
influenced by Kenneth Burke's and H. A. Simons' concept of
"identification," supplies this research's theoretical

framework.

Identification
Identification, as I will employ it throughout this

work, is defined by H.A. Simon in Administrative Behavior

as, "A person identifies himself with a group when, in
making a decision, he evaluates the several alternatives of
choice in terms of their consequences for the specified
group," (1947: 205). Identification influences group

nembers to view decisions not in terms of personal ends but



in terms of the organization's goals. In addition, the
organizational goals evolve into members' decision-making
premises. When people identify with a group or cause, the
decision making process changes; group goals become
individual premises rather than individual goals evolving
into the group's.

George Cheney, in "The Rhetoric of Identification and
the Study of Organizational Communication" (1983), discusses
identification and its effects on group dynamics. Drawing
upon Kenneth Burke's writings, Cheney notes that
identification arises from a need to "compensate for the
'mystery' or estrangement in the division of labor and in
other ordered domains of human experience" (1983: 145). 1In
everyday life, people feel alienated from others or from
themselves. This creates a need for belonging--a sense of
order and categorization. By belonging to a group the
feeling of estrangement from the world wanes.

People seek to identify with certain groups in response
to this division in society (1983: 146). For example,
individuals see themselves as belonging to certain
"corporate identities"™ (1983: 145). Corporate identities
could include one's work place, family, friendship circle,
place of residence, and other categories. People share
identities and oppose others. Many of these identities may
also overlap. This overlap is termed "consubstantiality,"
the area of commonality between two parties.

Consubstantiality occurs also when an individual's values,



beliefs, and premises agree with the organization's with
which s/he identifies.

Consubstantiality supplies people with common motives
for acting similar ways (1983: 146). The foundation for
these commonalities lies in such domains as intentions,
values, beliefs, ideas, and attitudes. Cheney states,
"Consubstantiality may be thought of as a product or state
of identification that leads an individual to see things
from the 'perspective' of a target..." (1983: 146). The
"target" refers to the aspect or item with which a person
identifies. For example, one "identifies" with the belief
that the land is sacred and must be rescued from industrial
exploitation. Others also share this belief. When these
people come together they create an organization that aims
to further and build upon this belief. People identify with
organizations through the common values that bring them
together. Pre-existing beliefs give people common motives
and are catalysts for organizational identification.

Cheney argues that organizations influence people
through the identification process. One may be predisposed
to the values and beliefs of an organization, thus enhancing
the identification process without organizational influences
per se. Organizations themselves also apply pressure on
individuals to accept group goals over individual agendas.

Thus, while an individual has the ability to
identify spontaneously with an organlzatlon

target, the "move" is often encouraged in its

dealings with the member. Simply put, an
individual who is inclined to identify with an



organization (or an organization subunit) will be

open to persuasive efforts from various sources

within the unit (1983: 146).
The organization influences members through various means to
adopt its principles of action (values, beliefs). Each
member begins "doing what's best" for the organization
(1983: 147). The identification process influences people
to internalize common goals and premises supplied by the
organization. And organizations possess considerable power
to enforce and create deeper identification and

cohesiveness.

Enthymemes

The internalization of values, beliefs, and norms
(premises) lies at the core of understanding group and
individual decision making. Individuals base decisions on
their own or the organization's values. Groups that express
strong identification bonds supply premises that create the
framework for individual choice. Through identification and
administrative behavior, choice alternatives can be limited.
H.A. Simon indicates that, "The behavior of a rational
person can be controlled, therefore, if the value and
factual premises upon which he bases his decision are
specified for him" (1947: 223). Organizations motivate
people to agree with organizational premises and to act
according to these objectives.

To clarify the terminology, a brief, and in no way

complete, discussion of syllogisms and enthymemes is



provided. Premises are the foundations from which we make
decisions. The classical understanding of premises can be
illustrated through a syllogism:

Major Premise: Socrates is a man;

Minor Premise: All men are mortal;

Conclusion: Socrates is mortal.
In this form the premises explicitly outline the parameters
for reaching a conclusion. All limitations and criteria are
clearly stated and accepted as true in-themselves. The
conclusion is explicitly and unquestionably correct.

Conclusions also may be reached through an enthymeme.
The exact meaning and definition of the enthymeme is still
under academic dispute. The enthymeme, coined by Aristotle,
assumes that all premises in a proof need not be stated. 1In
simplistic and incomplete terms, an enthymeme is a syllogism
with a major premise suppressed or "drawn from the audience"
(Bitzer, 1959: 408). By drawing from premises (values,
beliefs, and understandings) within an audience, the
persuader can arrive at a desired end. S/he does not need
to say explicitly what the premises are for the audience to
reach a conclusion. For example, most people would accept
that Socrates is mortal whether the first two premises were
stated or not.
When a group member accepts a group's values, beliefs,

and understandings, his/her decisions become consistent with
the organizational objectives. By influencing acceptance of

premises through identification, groups create consistent



and conformed decisions and employees voluntarily work

toward pre-determined goals.

Identification Revisited

Cheney and Tompkins, in "Communication and Unobtrusive
Control in Contemporary Organizations" (1985), outline a
process of enthymeme manipulation and identification within
groups. They discuss enthymemes and premises and note the
distinction between two enthymemic sources: 1) from the
members or 2) from the organization. Identification is
fostered by influencing members to accept established
premises.

