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PREFACE

In mid~1970, aS'a'COnSequencetof-weffare reform legis--

" lation then pending in the United States Congress, the

“Vermont Department of Employment Security was chosen to test
and ‘document experimentation in the manpower training aspects
of the proposed legislation., The overall objective -of the
resultlng Experimental and Demonstration (E&D) Manpower -Pilot
Project-was to explore the: feasibility.and value of alterna-

_tive approaches and procedures for conducting the Speciul
Work Project (Public Service Employment) for the unemployed
and Upgrading training ‘for the working poor, as a means . of
helping to develop guidelines and other- knowledge required
to facilitate and make more effective'national implementation

- and rapid expansion of manpower projects aimed-at enhancing .

" the employablllty of heads (and other members) of low—1ncome
familles

The progect thus had two maJor components w1th1n the
: overall progect

"Spec1al Work Progect” whereby unemployed persons, by
performlng work’ (at public and private nonprofit

agencies in the public interest) can develop job skills .
which enable them to° obtain nonsub51dlzed (prlvate or R
public) employment

”Upgradlng tra1n1ng” whereby low—1ncome employed persons
("working poor') can develop new JOb skills for which-
they recelve 1ncreased salary.

’More spec1f1cally the prOJect _ _ -

v—developed varlous des1gns for op rating the'tWo'manpower
programs ' : -

-tested operatlng practlces to 1dent1fy smooth ruun1ng
procedures, -

-tested the fea51b111ty and relat1ve effectlveness of
alternatlve operat1ng procedures,' :
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—identified problems and issues central to’ the estab-
lishment 'and running of these proglams “
-prepared technical materials 1nd other aids for use ‘in ’
- the programs,

e

—monitored and evaluated outComes of activities

-determined réQuirements for administration, f30111tleS,b
staff and financing of the pyograms,

-established guides ‘for determ1n1ng how these programs
might fit ‘into the overﬂll mixture of manoower programs
- and serv1ces at the local-level,

-developed the necessary guidelines and manuals for
effectively replicating the programs elsewhere,

—researched and ‘documented the effect of the program on
E&D manpower clients and,

—produced monographs on salient aspects of—proJect experi—‘
ence, relevant to planning activities at the national ’
level for implementation of welfare.reform and/or .
public service employment programs.

The prOJect was inltiated on July 1, 1970, and terminated,
n October 31, 1973. Operation of the. pr,Ject was d1v1ded
ntg/jhe follOWing segments Do :

July 1, 1970, through October 31, 1970: vPlanning, initia-
~tion, and startup, _ ' S :

November 1, 1970, ‘through June 30, 1971: Operations
limited to Chittenden and LamOille counties,

'July l,'197l, through June 30 1972: Statewide operations,
| by ‘ _ ,

, duly l,'l972, through , June 30 l973" Statewide operations,

July'l,_1973,_through10ctober 31, °1973: Evaluation,'l
writing, printing and publishing. ' ‘
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FINAL TRAINEE SUMMARY - . ' " SPECIAL WORK
; - - Percentage ol

As of July 2, 1973 "~ Number Number Number -~ Total_ Enrollees
‘Total Special Work - S I AN
Enrollments. - . - . 656 ' 100%
Completed Training _ 430 . - 65,6%"
~Completed, Placed Ty . : , -
in Employment _ - 307 A : 46.8% - .
~Completed, Placed . P ' '

in Work Training 26 el _ : - 4,0%
Total Placements : S : 333 - 50.8%

-Completed, Placed
in Education or . , » _ - : ' g -
Skill Training ' T 6 o 0.9% -

~Completed, Awaiting o
Placement 91 . - - 13.9%
Terminated Training : } 226 34.4%
~Good Cause = _ 99 ' . 15.1%
-Without Good Cause 127 - * -7 19.3%
FINAL TRAINEE SUMMARY ' _ -~ UPGRADING .
B : ‘ , . _ s : ‘Percentage of ,
As of July 2, 1973 . " Number Number Total Enrollees
Total Upgrading Enrollments . ' 144 - o 100%
~-Completed Training o 118 - 81.9% ..

Upgraded - _ o 114 - - 79.2%.

Not Upgraded T 4 ) ’ 2.8%
~Terminated Training S - 26 _ 18. 0%

. Good Cause ‘ - 17 : ' : ' 11.8%

- Without Good Cause . : :’,9 ; L _. . 6.2%-
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| SECTION 1 o . | B

‘INTRODUCTION , J | E \ . ;

The Vermont Experimental and Demonstratlon (E&D) &anpower

Pilot Project is part of an effort ‘to develop national policy for
increasing the employablllty of Rersons from low~income families;

- The project, sponsored and superv1sed by the Vermont .Department
of Employment Securlty (DES) under a contract with the United

- States Department ‘of Labor (DOL) investigates the effectiveness
of two approaches. One of these approaches ”Upgradlng Training",
involves employed persons with low incomes (the underemployed\ in
a program to develop new job skills for which they should receive
increased salaries., ' The second approach, primarily intended for
unemployed persons, is called the "Spec1a1 Work Progect”

The Special Work Project is a program of sub51dlzed employ-
" ment with public agencies or with private agencies acting in the
public interest, Such subsidized employment should develop job
skills and work experience that may enable a person to obtain
nonsubsidized employment in the public or private sectors.

This monograph presents the f1nd1ngs of a study of the uses
of paraprofessionals within the Special Work Project (SWP) of the
AVermont Experimental and Demonstratlon Manpower Pllot Progect

) Since the inception of the Special Work Project on November 1,
1970 several hundred persons (623 trainees | as of Feb 2, 1073)

EKC T \
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have been placed in Public Service Employment (PSE) and a ,
proportion of these have{been'placed in positions. that ‘involve .
-directly the delivery of manpower and social services te a public.
When someone who has not been professionally trained is given
the respors1b111ty of providing certain services generally

, prov1ded by a professional, that person may be called a para-
professional. It is the success of placing persons in 'such
paraprofessional positions that is the focus  of thls monograph,.

In evaluatlng success, there are-twofmaJorhlssues. The
first is the success of the program in shifting persons from
subsidized employmeént as paraprofessionals to other nonsubsidized

employment. The second is the success in increasing the effect-
- iveness and the eff1c1ency of an agency's delivery of manpower
and social services, This monograph w1ll attempt to addrcss

itself to those issues.
The monogfaph evaluates thése aspects of the Vvermont

Experimental and Demonstration -Manpower Pilot. Progect from
June 30, 1970 to September 30, 1972.
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_SECTION.II .,

)

THE ROLE OF THE PARAPROFESSIONAL S ;

One may say- that the decade of the 1960's 1nvolved the.
. re ﬁscovery of the role of the paraprofess1onal “'oOlirs- .was’ not
: the firsit generation to- recognlze ‘the ut111ty of employlng hn—
_tralned ut exper1enced members of a populatlon to . provide
h;certa1n kinds. of 'services to that populat1on Paraprofess1onals
-~ were used ‘several decades past in the Henry Street” Settlement,
/in.Hull' House, and in the Chicago Area Project, ‘A number of the ,
-/ New Deal programs of the Roosevelt administration” dur1ng the 1930's
- placed individuals .in pardprofessional roles, 1In his study of '.
Street Corner Society, William H, Whyte (1943) descrlbes at least
- two occasions when he encouragéd and aided young men of 11m1ted
. educatlon to enter the f1eld of soc1al Scrv1ce.

Although the 1960's did’ not create "the role of the para-—

.profe551ona1 the 1960's did become more LUIIY conscious of that

‘role and gave it.a name, The "impetus for develop1ng the role in :
.. .recent years seems to have come. from programs ‘ihi-tially funded o H/
. through the Pres1dent's Committee on -Juvenile. Délinquency and

Youth Development. .Use of the role prol1ferated in the war on

poverty waged by.. the Office of" Economic Opportun1tyh "Further

“expanS1on came in the ‘Model Cities. Program, The- Department of

Labor sponsored a large number of- projects directed toward =

Treal1z1ng the full potentiality.of the role. Paraproféss1onals -

are now. to be found. throughout the-full range of: man*ower, -social

'serv1ce, health educat1onal and\communlty actlon programs.

. Early wr1t1ngs on the role make reference to- nonprofess1onals
* and preprofessionals, A favored term of referencelin the early
1960's was:''indigenous nonprofessional', .The concept of 'new
- careers'" ‘appeared about 1965. It did. not catch on- as a’ general
. term for the role, but- it was adopted as the name of a -particular -
. program for paraprofess1onal employment sponsored by the Depart-"
- ment of Labor. L : o ‘ : ,f :

- : "Paraprofess1onal" is\ now the term most:: commonly accepted to

refer to' the role. The word takes -its pref1x from the Greek ;
:s1gn1fy1ng “"near'". Thus, the worker. ié‘not identified by a nega~.
~tion . of his 'status, as he would. .be with 'nonprofessional", . Furth-
‘er, there is no fixed expectatron that the worker w;ll move, by way
. of formal education into a fully \rofess1ona1>role “as there would
., be if he were a "preprofess1onal" Rather he is perce1ved as a
';.near-profes51onal -- 2 paraprofess1onal ' :

’ \\ St
There have been a large number of reasonffof ered to Justlfy

T
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'the ‘role- of he paraprofes51on11 Some .of these reasons concern
advantages to‘thexworker himself, Other reasons relate to :

“the gains for an agency that employs a paraprofess1onal worker.