Organizational power can influence individuals toward
specified goals. This power may be strengthened when
organizations stress a management style that includes
policies such as teamwork, a "flat" hierarchy, and intense
face-to~-face interaction concerning non-routine decisions
(1985: 184). "Flat" refers to an administrative structure
which maximizes equality between employees rather than the
more traditional "ladder" hierarchy. Indeed organizations
that do employ the above style find that:

The explicit rules and regulations are largely
replaced by the common understanding of values,

objectives, and means of achievement, along.wi§h a
deep appreciation for the organization's "mission"

(1985: 184).

Proper procedure becomes internalized and unquestioned when

the "mission" is accepted. This allows for freedom in



decision making with the assurance that consistency and
cohesion will be maintained. People share goals and, even
though procedure may vary to some degree, these goals
underlie decisions.

Tompkins and Cheney note, however, that the classical
enthymeme, or persuasion via drawing from the audience's
premises, does not fit the events occurring in

organizations, where the enthymemic premises are accepted by

the audience from the organization's premises. They expand
Aristotle's enthymeme by creating enthymeme;:

We shall define enthymemes as a syllogistic decision-

making process, individual or collective, in which a

conclusion is drawn from premises (beliefs, values,

expectations) inculcated in the decision maker(s) by

the controlling members of the organization

(1985: 188).
Individuals are influenced to switch the source of their
choice making premises; they accept the group's premises
rather than their own. Their own may already be consistent
with the organization's, but the organization still
influences deeper commitment and acceptance. Individuals
within the group grow to share a common set of values which
are purported through administrative behaviors. By building
common decision-making premises, organizations reduce
decision variance in the field.

Tompkins and Cheney note that this process is not

unlike the enthymeme; process (1985: 189) except for the

source of the premises. Citing Scott and Hart (1979),

Tompkins and Cheney argue that an organization's power can



influence an individual and "result in organizational values
being accepted as given, beyond reflection and discussion"
(1985: 190). Questioning of these beliefs is discouraged,
thus strengthening the organization's control over
employees. Tompkins and Cheney also found that the
organization attempts to restrict the flow of communication
that questions the values, beliefs, and rules of the group
(1985: 192). By identifying with a group and accepting its
premises, an individual may become encapsulated within the
organization. The individual becomes isolated from new or
outside-the-group perspectives.

For example, I was confronted by a Jehovah's Witness on
my doorstep one day and could not get her to look at the
Bible as a book about history. To her it was
"unquestionably the word of God." She identified so
strongly with her religious belief that she no longer had
the will or capacity to question the premises on which she
grounded that belief.

Unquestioned acceptance of premises limits an
individual's perception of choice. An individual becomes
involved with a group as described above and the range of
alternatives diminishes.

Thus through identification, the decision makgr's
range of vision is narrowed by §e}ecting particular
values, particular items of empirical knoyledge5 and
particular behavior alternatives for consideration,

to the exclusion of other values, other knowledge,
and other possibilities (Tompkins, 1985: 192).



By basing decisions on the organization's standards, people
tend to disregard other options, thus reducing their
perception of other available alternatives. The options
actually entertained are those accepted and developed by the
organization. Improper decisions and choice digression, as
defined by the group, disappear. People choose freely from
a selection of options dictated by the group.

Premise acceptance is often non-conscious to the group
member; s/he does not realize the change taking place.
Tompkins and Cheney note that much of the organizational
premises are not explicit. Often they are suppressed but
apparent through various situations.

We believe that much of the communication in this
entire process is tacit; that is, there are many
kinds of suppressed premises, and this is what makes
the organizational enthymemic process so elusive,
subtle, persuasive, and, from the organizations
standpoint, effective. Organizational members often
"fill in" premises while nearly always accepting the
"master premise" of putting the organization first
(1985: 196).
The premises that are not explicitly stated are inferred by
the employee and accepted. The organization's power stems
from its ability to pass down these premises so that
individual group members come to identify with them and
accept them as their own.
Tompkins and Cheney feel there is danger involved with

this process of identification and premise acceptance.

Since the individual is mostly unaware of the dynamic

10
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operating upon his/her self, and s/he is predisposed to
identify with the organization:
We could just as well label the process of premise
setting as "indoctrination, bralnwashlng,
manipulation and false consciousness." It could even
be called "consciousness raising" (1985: 198).
Interestingly, the process that produces something as
popular and entertaining as consciousness raising is closely
linked to systems that produce indoctrination. The
connection between these terms lies in shaping choice.
Manipulation involves limiting the perception of
alternatives. Similarly, consciousness raising also limits
the perception of choice: The receiver is persuaded to
accept a new and specific set of "enlightening" conclusions
that displace and replace previously accepted alternatives.
Organizations can manipulate employees to behave in
standardized ways by building programs to enforce and
encourage organizational identification.

In a different study, "Account Analysis of
Organizations: Decision Making and Identification," (1983)
Tompkins and Cheney use the identification process as a
theoretical framework to study organizational decision
making. Through a series of accounts (interviews) and the
Organizational Identification Questionnaire, (a standardized
measure that quantifies the identification level within a
targeted population) the researchers found evidence to

support Simon's identification theory: identification



influences members to evaluate choice in terms of the

organization.

A person identifies with a unit when, in making a
decision, the person in one or more of his or her
organizational roles perceives the unit's values or
interests as relevant in evaluating the alternatives
of choice. . .We expect that such identifications
anticipate how committed a person will be to the
implementation of the chosen solution (1983, 144).
This study used a standardized measure and interviews to
reinforce the previous theories about identification. The
researchers were able to create a replicable method of
analysis to evaluate the level of identification and
commitment to group goals.