At the. very least paraprofess1onal employment is .
‘'stopgap employment for the unemployed person. If nothing more,,.
it is employment provided ' to\someone in need of ‘employment. -
Some have said, however, that the paraprofe551onal role nust
be more than stopgap employment. It should be the start.of a
'"'new career" for someone-disadvantaged in education or exper-

~ience,. In .this view, the paraprofes51onal role must be estab-
11shed in the context of ‘a career ladder.. It must not be a

. 'dead=end job. FEkather, opportunltles for ‘advancement, for
.gréater respons1b111ty, and for greater reward must be part of.

-.the Jjob situation. . In evaluatlng the success of a program for
paraprofes51onals, then, -one must cons1der whether -the para-
profe551onal role has _been a temporary expedient for employ-
ment or whether it has been a ‘means of stablllzlng ‘an’ indivi-
dual S work experlence. - o L '

/ 1 . o : : ' '
. . For an agency, the paraprofeSS1onal role can be an.aid in .
., several'ways. ./@he paraprofessional may be assigned a“humber -
of s1mp1e tasks that do not require/the effort o profess1onal
staff, so that the profe551onals can invest their t1me in other
tasks Alternatlvely, the paraprofessional may be someone with
whom the: profe551onal ‘shares. his respon51b111t1es the. para- .
professional assumes a portlon of the work load under the super~
'v1s1on of a profess1ona1 : : - S

o To another way of th1nk1ng, ‘the paraprofess1onal can bring
o to the: 'job 'some characterlstlcs that quallfy the paraprofess1on-
: al for new tasks that no't even the’ profess1ona1 staft may be
'«competent “to perform. - For example, a study of the att1tudes
of professional and nonprofess1onal workers .in publlc and- pri-
“g.vate agencies recommended from its flndlngs that "1nd1genous
'._nonprofess1onals can be utilized to 'de- bureaucratlze the _
handling.of cases and “to bridge the gap between the client.and
.~ the profes51onal”'(Ma1n, Bowman, and Peters, 1972, -p. 312).
.. Their- data showed that professionals, particularly in public-

- agencies, -were. more 11ke1y than- nonprofe551onals to."perceive.
'wthe~ex15tencé’”f“ﬁEfe_tEHsion between themselves and.clients'". .
(p. 311), - Seymour Lesh (1966, p. 4) has said that:the para-
profess1onal "can do what most. profes51onals cannot do -- he
. can communicate;, in the broadest sense of the term, with" those

’youth deemed Tunreachable or beyond hope by the profe551onals"-

. Apart from the matter of what the paraprofe351onal mlght
. be, there is the question of what /it actually signifie; .
- people’ worklng in the field. - At the end of a 1966 worﬁshop
..on,ncnprof/§s1onal careers, 54 part1c1pants from governmental
i gagen01es, prlvate organizations, un1ver51t1es,'and labor unions
"‘reported what they regarded as the main obJectlves of such
m.;nonprofess10nal career programs (Center for the Study of o
Unemplo ed_Yonth 1966 pp. T~ 8) Seventy ~three percent ranked ‘

'EKC
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as the ma1n obJectlve the prov1d1ng of income to the poor. .
Improving services to c11ents, alleviating profes51onal short—. K
.ages, and helghtenlng partlclpatlon ‘of . the _poor lagged. behlnd

In an effort to deal W1th the present problem of unemploy—
ment and to develop the- capability for continued employment,

.the Vermont: Experlmental and Demonstration Manpower Pilot. Pro--
' ject has provided the means for over 600 persons to be trained
" through temporary employment ‘with public agencies and private

.nonprofit agencies, Some of .the training positions opened

have been paraprofess1onal pOSltlonS, and the project has tried
" to realize the potentlallty ‘of the paraprofe551onal role, ' This

particular study.is an ‘effort to assess the success of that one

-aspect of the Vermont Experimental and Demonstratlon Manpower

Pilot Project and to make recommendations on ways that the’

paraprofess1onal mlght be more effectlvely used

The populatlon of’ tra1nees\1n this study- numbered 556.
. This population 1ncluded .all those persons who had entered the ,
. Special Work . .Project sometlme between November 1, 1970 and = - e
,September 30, 1972. Some of these had left. the program, and
others were stlll 1nvolved with it. Further, some individuals
had had two or more- placements within the program. ~ Among those
‘no longer in the ‘programn, some had’ completed their training
-and had.. been placed in. nonsubs1dlzed employment, others had ‘ L
completed training but had not yet been placed, others had gone-~ T -
"into another government-~sponsored training program; others had
termlnated for what was regarded as good cause, and others had
terminated for what was not good cause. Thus, the population
was comprised of 556 persons who had had different kinds of
-exposure to the program. Some had Just come. into it, others
"had been in.it for a whlle, others had just left it, others had
. been out ‘of the program for quite a while, some had.- had a single . ‘
training slot with the program, others had had.as ‘many, as .four %
‘training slots. Because the study population. has had such
varied exposure to the program, a clear evaluatlon of the
-effectlveness of the program 1s d1ff1cult

_ : The w1de range of progect exper1ences among the trainees
means that ‘the trainees: have - not been exposed to a single shared
'fexperlence that can be credlted with observed changes in ‘the
1fcharacter1bt1cs of trainees.’' As one controls for extraneous
factors, one finds the size of the study. populatlon diminish-
ing to levels that obscure possible effects. This is: particu-
‘larly true when one tries to analyze the consequence of ‘project
" experience -in transition from subsidized tralnlng into nonsub—
'51dlzed employment :

' W1th1n the populatlon of 556 tralnees,_there were 168 wﬁo
were assigned at least once during their experiences in SWP M
" to a training 'slot that may be considered.paraprofessional.. )
*7These paraprofesslonal placenents included not only the man—
“power and soc1al services but also the f1e1ds of health, edu~
catlon, and correctlons ; - : - o . :

| [i{c'*
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, Amonp the 168 paraprofess1onal tralnees, there were 71
who had one or more. ass1gnments to paraprofess1onal p081t10ns
in the area of manpower and social services., The larger
populatlon of these were’ involved 1n the programs of social

. serv1ce agen01es.' :

o The field of manpower serv1ces 1nvolved ten tralnees'
placed in positions as paraprofess1onal aides with the Divi-

, sion of " Vocational Rehabllltatlon and’ w1th the Department

- of Employment Security.

%

W1th1n this: report the following classifications hold:

Manpower paraprofess1onals refers to those ten of 556
"trainees who were placed at least once in their project exper-:
‘ience in the position of case aide with the Department of
Employment Securlty or with the Pivision of Vocatlonal Rehab-'
ilitation. .

Manpower and social services. paraprofessionals include

the ten manpower paraprofessionals plus another 61- trainees

. swho were placed one or more t1mes as paraprofess1onal aides
R w1th"soc1al serv1ce agencles

~{*”’”' l: Other paraprofess1onals are the 97 other tra1nees who
had one or more training slots as aides in health, education,
and correctlons :

'Paraprofess1onals used in the general sense, 51gn1f1es
'/the 71 manpower and. soc1al serv1ce paraprofessionals and the
' 97 other trainees placed in paraprofess1onal positions~-a
total of 168 among the 556 tra1nees :

/

K . Other- tra1nees refers to the 388 trainees who'had no.
‘paraprofessional tra1n1ng slot within SWP during the perlod

covered by thls sLudy

The prlmary data for this study were the records main-
tained by- the Department of: Employment Security on the clients
" who were enrolled in -SWP. These data consisted of 1nformat10n
. acquired at several stages in the project and’ post-prOJect 'j
. experience of every client. The first file of data provided

_ facts on the. characterlstlcs of the client as ‘he entered the { L

program and on the nature of his first training slot. 'If.the
client had a second, third, or fourth training slot in the 2
_program,. there were addltlonal files recording information on
those placements.- ‘When a client term1nated with the program‘=
-there was 1nformat10n acquired through -interviews at termlna
tion, 30 days after term1nat10n, 90 days after termlnatlon /
and 180 days after termination. Since these records had béen
developed as a mon1tor1ng system for a program stlll in pro/
gress, data were not complete on all clients. i
L In order to assess the task performance of paraprofes%
s1onals, their training and their supervision, 'a special sqries

: o . , o 6




of 1nterv1ews was carried out (See the APPFNDIXES) The
‘principal part -of ‘the interviews involved the .interviewer:
in assisting the trainee or. the supervisor in filling out a
‘worksheet on the kinds of tasks performed by the trainee.
. This worksheet was set up with overlays that made it possible
~ to. ask particular questions about the frequency of task per-
formance, training, and supervision for each of the tasks that
‘had -been identified as one of the kinds of things.that the
‘tra1nee did .on the job.. The objective of these interviews. was
to make some . estimate of what actually happened with regard to
certa1n training pOS1t10ns

" Survey research is: usually directed toward the measure-
ment of attitudes within a population by means of interviewing
a sample of that population., In the present instance, the aim
was to find out something about behav1or A form of .survey
_research was adopted for th1s purpose, :

- The interviews w1th paraprofess1onal ‘trainees and their
superv1sors in this study were based on an interview schedile .
~developed by the National Committee on the Employment of .
Youth (1971, pp.4-5, 140-143). . In-its study, the National
Committee on the Employment of Youth had 1dent1f1ed a number
. of activities that a paraprofes51onal in human service agencies
.might be asked to perform. The 1nterv1ew asked the parapro-.
fessional about the extent to ‘which he performed each task,
the training associated with each task, and theusuperv1s1on
‘that he received on the job. S

A For this'study of paraprofessionals’in.the Special work
. ‘Project, we decided to expose each trainee and his supervisor

“to substantially the same interview format,. The objective of
this was to assess the amount of agreement-between. tralnees

- and supervisors regarding the nature- of the tasks assigned,
the training for such tasks, and the supervision’ glven over .

. those tasks. A copy of the interview schedules for trainees
~and’. superv1sors may be found in-. the append1x of this monograph

There was, a total of ten persons who had- been ass1gned

' paraprofes51onal pos1t10ns in the manpower field.. -One. of
these had. left the training slot during the ‘first two. days,
and so no effort was made to 1nterv1ew her ‘or her work super-
visor regarding performanée on the job,  .Of the remalnlng
nine, seven trainees were contacted and 1nterv1ewed Two .
others were no longer residents in the state: one was in Iowa,
and the other in California. The supervisors of all manpower

trainees' were interviewed, includihg the.. superv1sors of the
.trainees no longer in the state. ~This is; then, a survey of
the populatlon of manpower trainees. . Since it 1s a population
rather than a. sample, statistical tests of . s1gn1f1cance are

sh1ps for that populatlon

In add1t10n to the 1nterv1ew study w1th the manpower
" trainees and thelr superv1sors, there was a series of ;nter—w B

!
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. views with a small number of paraprofessionals‘in'the social

service fields. - Here a sampling procedure, drawing respon-
dents randomly from the population of social service parapro-
- fessionals, might have been used, An alternative procedure
was employed. As suggested earller there is considerable
variability among agencies on the klnd of ‘tasks that may be
-assigned to paraprofessional workers, Rather.than sampling
‘among several agencies, a decision was made to interview

- trainees and supervisors with two particular agencies. One
of these agencies was a private nonprofit agency operating
in the Burlington area. The other was a state 1nst1tut10n
sltuated elsewhere in the state,

The chapters that follow present the findings of an
analysis of records and interviews. Section III deals with
. factors involved in the recruitment. of trainees into the |
paraprofesslonal role. Section IV concerns the training and
the superv1slon intended to get-a’ pnraprofess1onal competent
to function in_ his new role. Section V presents material on

the kinds of tasks performed by paraprofess1onals. Section VI

assesses the success of SWP in moving paraprofesslonals into
,nonsub51dlzedfemployment .

N\
.
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SECTION III’

RECRUITING THE PARAPROFESSIONAL

An assessment of\ihe success of any program must start
with consideration of the ways in which those involved in

the program might have |differed at the.outset from others .
not in the program. To determine whether a particular pro-
-.gram had an actual 1mpa£t one must be able to satisfy him=\
~.self that the observed/lmpact was’ not ultimately traceable

to the initial characterlstlcs of - persons recruited into.

‘the program, It is for that reason that we must begin by.
examining the formal and -informal criteria used by project
staff and by employers in selecting trainees as. parapro-
fessionals, Inscfar as we estimate the extent to which the
'paraprofess1onals agqiffered from other trainees in the Special
Work Progect -we have a- basis for deciding whether observed
-differences in tran51t10n from the training role at the end’
of -project: experlence are attributable to the prOJect exper-
ience, 1tself -,
. The tra1nees of SWP entered the. program in a number of
.dlfferent ways. The 1argest proportlon of them, 36.9% were

- referred ‘by the Degartment of Social Welfare (DSW). Another

19,6% initiated contacw with the program on their own, Theére
were 7.6% who entered from other programs of the Department
.of Employment Securlty, 6.7% referred by the Work Incéﬁtlve
"Program (WIN), and 5. 9% from the Outreach. program,- The rest
.of the tralnees came from a variety of(iher sources.

"As a trainee entered the program, he met with an Employ-
‘ment Service (ES) Counselor. They established an employment
godl and worked out a plan for achieving that goal, The _
trainee was then referred to employers who had tralnlng slots, -
open, or an attempt was made to develop slats. for trainees' .
spe01al needs. '

Whatever formal criteria existed for paraprofessional
training positions were specific to each empiloyer. - Such
. criteria tended to be expressed in vague and general terms
'}1They are: dlfflcult to Judge in partlcular cases:

Formal and 1nformal criteria may be 1nterred however
by éxamining the patterns of characteristics shown in the-

aggregate of trainees. The question explored nhere is whether -

persons having. certain characteristics were more likaly than .
others .to be channeled into paraprofe551onal positions.,. The
'ar%cterlstlcs to be con51dered here 1nc1ude the tralnee ER
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sex, age, marital status, educational level, and employment
status at entry. The opportunlt‘es for paraprofe551onal
positions among handicapped. persons and welfare recipients’
will also be considered.

. In being assigned to a paraprofessional'position, being

y ‘female made a difference (See TABLE 1). THirty-nine percent

" of the females were given a paraprofessional slot at\some
time in their project experience, while the comparable flgure
for men was 19%. For the paraprofessional positions in man-
power and soc¢ial services, women were more often assigned than
men~-15% of the women to 10% of the men. The difference was
sharper in the other paraprofessional fields, One of four -
female trainees received at least one paraprofessional :
assignment in the fields of health or education; for men, ‘the
proportion was one in ten. Thus, we find that women were more
likely than men to be channeled into paraprofessional positions
that involve working witi people by way of providing service.

Training Slot Assignment by Sex of.C1ieht

Sex

Training SIotﬁAssignment o -Ma1e~ Female

Manpowefoor Social : | | . | |
oServioe Paraprofessional . .. 9,.8% : : 15, 0%
'-Other'PAroprofe551onal_ Lo 8.9% . 23.7%
~ Other Troiniog Slot - . | '-'81.5% K .‘  261,4%
e e T | 100;0% : 3 riO0.0%
(N=235) - (N=321)

_ The: concentration of womeh_in paraprofessional positions
within SWP is not peculiar.  The 74% female percentage in.para=
profe551onal training slots in this Vermont program was- actually
less than the national average for paraprofessionals. A nation--
wide study of paraprofessionals (cited by the National Committee
on the Employment of Youth 1971, p. 8) found ‘that 80% were female,

1 .

\In a stat;stlcal sense,; racial ldentlty'dld»not-matter_ln
thlS\prOJect. ‘This is because only two of the 556 persons
.involyved as trainees in this project were classified nonwhite,.
This number is not out of line with the population character- ‘
1stlcs\of the State of Vermont. The 1970 United State% census
indicated a nonwhlte populatlon of less than two-tenths of- one R

|
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percent resident'within the State of Vermont.