The Organizational Identification Questionnaire (0IQ)
has been used in numerous studies since then. Tompkins and
Cheney's 1985 literature review concerning identification in
group process includes numerous studies that support the
accuracy and use of the 0OIQ. (See Tompkins and Cheney
(1985) for a review of several of these studies). They
include: Cox (1983), Cheney (1983), Hall (1970), and
Dionisopoulos and Samter (1983). And other discussions
supporting the dynamic presented by Kaufman include: Mills
and Applegate (1983), Gahris (1983), Geist and Chandler
(1983), and Bullis (1984). Kaufman's work will be discussed
in greater detail later. These studies support the
conclusion that premise-setting through organizational

identification greatly influences employee decisions and

behaviors.

12
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Organizational identification affects many groups and
influences group members in particular ways. Many
researchers have explored the dynamic between decision
making and identification. This phenomenon plays a role
concerning organizational adherence to standardized
programs. Based on the academic research conducted by other
scholars, this research also seeks to identify the degree of
identification and how it affects adherence to established
and accepted behaviors. The following section illustrates
these concepts through a case study of the Forest Service
and provides an excellent model for structuring this

research project.

IDENTIFICATION IN PRACTICE

The Forest Ranger: A Study in Administrative Behavior

(1960) by Herbert Kaufman describes in depth the
identification dynamic and how it develops. The book
prefaces with the central dilemma confronting organizations
such as the Forest Service:
How to devise and operate an agency which w%ll
operate consistently, in the sense of reduglng.to the
minimum variations from established, organization-
wide norms while at the same time preserving
individuality and stimulating creative thinking and
action on the part of its [employees] (1960: vii).
The organization has directives and pre-formed policies that
all employees must follow. Lower level employees may not

see decisions within the same framework as those who create

the standards, thus their actions may vary and deviate from



established norms. Programs must be developed to ensure
that decisions made at the lower levels remain consistent
with the policies established at the top.

Kaufman thus focuses his research on the issue of how
lower level staff members make decisions concerning policies
passed down to them. "What this study is concerned with is
the way field men are induced to carry out tangibly the
terms of headquarters agreements" (1960: xi). Kaufman seeks
to determine the same understanding of group dynamics as my
study: how organizations control behavior to ensure
consistent practices.

Within an organization there is a tendency toward
fragmentation. OSPIRG, for example, operates two main
canvasses within Oregon, one in Eugene and one in Portland.
It is also part of a national organization of Public
Interest Research Groups (PIRGs). These bodies operate
independently from each other, yet they still maintain a
consistent drive toward the goals of the whole group.
Fragmentation of these groups may be expected since there
are "powerful centrifugal forces" (1960: 4) operating
against cohesion. When this does not occur, a communication
dilemma emerges: What holds groups together when the
tendency is to become more specialized and fragmented?
Kaufman's book is an attempt to answer this communication
dilemma.

Kaufman sees that fragmentation does not occur for a

variety of reasons. Forest Rangers, the study population,
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are influenced by several behavioral guides that clearly
outline each decision. A few of the techniques involved
include procedural devices for performing decisions,
detecting and discouraging deviation, and developing the
will and capacity to conform. The last category illustrates
the extent to which the Forest Service's policies ensure
control: Rangers voluntarily conform to organizational
premises.

The Forest Service nurtures conformity to its norms,
values and beliefs through selection, training, and
identification. Rangers are selected through a process
whereby job seekers are discouraged from the job to the
degree that:

Those who make the grade and stick to the Forest
Service [application process] are therefore men who
know the agency and are not at odds with its goals
and methods. They have shown an intrinsic readiness
and ability to conform (1960: 170).
The applicants are ready to accept the premises as they
arrive on the job. They want to belong to the Service and
are willing to act in behalf of the group, thus already
minimizing their own value premises. They seek to identify
with and be identified as a Forest Ranger.

Training builds upon this initial disposition to
conform by giving the novice actual rules and regulations of
behavior. Kaufman explains:

At the very least, then, postfeptyy training in the
Forest Service expands the abilities needed to
conform to pre-formed agency decisions. It also.
tends to reinforce dedication to the agency and its
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objectives. . .It helps identify men whose eagerness

to advance manifests itself in the will to do what

the leaders recommend, let alone direct (1960: 175) .
Through training, which constitutes the major part of the
new-hire's initiation, the actual tools for conformity and
proper decision-making behavior are developed. Choices
provided by the organization discount individualized
decisions and reflect standardized behaviors.

The Forest Service practices influence members to think
in terms of the agency, to make decisions in terms of the
agency, and to act out these decisions in terms of the
agency. Through transfer and promotion, the use of symbols,
consultation with superiors and other methods,

Without realizing it, members of the Forest Service
thus "internalize" the perceptions, values, and
premises of action that prevail in the bureau:
unconsciously, very often, they tend to act in the
agency-prescribed fashion because that is the way
that has become natural to them (1960: 176).
Rangers learn to accept the premises and thus act in clearly
defined ways that support the Forest Service's goals. These
defined ways are brought on through each member's
identification with the group's values, understandings, and
beliefs. In most cases, alternative ways of choosing and
acting are not entertained in the Ranger's mind (1960: 178).
In addition, the individual loses sight of his/her

individuality; distinct lines between group identity and

individual identity begin to fade. The Forest Ranger's

experiences and work environment:



?ract@cally merge the individual's identity with the
identity of the organization; the organization is as
much a part of the members as they are of it...one
outcome of the practices is that field officers
(among others) make their administrative decisions in
terms of the consequences for the Forest Service, and
in terms of the criteria the leaders wish them to
employ (1960: 197).

Individual identity and group identity become intertwined as
the individual accepts the Service's premises. Rangers put
the organization's values above their own and theirs
transform into the same as the Service's. This leads to
voluntary conformity and acceptance of policies among all
Forest Service Rangers.