. Age seems to have had little to do with assignment to
training positions (See TABLE 2). There was a tendency to
avold assigning persons less than 21 years of age to training
slots as paraprotess1onals in the'manpower and social service

vf1elds :

- The marltal status of an 1d1v1dual seems to have been
associated with the likelihood of.  being: given a paraprofess-
ional training position (See TABLE 3). The-widowed, .the
separated, and the divorced were much more likely to be des-
ignated paraprofessionals than were either the single or the
married, This relationship held for the manpower and social
service fields as well.. If one was widowed, separated, .
divorced, the chances of getting a paraprofessional slot in
manpower and social services were one in six, 'If one was
married,; those chances were one in ten. If one was single,

the chances were less than one in 20. - '

Indeed, ‘while a maJorlty of other tralnees were marrled
a majority. of paraprofessionals were divorced or separated.
Approximately 60% of the other: tralnees were married. -The
percentage divorced or separated was about 51% for manpower:
and social service paraprofess1onals, 52% for other parapro--
fess1onals. C : :

, The partlcularly large’ percentage of divorxced, separated
and widowed persons among manpower and s001al service parapro-
‘fessionals was ‘largely accounted for by women (See TABLE 4). ‘
This is part ‘of the general pattern of all trainees. Tthat found
81.7% of the men married but 55.7% of the women no .longer
married. . The percentage of W1dowed divorced, and separated
women in paraprofes51ona1 p081t10ns was, however, larger
than the percentage. of married women and the percentage of -
single women holding such positions. Seventy—51x percent of
the women who were nanpower and social service paraprofess1on—
als were widowed, d1vorced or separated, while 85% of the"
men -in such- tralnlng slots were married.’-Another finding. of
this study.relevant to this relatlonShlp between marital status
-and; tralnlng slot assjignment was ‘the fact that 79% of the
womén in manpower and .social service paraprofess1onal pos1—
~tions’ were the heads of ‘their own households. '

Handlcapped persons ‘were less likely than the nonhandl—
capped . to be assigned paraprofess1onal ‘positions (See TABLE_ 5).
The. fields of health and education accounted for this dlffel-‘
ence. N1ne percent of the handlcapped held training slots as
-paraprofess1ona1s in health and,education. The percentage of
nonhandicapped persons holding such . pos1t10ns was 20% In the
‘manpower and social services,  the figures ‘weré close: 16%
of the handicapped and- 12% of the nonhandicapped.

11:
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TABLE 5

Training Slot Assignment of 'Haridicapped Persons

Training Slot Assignment " Handicapped Not Handicapped

Manpower or Social : S
) ~Service Paraprofessional - 15.7% _ 11.8%
Other Paraprofessional 9.3% 20.3%
Other Training Slot 75.0% - 67.9%
L e -
100. 0% 100.0%
(N=140) (N=414)

With regard to paraprofessional positions, it mattered
. little whether a trainee was a welfare recipient, although there
was a slight tendency for welfare recipients to be less likely
to be paraprofessionals (See TABLE 6). Welfare recipients
accounted for .61% -of the manpower and social service parapro-
fessionals, 65% of other paraprofessionals, and 68% of other
-trainees, . ' - : ' -

TABLE 6

__Training Slot Assignment'of Welfare Recipients

: ‘Welfare Not Welfare
Training- Slot Assignment ! Recipients Recipients
Manpower or Social \

Service Paraprofessional ! ' 11.7% ' 15.0%

Other Paraprofessional . 17.1% : 18.2%

L ‘Other Training Slot o 71.3% - 66.8%
100.0% 100. 0%

(N=369) (N=187)

. The more ‘education a person had, the more likely that
person was to be assigned to a paraprofessional position

15
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(See TABLE 7). Paraprofessional job slots went to'62% of the
college graduates, 48% of those with some college, 30% of those
holding high school diplomas or equivalency certificates, 25%
of those with some high school, 28% of those who gladuated
from eiementary school but went no fu:rther, and 11% of those
with less than a full elementary school education. Consistently,
then, the more years of schooling an individual completed, the
better were his chances of being designated a paraprofessional,
The pattern was less consistent with regard to the manpower
and social service positions alone, but the general tendency
remained: the paraprotfessional tralnlng slots went to the-
better educated.

There are at least two ways that one may react to this
association between education and assignment to a paraprofess-
ional position. One response is positive. Such an associa-
tion sugg§§£§ a rational use of the knowledge and skills of"-
individuals. Paraprofe551onal work is working with people,
and education in the United States today is particularly geared
to training people to work with people. The more educated a
person is, the more likely he is to have developed the skills
of communication and the knowledge of bureaucratic structure

. that is essential in providing service. Assignment of the
better educated to paraprofessional roles is assignment of the
better qualified. :Further, placing the better educated in

" less stimulating and less satisfying p051t10ns than the para-
professional positions would have generatéd greater frustra-
tion with the better educated than would have been the case
with the less educated, Assigning the better educated to the’
paraprofessional. positions is consistent with the principle
of employing persons on the basis‘of qualifications and merit.

The manpower paraprofessional aides tended to be fairly
well-educated persons, and they themselves believed that their
advanced educations were necessary to success in their jobs.
One of them was asked by an interviewer whether he thought
%t would be possible to bring in a hard-core unemployed person
and train him to do the job of an aide. The trainee replied
that he thought_hot--that a prospective aide did need some
education and some experience,

Another r:anpower paraprofessional aide was not only a
college graduate but also a former school teacher. He had
taken assignment as a trainee within SWP because of the
unavailability of teaching p051t10ns in school systems of. the
state .

‘ One of the manpower paraprofe551onal aides commented on
‘another that had left the agency after only three days on the
Jjob: "Well, I don't think she was qualified." The.interviewer
"asked what he meant by that, and the aide replied: "If you
want to do this job, you have to have a good education. Like
me, for instance. 1I'm a college graduate. 1 graduated from
--------- College, If I didn't have an education, I wouldn't
be’ able to understand this JOb as well as I can."

‘ , ' - 16
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A superv1sor acknowledged that the paraprofes51onal aide
then in training could probably pass ‘the state examination’
« + for a permanent -position with the agency but then added that
' he would still need additional training. 'In the view of the

'supervisor, more experience would be needed to compensate for
the lack of advanced educatlon

. Most of the views expressed by trainees and superv1sors
~were pos1t1ve toward the assignment of better educated persons
.to paraprofessional positions. Another response,. howeveyr,
would be somewhat negative. The concept of the paraplofes51onal
-role is.the concept of opening up a new career. line for the

less educated part-of the population., Lack of education should

. -not deprive an. 1nd1v1dual of the opportunlty for a stimulating
~and sat1siy1ng job. ' Further, the less ‘educated but experienced
people who have lived under conditions of poverty may be partic-
‘ularly qualified:to provide certain kinds of .service. 1In accord
with this line of thinking, education should-not. have been

. associated with ass1gnment to paraprofessional pos1t10ns-—or
- if it were associated, that ass001at10n should have been the
reverse of that observed ‘The less_educated should have been
preferred for these JObS. S '

Other programs puttlng persons in paraprofess1onal
positions.have tended to have a lower percentage of well—educated
ersons, A nationwide study (cited by the National’ Committee
' the Employment of Youth, 1971, p. 8) found that 48% of para-
ofess1onals had not completed hlgh school. Forty-~six . per-
‘f~éent were high school graduates but had gone no further. Six
percent had had some collegp education,. : '

_ In th1s Vermont study (See IABLE 8), 36% of the parapro- T
_ fess1onals had not completed high school. The percentage of
_those who had finished high school or received 'an .equivalency
‘certificate was 41%. Twenty~three percent had had some. college

.or university educatlon. Clearly, the paraprofess1onals in

SWP tended to be better educated than the paraprofeSSlonals

of other programs throughout the ‘country.

- .On the other hand - the tra1nees in Special Work PrOJect
.swhether paraprofess1onal or not, were ‘better educated than
- the paraprofessionals of other programs in the United States.:
. For all trainees in SWP, the figures were: 46% with less than'
-a high school educatlon, 41% with a high school diploma or
certificate, and 13% with some higher eduCatlon in college or
.unlvers1ty (See TABLE 9). :

Whatever one feels about the assoc1at10n between educa~
+tion and the paraprofess1onal role in the Vermont Experlmental
and Demonstration Manpower Pilot Procject, a crucial fact is
. that the employment structure of the State of -Vermont has made
- the median school years completed for the: populatlon of sSwp
12 years (See TABLE 10). "One trainee of every eight-had had
-at least some college educatlon.' Indeed one trainee in 20

was a college graduate. Moreover, thls fact about Vermont is
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TABLE 8
EdﬁcatiOnal'Attainmént of Paraprotfessionals
Nationwide and in this Vermont Study

Natiohwidé_ Vermont .

Sample of - .~ Project
o PargprofessiOnals*‘ ,A‘ParaprpfesSionals
Oéii'yearé. S » 5.48.0%.  ; ;”W m L 36%3%
12 years ' U se.on. . 40.5%
.13'years and more : ; 6.0% . 23.2%
100.0% |  100.0%
| (N=168)

*Derived . from National Committee on the_Emplbyment of Youth,
1971, p. 8. ' 4 ' L L

"\ TABLE 9

Years of Education;Completed'by-Project Trainees .

_ ;0—7 qursb(some elemeﬁtéryésc@ool ‘ : 6:3%
.8 years‘(eleﬁentary'schqglagpadudte) ‘_.'13.2%
©el11 yééps (some high schodl) 1 - T 26.4%
i_iz.years'(ﬁigh school dipléﬁa br'equivaléncy) e 40.8%v_
13;15.yéars (some coliege);< N ' ,- ..5‘. .7.9% -
16 years-'(college graduate) - . - 5;1% 
l7f20vyeafs (ﬁoﬁe-gréduate;ﬁrainihgj : ”". 0.2%
100.0%
(N=554)




trie of the nation as a whole. ~One is dealing not only with
the poorly educated individual who cannot get work but also
with the well ieducated individual who cannot get work, If

the labor market of the United States cannot make available
“"employment for those who have spent time in college, what can
.one ask for those who have not had the advantage of education?

-TABLE 107

"Educational Attainment of PrOJect Trainces -
and of'Unemponed Persons in the United. States

- . T - Percentage of
Educational Level ‘Percentage of - U.Ss. Unemployed

Attained ‘ o 'Projecﬁ Trainees Personsx*
Less than 8 years | 6.3 | 9.7%.
g y'éars o o 13. 47 - 9,5%
9 to 11 years T 26 24.9%
ngh School Dlploma _ : ' . . .
or Certlflcate S : 40.8% - 37f0%f
1 year of College : .. o | .;,_,Nw,__.._,.,f"
or more - X 13.2% - 18.9%
- : 100.0% - 1.00/'. 0%
“*Derived from Deutermann, 1972, Table M. . : /'

S/

Part of the ideology for a program of this sort holds it ..
necessary to develop among those who have grown up within a
culture of poverty those attitudes and motivations necessary
for success in employment. Within this 1deology, it is necessary
that people be moved from a "wellare ethic'" to a "work ethic'".
Whatever the merits of- that ideology, it nonetheless seems to

" fall short of an all- embrac1ng theory when one encounters. the
circumstances iound in this program. - With-a population that has
'spent ‘more than 12 years in educatlonal institutions, one cannot
be said to be developing an 1b111ty to . adjust to the demands
of a work situation. The largé number of college-educated.
- people in this program ‘suggests that this program ‘has had to
‘'be, flrst and foremost stopgap employment For these people,
~the- government "has had to be theanployer of last resort .

The Spe01al Work P]O)ect was - lntonded prlmarlly for the\

unemployed, and 83% ol those enrolled in the :program were un-
employed at the time of th011 ‘entry. Nine percent were not
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in the:labor force f?ur percent were underemployed and four
percent were. employed at the tlme that- they were admitted to
the program

‘The employment status of trainees at entry into the pro-
.gram was related to the kind of training slot assignment given
(See TABLE 11). One-half of the employed and underemployed
‘persons became paraprofessionals, with over two-thirds of
-those going -into-the manpower and social service fields., 'Only
about 30%.0of those unemployed or not in the labor force at ‘
the time of entry were made parapxofe551onals - Training roles
as manpower and social service paraprofe551onals accounted
for 35.7% of the employed and underemployed, tor 10.9% of those
unemployed or not in the labor force. .

. Since the better educated tended to have a better chance
~of becoming.paraprofessionals, and since the emploved and under-
employed also tended to have a greater. likelihood of receiving -
paraprofessional training assignments, one may wonder whether

paraprofessional slots were reserved for employed persons of

advanced education. This appears to.be not true;'?In_fact, the

better educated. tended to be underrepresented among those hold-
. ing jobs at entry. Eight percent of the trainees with 12 years
"or less of- schooling were employed or underemployed at the time

1The Spec1al Work Progect was limited to enrollment of persons
who were unemployed or underemployed ‘at time of enrollment in
Speclal Work, Of the first 566 Special Work enrolleee, 19 were
initially cla551f1ed as -"employed" when the correct designation
should-have been.'"unemployed'". . The employment status of these
,19 tralnees at tlme of enrollment was as followcﬂgf

o

Four tralnees had beenﬁnotlfled of 1mpend1ng layoff
One tralnee had been not1i1ed of 1mpend1ng dlscharge.

Two tralnees were forced to termlnate due to health.

1

One tralnee had glven two weeks notlce_to employer.
Three trainees were employed 1ees than 28. hours per week.

Two tralnees ‘had -been employed under the iederally lunded
”STEP" Program and were transferred to Spec1al Work

Two tralnees had been employed under “the iederally funded
"Operation Malnstream“ PrOgram and were transferred to Speclal
.Work. :

‘Four trainees were 1mproperly de51gnated ”employed” due
to clerical error,
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that they were recruited. For those with at least some college
‘education, the figure was four percent. Indeed, the percentage -
~.of employed or underemployed persons with at least some. college
education was one- hmlf orf one percent of all trainees in the-
program. - -

The relatmonshlp of educatlon, employment status, and
tra1nlng assignment was complex. Paraprofessional ‘slots, par-
ticularly" paraprofessional positions in the manpower and social
service fields, tended to go to employed or ‘underemployed per-
sons with 12 years or less of education and to unemployed
persons and persons not in. the labor force having. 13 years ot
education or more (See TABLE 12), That is, those holding jobs
at entry who became paraprofess1onals tended to be poorly
educated, while those well-educated persons who became para-
profess1onals tended to be unemployed or not in the labor force
-at the time of their entry into the program. Indeed, the more
poorly educated persons with jobs and the better educated
"persons without jobs together accounted for 48% of the man-
power and social service paraprofessionals.. Less educated
pcrsons who -.were -unemployed or not..in the labor force were
'51% of these paraprofessionals. Only one percent of the man-
power  and-social service paraprofessionals fell into the
- ' ; category Jof employed or - underemployed persons w1th some col-
- lege education. - :

x,
e

From the data presented here, one may' draw some general
conclusions about the characteristics ,of trainees in SWP,
particularly with regard to those ‘assigned to paraprofessional
training slots at some time during their project experience,

The typical.trainee in SWP was a white female, about 30
“years of age, married, with a high school -diploma or equiva-
lency certificaie, and receiving some form of welfare, most
likely Aid to Needy Families with Children (ANFC). The typi- .
cal tpainee was not handicapped, was unemployed. at the time
'she eﬁtered the program, and had been xelerred to the prowram
by the Department of Social Welfare.

The profile of the typical paraprofess1onal is not much
different. Again, she was likely to be a white female, 30
years of age, with 12 years of education, not hand1cappcd
‘but a welfare recipient receiving ANFC, unemployed at entry,
and referred by the Department of Social Welfare.  The one
difference is in marital status. The paraprofessioc.al was :

"more likely to be living w1thout a spouse,  principally because
of d1vorce or separatlon. ,

The profile of the manpower and social service parapro-
.fess1onal conforms ‘to the profile of the typical paraprotess
- ional in SWP,. The majority .of manpower and social service

paraprOfess1onals were female, were white, were divorcecd or
..separated, were recipients of_ﬂNFC"—were—unemployed at—the
time of entry into training. The larger proportion of man-
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- power and social service paraprofessionals had been referred
.to the program by the Department of Social Welfare. About

. half were .over the age of 30 and half under the age of 30,
Approximately 38% -had achieved a high school diploma or

. equivalency certificate, 32% had received less than a full
high 'school education, and-30% had gone beyond high school
.into. college., In all thHese regards, with the exception of
marital status, the characteristics of manpower and soc¢ial
service paraprofessionals accorded- with the characteristics
of all tralnees in SWP, .

: There were some characteristics, however, that were
somewhat overrepresented among the manpower and social ser-
vice paraprofessionals. These included sex, marital status, -
employment status at entry into the program, and educational
level achieved. Sex, marital status and employment status

~at entry may have had limited effect on the outcomes of -the
program, but. educational status is an important factor. 1If
trainees assigned to paraprofessional training slots tended
to be more educationally advantaged than other trainees, then
sormie of the success in task performance as paraprofessionals -

- and some of the success in moving into nonsubsidized employ-
ment may have to be credited .to that educational advantage

- rather than to the program itself. ' . :
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SECTION IV S e

INTRODUCING THE PARAPROFESSJONAL TO HIS ROLE

The literature on paraprofessionals stresses the
importance of introducing the paraprofessional to his new
work role. By definition, the. paraprofessional is not a pro-
fessional. He does not meet the qualiflcations of the pro-
fessional in either.education or experience. Consequently,
.training and supervisicon are essential to fulfilling the '
conception of the paraprofes51onal role as the beginnlng of
a career ladder. i

Since the paraprofess1onal trainee enters his/nvecareer
from a condition of unemployment and limited income, it is
essentlal that training be des1gned as on-the-job training.
Arthur Pearl and Frank Riessman (1965, p. 4) have said that,
if the problems of poverty are to be solved then, '"for the

- most part, training for the poor must take place/after
"employment is secured." o . /

On-~-the-job training of the. paraprofess1ona1 particularly
in- the fields of manpower and social services /has some
particular needs. Jeymour Lesh (1966, p. 6) says’ that the
on-the-job tra1n1ng of a paraprofess1onal should be '"flexible"
but "demanding'. Flex1b111ty is needed to respond to the
particular needs of the individual, while hlgh expectations
for performance are required in order to inculcate the _
seriousness  of responsibility in the individual's job. Pearl
and. Riessman" (1965, pp. 158-163) identify five problem areas
to be antlclpated in the training of paraprofess1ona1s

1. Ma1nta1n1ng conf1dent1a11ty in the
' ; fleld of human services.

2. Accepting and using formal authority..
3. . Avoiding over-identification with the
agency and unde1—1dent1flcation w1th

the client.