Kaufman notes that the Rangers, even though they do
almost exactly what they are supposed to do, feel that they
are free and independent. The options they perceive when
making decisions, although limited and created by the
procedure manual, allow them to choose freely. However,
their free choice is only among the alternatives supplied
and allowed by the Service. They understand their decisions
are based on the "Forest Service way," but still perceive
themselves as independent. Their self perceptions change to
the degree that they become isolated within the Forest
Service framework--a world created by the Forest Service's
administrative behaviors.

The Forest Service's goals become the framework by
which Rangers make on-the-job decisions. The Rangers come
into the Forest Service predisposed to its values. They are

taught the tools and procedures for making decisions in the



Forest Service "way." And they learn to identify with and
to accept the organization's decision~-making premises.
Rangers learn to "handle most situations precisely as their
superiors would direct them to if their superiors stood
looking over their shoulders, supervising every detail"
(1960: 222). The agency outlines the premises for decisions
and the Rangers voluntarily conform to them, and their
decisions and actions reflect this acceptance.

Herbert Kaufman's extensive study clearly and
completely discusses the Forest Service's programs designed
to ensure adherence to policy. And adherence is rarely
absent. His research highlights many of the tactics,
policies, and behaviors that bring members to conform
voluntarily to the Service's procedures and values. He
describes in detail the broad range of dynamics that exist
within the Forest Service and how they play an integral
role. Indeed, his study is a model to use in building other
studies concerning group identification and decision making

dynamics.

CONCLUSION

I have explored and illustrated how identification
plays a key role in group dynamics and decision making.
When looking at an organization such as OSPIRG, where people
come together to promote a "cause," I think we need to be
aware of the dynamic that emerges. Individuals come into

organizations predisposed to that group's values. The

18
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organization passes down information that defines these
values, trains the individual to act in ways that support
these premises, and the member begins to put the premises of
the organization ahead of his/her individual values and
beliefs. The extent to which this person identifies with
the group may lead him/her to stop questioning his/her own

values and beliefs and limit his/her perception of choice.



RESEARCH QUESTIONS/HYPOTHESES

OSPIRG expresses many similarities with the Forest
Service in terms of administrative pracitices. The
Organizational Identification framework provides a useful
and standardized means for studying administrative behavior.
Hypothesis listed below emergred from the Organizational
Identification Questionnaire used by Cheney, Tompkins, et
al. The research questions are based on the model provided
by Kaufman's work. 1In light of the research conducted above
in regards to organizational dynamics and identification, I
offer the following research hypotheses.

Hypothesis #1: There is no difference in

organizational identification across time.
Past research does not indicate change over time,
and thus the null hypothesis is assumed.

Hypothesis #2: People willing to return to OSPIRG's

canvass have higher identification levels than
those who do not.
The following research questions also frame this project.

1. How does identification within OSPIRG emerge?

2. Does identification play a role in OSPIRG's
campaign effectiveness?

3. How can OSPIRG improve its canvass?

These questions will guide a look into the processes by
which OSPIRG conducts its canvass. By focusing on

identification as a group phenomenon, I hope to gain helpful

20



insight into OSPIRG practices. The final result may guide

the group toward more success and greater social change.

21
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at a culture, finding areas that need clarification,
weighing those against a theory and deciding whether the
theory holds true or not. "Whatever else ethnography is, it
is in part a movement from breakdown through resolution to
coherence" (1986: 23).

Ethnography is a method that builds on subjective
observations. A researcher observes a set of behaviors and
seeks to explain these behaviors inclusively. Explanations
of observations have to be altered as time and understanding
increase. Conclusions are reached when an explanation seems
to include all behaviors.

Coherence, the end of the ethnographer's observations,
involves describing an act in a way that is consistent with
the framework, motives, and/or premises of the group that
the act occurred in (1986: 25). A breakdown is a problem of
understanding an event that demands explanation (1986: 25).
Resolutions involve evaluating a strip, "any bounded
phenomenon against which an ethnographer tests his or her
understanding," against a schema, a theory or understanding
that expresses the goals, values, and framework of the group
being studied (1986: 27-28). Coherence comes following
resolutions of breakdowns.

The ethnography process involves evaluating phenomena
against a schema and deciding whether the schema holds true.
If it does not then a new schema must be developed. The

. 2 .
same phenomenon is then measured against schema®. This

R . n s o
process continues through schema until coherence results
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numerous activities and programs as a researcher and a
participant.

Interviews with more than 50 past and current employees
were conducted over the past two years. Twenty-three
interviews were held with past employees from the summer
1989 canvass. These discussions included administration of
the "Past Employee Questionnaire" (see Appendix #2) followed
by an open discussion concerning the individual's
experience. Questions included "Why did you quit," "How
informed were you concerning pay and work hour procedures,"
and "What suggestions do you have for OSPIRG," to name a
few. Interviews averaged about 40 minutes and were recorded
by tape and brief notes.

Interviews conducted during summer 1990 were of two
different types. Employees who no longer worked for OSPIRG
(33) were interviewed over the phone. They responded to the
Organizational Identification Questionnaire followed by a
short moderately structured interview (see Appendix #3).
Other interviews (14) did not include administration of the
Organizational Identification Questionnaire at the time of
the interview. These were conducted at various times
throughout the summer. They were moderately structured with
an outline covering the range of programs and strips listed
above (see Appendix #2.1). Phone interviews lasted 20
minutes and person-to-person interviews averaged 45 minutes.

I also have three years' informal experience with the

organization. Many informal discussion with friends and




acquaintances added to the breadth and depth of my
understanding. Progressing from a new hire, canvasser, and
field manager, to an outside observer has given me extensive

exposure of OSPIRG's programs, policies, and administrative

behaviors.