4, Overcoming over-optimism that turns into
defeatism. : '

_5.-~Establishing relationships with profession—
~als within and outside the agency.

o With these thoughts in m1nd we may consider the training

[13;;. : ) .‘i“ ;”62(2?




experiences of paraprofessionals in the manpower and social
services within the ‘Special Work Project. The data for this
analysis came from a series of interviews with trainees and
their supervisors, Talking with both trainees and super-
visors made it possible to compare perceptions of the train-
ing experience from two sides of the training situation.

Supervisors were more likely than trainees to see

training as having occurred on the job. The nine supervisors

of manpower paraprofessionals identified 112 tasks performed

'by trainees under their supervision, The supervisors described .
87.5% of these tasks as involving on-the-job training; only 12,5%
of the paraprofessional's activltles -were said to have been learned
prior to taking the position. ' For the seven manpower parapro=-:
fessional aides, there were 97 tasks reported. Of these, 50.,5%
-were claimed to have been work activities learned on the job,

~ 44.4% learned before the: JOb and 5.2% involving no training
~at all, '

In interviews, trainees and supervisors reported that
there was an official training period of two weeks at the out-
. .set of each training assignment, but trainees and supervisors
_differed in their perceptions of this training period. Super-
. visors tended to see it as a time when the trainees were given
«~ some training in skills needed on tae job. This was the on-
‘the—Job training that supervisors said that paraprofessionals
“.received. The paraprofessional trainees, however, tended to
consider. that training period as redundant. It introduced them -
.to things that they already knew, For the paraprofessional
trainees, then, their training in job skllls had occurred before
they had ever entered the program.

A somewhat similar situation was to be found in the private
social service agency where interviews were conducted. There,
again, the supervisors wére more likely to perceive training
as having occurred on the job. For example, one paraprofessional
aide acknowledged that she had learned some ten of her 15 job

" tasks while in training with the agency, but she also claimed
that the skills at following up clients by telephone, filing and
typing, superv151ng other workers, and assigning jobs to other
workers had been learned:prior to entering this training slot
assignment, The supervisor, however, believed that the para-
professional had acquired all her job skills on that job. In
another instance, the trainee said that there were only seven
of 20 tasks that she had actually learned with the agency;
her supervisor maintained that the traihee: had learned all
the relevant- JOb skills with the agency. :

From the 1nterviews, one must conclude that on-the-job
training of manpower and social service' paraprofessionals
was not at all formal. Job supervisors as trainers had no
fixed curriculum., This may be accepted as the flexibility.
needed to .respond to the particular needs of the individual
trainee, but it seems not to have been demanding. Training
was just learning enough' to .do the job. The problem with that
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evidences itself later, when one considers transition from

.'the'training role to nonsubsidized employment. Specific job
tasks are not easily transferable to employment outside the
agency involved in training.

Perhaps what should be con51dered is . establishlng a. formal
and specific training course for paraprofessionals that is
provided concurrently with on-the-job training experiences.
Professional training in the manpower and social service fields
includes a component with formal course work., . Paraprofessional
training should, perhaps, include a component of formal course
work along with the on-the-job training experience. Eleanor -
Gilpatrick (1970) has criticized the way that legislation tends
to separate manpower bills on the one hand and education bills
on the other hand. As she sees it, developing job ladders in
‘paraprofessional Programs requires parallel developing of
curriculum ladders to provide appropriate training for such
JObS. .

It seems appropriate to have greater formality and struct-
ure . not only in training but also in supervision of manpower
and social service paraprofessionals. Seymour Lesh (1966, p. 7)
asserts that supervision of the paraprofessional should be
highly structured, at least at the outset:

...for the nonprofessional, supervision .
becomes the make-or-break element because
his job description will be different from
any pr?vious worker's description and,
therefore, supervisory techniques will have
to be somewhat different from those used
with professionals or graduate students.

‘The supervisors of manpower,K paraprofessional aides in
SWP: perceived themselves as giving more supervision than their
trainees saw them giving. For the 112 tasks mentioned by
supervisors, 22,3% were: sa1d ‘to .involve a lot of supervision,
" 44.6% to .involve some; superv1sion, 26.8% to involve little
‘supervision, and 6. 3% no supervision at all, The trainees,
however, responded with regard to 91 tasks in this fashion: ,
17 . 6% with a lot of supervision, 31.9% with some supervision,
37.4% with little supervision, and 13.2% with no supervision.
‘Thus, the supervisors tended to say that some. two—thirds of
'the paraprofe551onals activities involved some or a lot of -
superv1sion, while the paraprofessionals themselves said that
there was some or a lot of supervision only for about half
of €heir actlvitles.

The initial two week training period led trainees and -
supervisors to point out in interviews that supervision was
greater at the outset than it was later during a person's
assignment in SWP, As one trainee put it, "When I first

o camé in, someone was always hanging over me."
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Of the seven manpower paraprofessional aides 1nter riewed,
two rated the supervision over any of their activities as no
greater than. '"some supervision', .They, therefore, made no
judgments of what tasks involved the most supervision, Among
the other five aides, however, one said that providing inform-
ation was the most supervised activity, another said that
providing materials was most closely supervised, and three
asserted that they were supervised most of all with regard to
the keeping of records. .

Two of the nine supervisors reported themselves as
having given less than a lot of supervision over all job
activities of the manpower aide. Of the seven who did say
that they provided a lot of supervision, one said that most
supervision involved filing, typing, and other clerical tasks, -
two said that their supervision focused most strongly on the
counseling -of clients, and four maintained that the emphasis
of their supervision was on interviewing and screening of
clients at 1ntake

The interviews suggest, then, that the trainees tended
to perceive supervision as preoccupied with administrative
procedures, while the supervisors tended to interpret their
supervision of the trainees as directly related to dealing
with the clients of thegagency.

In the private social service agency, the supervisors
tended to believe that they provided more supervision than

‘the paraprofessional trainees perceived themselves as

receiving. 1In one case, there were nine job tasks in which
the. supervisor claimed to provide a lot of supervision. The
trainee, however, reported no more than some supervision for
four of these tasks, only a little supervision for one of the
tasks, and no supervision at all for four of the tasks. 1In
another case, the supervisor saw herself giving some supervi-
sion in most instances, but the trainee reported no super-
vision in more than half of her job tasks.

The overall conclusion would seem to be that neither
training nor supervision was as intensive as the theorists
of the paraprofessional role suggest is necessary. This may

‘be attributed to the decentralized nature of the program.

Trainees were assigned to particular employers, and each
training employer accepted just as much responsibility for
training and supervision as ‘he himself thought appropriate.
There was no close monitoring of training and supervision

- by a central authority., More centralized control would, how~

ever, seem undesirable for a program of this sort. The alter-

“native would be the development of parallel structures for

training.
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SECTION V

"PERFORMANCE IN THE ROLE

. There are two basic areas of job act1v1ty in which
paraprofessionalsimay be used. One is to perform tasks
that are normally 'done by professionals or technicians but
that may also be sa¢isfactdrily handled by relatively un- '
trained persons., The other is to carry out activities that
have not previously 5een provided but for which there is
recognized to be a need Thus, on the one hand, the para-
professional may relieve the ﬁrofessional of some respons-
ibilities, and, on the other hand, the paraprofessional may
open new avenues of human service. ' ' i :

The major focus of this analysis is on the performance
- of the manpower paraprofessionals on the job. To some extent,
there is also concern for the task performance of parapro-
fessionals in social service agencies. For .hese purposes, _
it is appropriate to develop some idea of .the kinds of tasks "
the paraprofessional aide might be called on to perform, :

' Seymour Lesh (1966, pp.3-4) listed ten duties that a’
paraprofess1ona1 aide mlght perform in an employment program.
These may be summarlzed in six major.areas:

1. . Recruitment

2. Reception

3. Testing and interviewing
4.< Teaching

S, Job. development

6. Counseling

The National Committee on the Employment of Youth'(1971)
analyzed the tasks of the paraprofessional in five basic areas:

Outreach

Intake and verbal 1nf0rmat10n and
communlcatlon :
Written information and eommunlcatlon
Administration, o.ganization, and
" supervision '
5. Testing and teaching

w W D =

‘The interview schedule developed for th1= study was orlented

to seven major spheres 6f job activity:
I; Recrnitment and outreach to clients

2. Reception, testing, and teaching
1 .

1
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Counseling and communication with clients /
Administrative efforts '
. Organizing efforts
. Superv1sory efforts

~NoOe W

Recruitment and outreach to clients involved recrultment
"of clients, follow-up on home vi51ts, follow-up in thehcommunity,
and follow-up by- telephone. o -

&

~ The act1v1t1es involved in reception, testing, and- teach-
1ng included interv1ew1ng or screening at intake, the testing
.of clients, and the teaching or training of clients, ~
Job development and outreach for clients had such- tasks .
as accompanying clients to agencies, contacting agencies for
c11ents and contacting employers. for clients.