SUMMARY

Through the combination of quantitative and qualitative
methods, this project limits weaknesses and maximizes
strengths. Statistics do not provide explanations for
phenomena while ethnography often falls victim to
idiosyncratic interpretation. By employing a previously
used and accepted statistical questionnaire, I can 1limit the
inaccuracies that emerge from my own bias. 1In addition,
deeper explanations and understandings can be provided by

the direct observation approach.
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CHAPTER III: QUANTITATIVE ANALYSIS

The Organizational Identification Questionnaire was
administered and gave significant results to both
hypotheses. The strengths of the results are mitigated due
to problems with questionnaire administration. Significance
levels, however, confirm that organizational identification

does play a role in OSPIRG's administrative behavior.

PROCEDURES

The 0IQ was administered at three separate times,
(denoted Q1, Q2, and Q3). OSPIRG administrative staff
administered Q1 to those employed less than one week and Q2
to those employed more than one week. Via phone interview,
I and hired associates, not OSPIRG related, administered Q3
to past employees. Before each interview, directions were
read and no interpretation of questions provided.
Directions also requested participants to give a code name
so their three scores could be analyzed longitudinally. The
25 questions had values ranging from 1 to 7 ("very strongly
agree" = 1 and "very strongly disagree" = 7, and "Neither
agree nor disagree" = 4). Each questionnaire was totalled
and divided by 25 to give a mean score for organizational
identification. Tracking individual respondents over time
proved unsuccessful, and thus three general groupings for

each Q1, Q2, and Q3 were created.






the organization and the campaign at the campaign, and but

people become disillusioned and quit.

Hypothesis #2, "People willing to return to the
organization have higher identification levels than those
who do not" was confirmed. Respondents to Q3 were asked if
they would be willing to work for OSPIRG again. People
unwilling to return to canvassing expressed significantly
lower identification, (F (4,51) = 5.07, P < .0l1). Post hoc
Scheffe tests revealed differences were primarily between
Group 2, "strongly agree," (M = 2.54), and Group 7, "very
strongly disagree," (M = 4.36). Sixty-three percent of the
variance is explained by this relationship. Interestingly,
Group 2 (n = 7) were the only positive responses. There was
only one response to Group 4, "neither agree nor disagree,"
(M = 3.68). Negative responses included disagree (n = 2, M
= 2.98), "strongly disagree," (n =3, M = 2.96), and "very
strongly disagree," (n = 4).

People were either strongly willing to return or did
not desire to return to some degree. And most felt a very
strong desire not to return. Those who responded negatively
to the reemployment question also contributed to the
significant difference found in Hypothesis #l1. Apparently
OSPIRG affects employees to quit working and to have weak
identification with the campaign and organization. 1In
addition, those who still have relatively high

identification levels are willing to return. These data
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Announcements

At 2 p.m. the Canvass Director gives announcements.
These include recognizing achievement from the night before
(T-shirt awardees, new staff members), updating news
concerning camping canvass(es), reporting any campaign news,
announcing upcoming events (briefings, pizza nights,
parties, excursions, and others), and sharing other
information related to environmental issues, current events,
and the canvass. Announcements are characterized by humor,
applause, and laughter. Canvassers share their enthusiasm
and concerns. Reports concerning turf success focus on the
amount of money earned. The director gives average incomes
per canvasser and shares names of those who raised more than
double quota. In fact, very little discussion is devoted to
issues in comparison to fund raising. Money talk is the
main source of inspiration. (Interestingly, monetary
failure on turf is also the largest cause of discouragement
and quitting). Announcement time focuses employees on
raising money, spreading the message, and creating deeper
bonds between staff.

Announcements are followed with the calling out of each
crew for the day. Canvassers are divided into groups of 4-
12 according to their turf location. Each field manager
(F.M.) reads her/his crew list. Often F.M.s will share new
information about the town or the issue. They also may ask
crew personnel to respond with a phrase when his/her name is

called. For example, those going to Springfield may
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respond, "Drop the trash in the can" or "I'm psyched for
more recycling in Springfield." This activity builds crew
bonds and enthusiasm for the job and town. Crews then leave
for lunch. Employees start the day by identifying with
their common goal or mission. This strengthens group bonds
and unity and also focuses attention on the cause and the

OSPIRG program.

Lunch

Lunch lasts from around 2 p.m. until approximately
3:30 p.m. and provides time for additional group
socialization and identification. Each crew goes to an out-
of-office location to eat. For example, crews enjoy dining
at Eugene's Fifth Street Market. Crews travelling out of
Eugene usually get snacks before they leave and eat lunch
upon arrival. Few canvassers pack a lunch. Lunchtime
activities are largely social and interactive: political
discussions, role plays, and daily Jjob preparation.

Role plays and job preparation are standardized
lunchtime programs. Program standardization of this sort
parallels the Forest Service and other identification
building organizations since it helps create consistency
between different groups. Directors encourage participation
in role plays; however, experienced canvassers may not do

them. Crews that canvass outside of Eugene often conduct

role plays while travelling. For example, sessions occur

while driving to Corvallis, Albany, and Roseburg to name a
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few. They help prepare canvassers for particular towns and
the work. Job preparation includes reviewing turf,
organizing membership cards, and discussing the area's
particular political climate.

Lunch also provides a time for the field manager to
share information about a particular town. Information
includes demographic material, names of important political
people in the area, local state representatives and
senators, past canvassers' experiences, the town's economic
composite, and when other canvass groups have been there.
This information helps staff adapt to the town's particular
interests when discussing OSPIRG's campaign.

Most importantly, in terms of organizational
identification, morale, and success on turf, lunch brings
crews together in a social setting for two hours a day.
Friendships are nurtured, politics are discussed, and
various other bonding activities emerge. The socializing
and socialization that takes place are vital to the

canvass's success.

Turf

Each canvasser receives an area to canvass, "turf,"
with 50 to 70 houses, "doors." S/he is dropped off at 4
p.m. and picked up at 8 p.m. During the four hours on turf,
the canvasser talks to as many people as possible.
Employees canvass alone unless accompanied by a trainee or

trainer. The goals, as perceived by the staff, are to raise
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membership and educate the public. When a door is not
answered the canvasser indicates this on a turf sheet so
s/he can call back later. After going to new houses for 3
hours, the canvasser returns to his/her callbacks.
Canvassers must report their daily experiences, turn in
callback sheets, and evaluate their performance each night
when debriefing with the field manager and/or director.
This practice helps minimize bad habits and deviation from
established policy, and builds conformity and communication
connections. Organizations such as OSPIRG and the Forest
Service use continued reporting and reviewing to maintain

consistant behavioral representation of established goals.

Standard Rap

The rap is designed to give each canvasser a starting
point to discuss OSPIRG's issues with the public. It helps
identify who the canvasser is, why s/he is there, what
OSPIRG has accomplished in the past, what OSPIRG is working
on now, why, and the need for membership contributions. The
last part of the rap is the contribution appeal. Most
canvassers repeat the rap close to verbatim. Directors want
canvassers to recite the rap, but still be flexible enough
to adjust to each door. As an employee becomes more
familiar with the issues, OSPIRG, and the rap, s/he tends to
vary the appeal. Debriefings and role plays help enforce

adherence to the standard rap and improve skills. Once















around one month into the summer). Most direct approach
methods, such as information booths, are cancelled.

OSPIRG's application form asks "How did you learn about
the PIRG job?". Responses indicate that most employees
heard of the job through the newspaper. Friends, posters,
and other means (including street fairs, information booths,
and campus activities) are also significant means for
recruitment (see Table #1).

All recruitment advertising strives to get the
prospective canvasser into the office for an interview. The
newspaper ad, poster, pamphlet, and career center list a
phone number to call for additional information. The ads
appeal to "Activists," "Environmentalists," and those who
want "meaning in their job." Interested persons are invited
to call for more information. Once again OSPIRG parallels
" the Forest Service in that job seekers are already
identifying with organizational programs and values.

Information shared during the first contact, either
person-to-person or by phone, revolves primarily around
OSPIRG's campaign and the need to attend a group interview
session. Very little information about specific job
activities is given. The OSPIRG representative, usually the
Administrative Assistant, Assistant Director, or Canvass
Director, indicates that OSPIRG is Oregon's largest and
strongest environmental and consumer lobby group. S/he also
outlines the job as "political canvassing" working toward

the passage of various political goals. The representative
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Strengths

1. Throughout this project, I received excellent
support from the OSPIRG organization. It allowed me to
review application forms, attend various activities, and
interview staff during work hours. Staff personnel reacted
to my questioning with honesty, interest, and openness.
Clearly, this research is greatly strengthened by the
assistance received.

2. Combined qualitative and quantitative methods
maximize research strengths and minimize weaknesses. The
ethnographic interpretation agreed with data received
through the standardized questionnaire. Reliability levels
were high., Having both methods indicate similar phenomena
suggests accurate research and interpretations.

3. I have observed the organization over three
summer's time. This experience adds to the depth and

accuracy of my understanding as well.

Weaknesses

1. This study focuses on one campaign office only.
Eugene's canvass is only one of hundreds of campaign
locations. This research has limited ability in suggesting

similar phenomena at other locales.

2. The 0IQ results were not as extensive as desired.

The sample size is small and individual tracking proved

. h
unsuccessful. The data indicated by the OIQ, althoug
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APPENDIX #1
ORGANIZATIONAL IDENTIFICATION QUESTIONNAIRE

DIRECTIONS: Think of your role as an employee for OSPIRG
For each item below select the answer that best representé
your belief about or attitude toward OSPIRG. Please respond
to all items. All answers will be regarded with complete
confidentiality. The alternative responses are:

YES! I agree very strongly with the statement.

YES I agree strongly with the statement.

yes I agree with the statement.

? I neither agree nor disagree with the statement.
no I disagree with the statement.

NO I disagree strongly with the statement.

NO! I disagree very strongly with the statement.

Please indicate in the following space a code by which the
researchers can identify your responses on all material
collected from you. This code may be whatever you want.
You only need to remember it for future materials.

If you have already filled out a prior questionnaire, please
use the same code as before.

CODE:

After reading each item carefully, please circle your one
response.

1. I would probably continue working for OSPIRG even if T
didn't need the money.

YES! YES yes ? no NO NO!

2. In general the people employed by OSPIRG are working
toward the same goals.

¥YES! YES yes ? no NO NO!
3. I am proud to be an employee of OSPIRG.
YES! YES yes ? no NO NO!
represents me well.

4. OSPIRG's image in the community

YES! YES yes ? no NO NO!



5.

10.

11,

12.

13,

14,

15.

I often describe myself to others b i
for OSPIRG" or "I am from OSPIRG." Y saying, "I work
YES! YES yes ? no NO NoO!

I try to make on-the-job decisions by considering the
consequences of my actions for OSPIRG.

YES! YES yes ? no NO NO!
We at OSPIRG are different from others in our field.

YES! YES yes ? no NO No!

I am glad I chose to work for OSPIRG rather than
another company.