: Counseling and communication included not only counsel-
L, ing itself but also the providing of information, of adv1ce,
' or of materials. .

Administrative efforts consisted~of fi1ing,)typing,_and
other clerical tasks, the keeping of records, the writing of
reports; and the writing of letters. :

i Under organizing efforts, there were organizing act1v1-
" ties, organizing meetings and. training other workers.

Superv1sory efforts represented superv151ng other workers,
" assigning jobs to: other workers, and administerlng a” progect
An informational brochure on. the Work Incentive Program
(Manpower Administration, 1970) provides an example -of the
kind of thinking that exists about the tasks to be performed
. by paraprofe551onals in the field of manpowe1 serv1ces

The Jjob coaches are .the troubleshooters on the -
" WIN team, .Selected partly for their ability to
. relate to participants, thex,help work out s -
difficdlties., If a person fails to attend classes
"OF report,iorzwork,/his coach>visits. him,_findS“.
out why, and seeks . any needed help. For example,
the coach may notify the- welfare agency that a .
uparticipant needs new child care- arrangements
because the previous ones. have broken down, or.:
' that he needs help with family or other problems., -
At crucial steps along the route to employmert, o
the coach offers-'his help. He may find out about
. bus routes to a traiding site or go along for ‘job—
. 1nterv1ews with a participant who needs his support
T , o L (p.a 3y

This statement emphasizes'the particular_advantage‘that
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the paraprofessional may have in.communicating with-a client
from.a similar background and environment. Home visits, con-
- tacts with agencies, and providingfinformation are stressed,
In¥the present study, we find that tralnees and super-
visors identified :Home visits, contacts with agenc1es, and
providing information as aspects of. the manpower -aide's role
(See TABLES 13 and 14). One manpower paraprofessional ex-
pressed his feellngs that home visits were the most important
aspect of his Job The home visit was a form of personal
contact, that gave him a clearer idea:of what the c11ent rea]ly
'wanted and really needed. :

‘ Manpower paraprofessionals.and their supervisors werne

. agreed that follow-up with clients at their homes or by tele-
phone ‘and the providing of information were among the kinds
of tasks performed by paraprofessional aides. All of the

" manpower paraprofessionals added that contacting employers

" for their c11ents, keeping records, and writing reports were
parts of their ;:jobs. Generally speaking, the manpower para-
profe551onals found outreach to clients, reception, outreach
for clients, communication with clients, and administrative
effort invoclved in their training p051tions .The recruitments,
‘'testing, and teaching of clients 'were ‘less often reported by .

"these manpower aides, and ‘they found organizing or superviqory
efforts rarely part of thelr tasks.

. The Jjob tasks 1dent1f1ed by manpOWer paraprofessidnals
“in SWP conform to the kinds of tasks reported by paraprofess--
ionals trained in the program of the National Committee on
the Employment of Youth.. In-its study, the National Committee
found contacting Jther agen01es on behalf of clients, intake
interv1ew1ng, the prov1d1ng of information, advice,- and mater=—
ials, and the writing of ‘reports cited as most frequent
act1v1t1es by its. paraprofe5510hals * Recruiting, screening,
'testlng, teachlng ‘and counsellng were rarely mentloned

S -‘In SWP, two of ‘the manpower a1des sa1d that follow—up

. +with clients in home visits was their most frequent job task. .
Another two trainees gaVe ﬂnterv1ew1ng at intake as their most
frequent Job activity.’ One listed counseling clients in that

~category. " Two aides replled ‘that filing, - typing, and other

- clerical tasks took up more of their working time than any

" other: act1v1tyr: Superv1sors were generally agreed in these
perceptlons One saw follow-up gn home visits as the most

- frequent job task of the manpower paraprore551onal aide. .
Four spoke of interviewing at intake and three of counseling.
None cited fillng and typing as most frequent paraprofessional
tasks, but one. did identify the keeplng of records that way..

One is led to conclude from the 1nterv1ews that there
were no paltlcular tasks identified as the" special prov1nce
of ‘the paraprofessional, Having- paraprofess1ona1 aides _
available did not lead to the development of new tasks for.
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- Provide materials

'Recruit clients

. TABLE 13

Job Pazks of Manpower Paraprofessionals as

Perceived by Traineves .

‘
[
(

Follow-up on home-visits

Fdliow—up by telebhone

Contact employers for clients

Provide informétién

Keep records

Write reports

Ihterviewior écreén at intaké
Aécombany'cliépts %o agen@iés"

Contact agencies for clients

‘Provide advice -

Write letters

.

Filing, typing, other clerical

‘Follow~up in the~COﬁmunity'

Counseliclients

i
i

" Train other workers?
Test clients

~Teach or.train clients -

Supervisé.dther workers
- R 34
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reporting tuot they
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TABLE 14 _ ///
"Jbb Tasks of Manpowér'Parépfofeséionals aé
. ‘ : ,
Pérceivéd,by Supervisorél }///f
e NGEBET of Supervisors
/ reporting that trainees|
/' diq this qob task ;
FolIow—up‘op;homé visité L 9 ) _f
Follow-up by felgphdqé | } ' 9 :
Provide infdrmatioqf, | . , : 9 'f
'Follow-up in the,égmmudity o - 8 . '_‘ﬁ‘
_ Contact agenciés fﬁr clients . 8 - ‘
Provide advice o 8
Kcep récérds o . | o '”“T" 8
Interview of&sbreen at.;ntéke : o 7
Adcompany élients to agencies T
-Cénfact embloyeps for clients ) , v 7_
Cohnsé;ﬂclients . - ' - 6
;ﬁrdéidc matérialS‘ ’ - ) ' ‘ T 6
Filin.g, typing, othef'_cle'bical, o 6
'Wriré_repdrts o T | 6
R Write iette;é' oo o R : 4
S Reéruit clienté; ,“ | o o 2
Test ciientS‘ .. S B o . 1
Teach of train clients o 1
- 35




BEST COPY. AVAILABLE

'eitherﬂthe professionals or the paraprofessionals. The
professional staff shared some of the work load with the
paraprofessional trainee., . When the aide was gone, the
agency went back to its original work load for _agency

'personnel . .

' W1th1n a large, public, social service institution, the
paraprofessionals were given substantially the same kind of
job assignments as the professionals, There was a sharing
of the case load on social seérvice work in the community.

- To some extent, the paraprofess1onal role was.used to give
‘ the trainees suff1c1ent experience to meet the personnel.
' qua11f1cat10ns for- the profes51onal pos1t10ns

" The private social service agency surveyed showed a ~
‘different pattern of paraprofessional activity' from the .
. public agencies. In the private social service agency, special
roles were developed for the paraprofessionals. For example,
. one paraprofessional became a kind of administrative assistant
.o office manager for the supervisor. ‘Her duties involved
her not only in some client services but also in the full
range of admlnlstratlve, organlzlng and. supervising activi-
ties,” ‘She reported her own most frequent job activity as
supervising other workers., Her supervisor said that the para-
professional's work freed the profess1onal for cllent inter-
v1ews of greater length and depth.

Another paraprofe551onal s role in’ ‘the same agency was
oriented to a special outreach program., Without the parapro-
fessional, the program would- not have been started. The '
_paraprofes51onal's special assignment was theé recruitment of
clients. The professionals found it possible to concentrate
their: attentlon on- client serv1ces w1th1n their 'clinic™.

There was only one inst&n e in Which a'manpower parapro--
fessional was described as h v1ng done something on the job
that. no vne else on the staff would have been able to do.

At one local office of a:state agency, the aide knew so many . -

. people within the community that she was able to get a lot-
of work done- through 1nformal contacts on- the street. :

In one ofi1ce, the‘paraprofe551onal a1de was assigned

"the duties. cf the- receptlonlst so that the receptlonist
‘could be used to do intake interviews with clients. ' The
Jjudgment qf&&he staff there was that the-'receptionist could

do intake" L Kviews as well as any of the counselors,.and
so the: para *gifs1onal aide was asked to answer the telephone
© and. respnnd\ ‘6—1qu1r1es. :

. 'In a sense, SWP was not oniy stopgap employment for the

trainees; it was also stopgap employment for the agencies.