YES yes ? no NO NO!

I talk up OSPIRG to my friends as a great company to
work for.

YES! YES yes ? no NO NO!
In general, I view OSPIRG's problems as my problems.
YES! YES yes ? no NO NO!

I am willing to put in a great deal of effort beyond
that normally expected in order to help OSPIRG be
successful.

YES! YES yes ? no NO NO!

I become irritated when I hear others outside OSPIRG
criticize the company.

YES! YES yes ? no NO NO!

I have warm feelings toward OSPIRG as a place to work.

YES! YES yes ? no NO NO!

I would be quite willing to spend the rest of my career
with OSPIRG.

YES! YES yes ? no NO NO!
I feel that OSPIRG cares for me.

YES! YES yes ? no NO NO!



16.

17.

18.

19.

20.

21.

22,

23.

24,

25,

The record of OSPIRG is an exam
people can achieve.

Ple of what dedicated
YES! YES yes ? no NO NO!

I have a lot in common with others employed by OSPIRG.
YES! YES yes ? no NO NO!

I find it difficult to agree with OSPIRG's policies on
important matters relating to me.

YES! YES yes ? no NO NO!

My association with OSPIRG is only a small part of who
I am.

YES! YES yes ? no NO NO!

I like to tell others about projects that OSPIRG is
working on.

YES! YES yes ? no NO NO!

I find that my values and the values of OSPIRG are very
similar.

YES! YES yes ? no NO NO!
I feel very little loyalty to OSPIRG.
YES! YES yes ? no NO NO!

I would describe OSPIRG as a large ?family" in which
most members feel a sense of belonging.

YES! YES yes ? no NO NO!

I find it easy to identify myself with OSPIRG.
YES! YES yes ? no NO NO!
I really care about the fate of OSPIRG.

YES! YES yes ? no NO NO!

PN



26.

27.

28.

How many weeks have you worked for OSPIRG?

Less than 1 week 1-3 weeks 4-6 weeks

7-9 weeks 10-15 weeks 16-20 weeks

More than 21 weeks

What is today's date?

I would be willing to work for OSPIRG again.

YES! YES yes ? no NO No!












INTERVIEW OUTLINE
NOVEMBER 1989 - FEBRUARY 1990

These qugstions are dgsigned as a guide and were not
necessarily followed in this order or format. Most

interviews became discussions where these
answer without direct questioning.

ll

2'

10,

ll.
12.

l3l

14.

15,

16,

questions would be

Ask selected questions in response to page 2 of
Current/Past Employee Questionnaire.

Did you ever come in below quota? How did that feel?
How did the F.M. treat you? How should the F.M. have
treated you? How did the directors treat you? How
should?

What is the most important aspect of being a canvasser
from the OSPIRG administration's perspective?

Did you feel you had access to the OSPIRG officials in
Portland?

Did they offer you better/worse explanations to the
issues?

Are there certain phrases that strike you as unique to
OSPIRG?

Do you feel differently about yourself now than when
working for OSPIRG? How?

Was your experience with the organization a positive one
in terms of your personal growth?

What lifestyle changes did you experience?

Did you read the actual bills and initiatives? Were
they offered for reading?

Could you argue from an anti-OSPIRG perspective?
What do you feel about the amount of money you made?

Did you make lasting friendships while working for
OSPIRG?

Why does the organization experience such a high
turnover rate?

i iti ion?
Do you think you moved the public to political action

Beyond mere voting?

Did you ever want to quit? Why?t zgizamessages did you
receive from those you told abou :






OSPIRG STANDARD CAMPAI
INTRODUCTION GN RAP

1) 1.D. Hi, my name is __ . and I'm from OSPIRG, the
state's largest environmental and consumer lobby.

2) Past We just passed the first law in the coun '

' try th
lssue requce the use of toxic chemicals. Y that wil
3) Purpose We're on our annual membership drive campaigning for

stronger recycling laws.
CAMPAIGN

1) Problem The amo_unt of garbage being produced is increasing at
an alarming rate every year. Half of all landfill
space now goes for throw-away packaging.

2) Solution That's why OSPIRG is working on a proposal to require
that packaging be made out of recyclable or reusable
materials. ,

3) Urgency The packaging industry has threatened a multi-million
dollar campaign against this proposal. We need your

support to win.
MEMBERSHIP

1) Clipboard This is our statement of support which outlines the
issues we work on. (hand over the ciipboard)

2) Membership The most effective way to support us is to become a
member of OSPIRG. Members give us the clout and the
resources to win these campaigns. The suggested
membership is $30. As a member you receive our

newsletter.

’,

3) Check The best way to join is with a check.

e ceaceesee e - - - - o - e e e e R e e e ee e e seeTeas e
.- -
- - - - - - - o

1. Use the rap, it works.

2. Talk with people, not at them. .
3. Hand them the clipboard before asking them to join.
4. Have fun.

Printed on recycled paper



























OREGON STATE PUBLIC INTEREST RESEARCH GROUP
027 SW Anthur St.
Portland. OR 97201
(503) 222-9641

MEMORANDUM

TO: OSPIRG Staff and Other Interested Parties
FROM:  Joel Ario

RE: Counter-Proposal to Recycling Initiative
DATE: June 20, 1990

As most of you know, | and various of our supporters (especially Jerry
Powell and Phil Keisling) have spent considerable time with industry
representatives who have been trying to hammer out a counter-proposal to
our recycling initiative with the goal of avoiding a ballot campaign.

Attached is a copy of their final counter-proposal. :

Itnow falls on us to decide whether this counter-proposal will move us

far enough along with our objectives to merit dropping our ballot

campaign. | am circulating the proposal to a broad group of people,

because we want to get as broad a cross-section of opinion as possible
before making any final decision. The first step of this process is to
determine whether there is a threshold of support for accepting the

proposal, in which case we would go through a more formal

decision-making process. All of this would have to happen within the next
week (as you might guess, we had asked for this proposal much earlier, but
| didn't get it until today).

As an active participant in the process to date, | feel obliged to offer my
own initial reactions to the proposal. | am disappointed with the industry
proposal in several respects:

*The proposal fails to address the central goal of our initiative, which
is to place some responsibilities on the producers of materials that
contribute to our solid waste problems. Collection programs are
important, but the basic point of our initiative is that these "back end”
programs must be matched by new commitments on the part of
producers to use resources more wisely on the "front end.”

*The proposal caricatures our goals in ways that suggest P°!‘t'°a'
posturing rather than a genuine attempt to engage our initiative. To
suggest that our intent is merely to get rid of a few bad packages is to
trivialize an initiative that is carefully drawn to requnre wude-ra?glrt\g
efforts on the part of producers to improve recycling markets for the

Materials they produce and use.

——————



*The proposal is, to put it mildly, vague on details for this late in the

game. Many of the key concepts remain nebulous and it is even unclear
exactly who supports the proposal.

On the positive side, | should note that Jim Whitty and Pat McCormick (who
have spearheaded industry efforts to develop this proposal) have been
quite constructive in their dealings with us, and my personal judgment is
that they both would work hard to achieve legislation along the lines of

the industry proposal. The fact that the proposal is less ambitious than
some of the ideas we've discussed is, in my view, simply a reflection of

the difficulties inherent in bringing the disparate industry interests

together. This shouldn't be that surprising, given that we only resorted to
the initiative route because these disparate interests couldn't be brought
together in the legislative process.

Those are some of my initial thoughts. Now I'd like your reaction. Atthe
risk of over-simplifying a complex issue, | ask that each of you come down
asa"1,2,or 3" on the following scale and then add whatever comments
you'd like. '

PLEASE CIRCLE ONE OF THE THREE CHOICES

1 We should accept the proposal

2 We should not accept the proposal

3 Too close a call for me to make

COMMENTS:

PLEASE RETURN THIS FORM TO JOEL BY NOON ON FRIDAY, JUNE 22.






* To establish firm recycling goals which reflect the differing needs for

recycling programs in different areas of the state, and provide the programs to
assure convenient collection of recyclable materials.

o To fund these programs wi{h a broad-based, fair, administratively feasible
revenue source such as a tipping fee or volume-based surcharge on solid waste

generators (as a marketplace incentive to encourage recycling and other source
reduction).

* Torespond to specific concerns about packaging as a contributor to solid
waste by establishing an EQC task force (with broad representation from
dffected industries and from environmental groups) directed to determine
problem packaging categories which are significant contributors to solid waste
volume in Oregon. The task force would report to the legislature on its findings
and recommend alternatives for reducing solid waste volumes from problem
packaging categories.

With those purposes in mind, here is a comprehensive outline of what we believe is a
workable way to accomplish your objectives regarding packaging -- and satisfy our
concern for more aggressive recycling collection and education programs. We think
you will agree that the highest priority should be on measurable increases in recycling,
and the targets for those increases should be mandated by the state:

The following recycling goals would be established for each wasteshed:

a. Portland Metro 1993 30% waste diversion percentage
1995 40% waste diversion percentage
2000 50% waste diversion percentage

b. Urban 1993 20-25% waste diversion percentage
1995 25-30% waste diversion percentage
2000 30-40% waste diversion percentage

¢. Rural 1993 15-20% waste diversion percentage
1995 20-25% waste diversion percentage
2000 25-30% waste diversion percentage

d. Remote 1993 10-15% waste diversion percentage
1995 15-20% waste diversion percentage
2000 20-25% waste diversion percentage

The goals would be expressed as a percentage of solid waste generated which is
diverted from landfills through source reduction, recycling and compostng. An
appropriate adjustment would be made for any wasteshed with a currently operating
waste-to-energy facility meeting DEQ requirements.
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If arecycling goal is not met for a particular wasteshed, the following fees and
standards would be imposed by DEQ:

a. Either of the following residential fees: .
(1) A differential recycling rate schedule for residential consumers of
solid waste hauling services with 2 maximum amount of $ per
month. The recycling fee structure should be graduated to reflect the
degree to which each household recycles the solid waste it generates; or,

(2) A differential waste collection rate schedule for residential consumers
of solid waste hauling services that financially rewards waste reduction by
residents. This must include offering a mini-can (19 gallon) weekly
collection rate (or the equivalent). All such consumers must be informed
quarterly of the availability of such rate options.

b. All multiple family housing of four or more units must provide either

(1) an area and containers for deposit of all principal recyclable materials;

or,
(2) subsequent sorting by contract with a waste hauler.

¢. All commercial offices, including all state and local government offices,
restaurants, hotels and motels, and industrial buildings larger than 1,000 square
feet and having 10 or more employees must be required to participate in
recycling programs for at least two of the following materials:

« high-grade office paper

« corrugated cardboard

s glass

» yard debris

* newspapers

d. Expand waste reduction and recycling education and promotion programs.

e. The Environmental Quality Commission may ban frpm disposal any . .
secondary material for which the DEQ finds that sufficient market capacity exists
in state for all available materials, including:

« used corrugated cardboard

» used newspapers .

« flint and amber glass containers

« aluminum, copper and non-ferrous metals

e yard waste

f. Mandatory garbage service will be required for all residences in communities

within the wasteshed with populations of more than __,000.
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