The agenciés were ablé to ease work loads by the use of
temporary employees -
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] One superviSof explained that he had.reduced his own
case load-of 130 clients to 100 cases by assigning 30 cases

.to the paraprofessional aide.. Thus, there was no increase

in the number of cases handled by that office, merely a
reduction of the case load with a reported increase in the
.quantlty and quallty of serv1ces prov1ded

Another superv1sor reported redu01ng his case load from
150 clients to 100 clients by assigning 50 of his cases to
the paraprofessional aide. ‘As he expressed it, this improved
the quality of service to all, '

When one supervisor was asked whether services would
have/been provided to the clients if the paraprofessional aide
had not been available, he replled "Oh yes, the job would
have been done, but not with such quallty--not with such depth.!

The sharing of the work load between professional and
. paraprofessional means that the paraprofessional aide had

to .be prepared to do every k1nd of thing that the. professional
might have to do. One aide," however thought that a parapro-
fessional should not be expected to handle everything that a
professional does. It may be that defining the job of the

-.paraprofessional aide too broadly put considerable pressure

for successful performance on persons who had not yet developed
confidence in their abilities to cope with the problems oi
a client population, ~
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~SECTION VI

TRANSITION FROM THE TRAINING ROLE

Those who have been concerned with the development of
the role of paraprofessional have stressed the concept of
~career (gfe, for example, Gartner, 1971, and Pearl and Riess-
man, 1965).  The paraprofessional job may serve the function
of emergency employment, but. it should do more than that.
The paraprofessional position should have within it the
potentiality for vertical advancement in employment. A review
. of paraprofessional programs observed that '"this large nation-
.al experiment in the creation of 'new careers' is in danger
of remaining stalled at the level of dead-end jobs" (National
Committee on the Employment of Youth, 1971, p. v). |
. A career ladder is necessary not only .-for .the economic
well-being of the paraprofessional but also for his effective’
ness on the job. After some 18 months of effort, the admin-
istrator of a program of mental health services in New’York
. saw among her nonprofessional aides "a kind of burned-out
‘quality--a sense that they have invested all this time in
" the neighborhood service center working with clients and where
do they go from here?" (Center for the Study of Unemployed
Youth, 1966, p. 48). A lack of opportunity for upgrading for
the paraprofess1onals themselves seems, at least in part, to
'account for this. :

In its study of the graduates of 1ts training plogram,
the Nat10na1 Committee on" the: Employment of Youth (1971, .
113) found that "opportunities for genuine career advance-
.ment for paraproies51onals are either severely limited or
"completely nonexistent, Of eight agencies involved in their.
survey, only one developed a pattern for career mobility among
its paraprofessionals.

For this study, assessment of the transition from training
roles in SWP is based on data in the files of the Vermont )
Department of Employment Security on. September 30, 1972, Since
that time, more trainees have terminated from the program and
the status of other trainees may have changed. The ‘data hecre
are based on information about 517 trainees who were recorded

as terminated during the final week of September in 1972.

Approximately one-third of the trainees terminated with
SWP had completed training -and were placed in nonsubsidized
employment. This figure represents clear and immediate -
successes. for the program. There were some 16% who had termi-




nated W1th good cause and some 22% who had terminated with

what was regarded as not good cause. This 38% represents

persons who ended their involvement with SWP for reasons gen-

erally external to the program itself. They cannot be counted

either successes or failures for the program. ‘Twelve percent

had moved from SWP into another government sponsored tra1n1ng

program,. This group cannot be con51dered as either success .
‘or failure, In a sense, success or failure have been deferred. - v
The remaining 17% are those who completed tralnlng in the

-program, who were available for nonsubsidized employment, but

who did not find work. These trainees would have to be regard~

ed the failures of the program. ‘'Considering only those com- _
.pleted and placed and those completed and not placed; one might
say that SWP was successful with two-thirds of the tralnees

who completed tra1n1ng in the program.-

If one con51ders success fox the program as represented
by those who completed training and were placed-in nonsubsi-
dized employment, then the program was somewhat less success-.
ful with its paraprofess1onals than it was with other train-
‘ees (See TABLE 15)., The percentage completed and placed
among all. paraprofessionals was 29%. For other trainees, the -
figure was 35%. The outcome for manpower and social service
paraprofessionals was, however, somewhat difféerent than it
..was for other paraprofessionals. A somewhat larger percentage
of the paraprofessionals in manpower and social service agencles
were transferred to-other government training programs., A ;o
larger percentage of paraprofessionals in health and education ' ‘
fell into the category of those who completed training but
were not placed in nonsubs1dlzed employment

. Being a paraprofes51onal does not seem to have improved
an individual's chances of f1nd1ng nonsubsidized employment.
.Indeed, it may have actually had an adverse effect compared
'to.other training slot assignments in SWP. There are some
other ways, however, that the; paraprofe551onal p051t10n may
have benefited the. trainee. :

HaVing a paraprofessional training position seems to have
been a condition for obtaining initial employment as a para-
professional., This was partlcularly true for paraprofessional
roles in the manpower and s6cial service fields, (See TABLE 16).

" Trainees who were manpowey and soc1al service parapro-
fe551onals were more likely than others to be retained by thelr
employers in training after termination See TABLE 17). The
‘number of cases is rather small, however, and, combining man-
power and social service paraprofe551onals w1th other parapro-
fessionals, one finds no difference between paraprofessionals
and other trainees. About one of every two trainees employed
after the first training assignment. continued ‘on with hlS
training employer.

Although being a'manpower or social service parapro-
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fessional seems to have improved one's chances of remaining
with the training employer and getting another paraprofession-
al position, being a paraprofessional did not constitute an
advantage in terms of wages.

Paraprofessional training positions did not move traineecs
into better paying jobs in their initial nonsubsidized employ-
ment (See TABLE 18), The first jobs of 76% of the paraprofess-
ional trainees paid less than $2.50 per hour, Trainees who
had not held paraprofessional training positions tended to do
a little bit better. Seventy-two percent of those trainees

earned less than $2.50 in their initial nonsubsidized employ-
ment,

Follow-up interviews with trainees in the Special Work
Project provide little basis for comparing paraprofessionals
and others in terms of satisfaction with initial nonsubsidized
employment., There was a tendency toward yea-saying on questions
regarding satisfaction, Ninety-five percent expressed overall
satisfaction. The percentages were even higher with regard
to satisfaction with the job .supervisor, with the kind of work,
and with the work site location., Only wages seemed a basis
for some dissatisfaction, and even in that case only 22%
expressed such dissatisfaction, With such little difference
among trainees on expressions of satisfaction and dissatisfac-
tion, there is no' statistically sound basis for comparing the
effect of paraprofe551ona1 roles on job satisfaction,

One attitude shared by all the manpower paraprofessionals
interviewed was regret that their positions were temporary.
The paraprofessional role was satisfying to each of them, .  and
each would have liked to continue work as a paraprofessional,
The rewards of the job are not merely monetary. The parapro-
fessional feels that he' is doing somethlng that neede to be
done . L

In his review of research on programs of weltare reiorm,
"Schiller (1972, p. 15) concludes that: "Much more serious
attention should be given to the potential for job develop-—
ment and job creation: such efforts have been neglected due
to the assumed availability of jobs."

Job development and job creation were among the intended
consequences of SWP, The hope was that a period of subsidized
employment would stimulate the employer to make provision for

~continuing the position- on a nonsubsidized basis. - In some
.instances, trainees completed the period of subsidized employ-
ment and then continued on with the same employer, Ironic-
ally, -the manpower agencies were among those who were not able
to continue their trainees in nonsubsidized employment. As.
State agencies, they were constrained by budgetary limitatio:
and by personnel requirements that prevented them from keeping
their trainees beyond the period of subsidy.
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The private social service agency was somewhat successful
in keeping its paraprofessional trainees by including their
positions within ‘their budgets. For the particular agency
involved, this seems to have been possible because the agency
actually received its operating resources from three sources:
the federal government, the State government, and the local
community. There were, in effect, three budgets, and it was
possible to fit a position in at least one of the three. The
State agencies did not have such flexibility in budgeting.

One manpower paraprofessional aide said that she liked
the job and that she was really sorry that she coulan't have
it on a permanent basis, She complalned "They trained me,
and then they Couldn t hire me,

An unfortunate unforeseen aspect of the interviewing done
for this study is that it seems to have raised the hopes of
one or more of the trainees., At the conclusion of his inter-
view, one of the manpower paraprofessional aides asked the
interviewer: "Will I be permanent now?'" For him, the interview
.offered the possibility of security in his job. )

» Although they liked the training positions that they held
and wished that they might hold them permanently, the para-
professional aides in manpower services felt that their train-
ing slots did not develop vocational skills transferable to
other kinds of employment. They were trained to provide the

. kinds of services provided by one and only one agency. As

. one paraprofessional trainee expressed it: "If you're trained
\as an Employment Security aide and you don't work for the

tete of Vermont, you don t work."

Another paraprofe551onal was asked this question: "With
the training you received as an Employment Security aide;
where do you think you cculd apply afterward?" Her reply was:
"Nowhere, unless I worked for the State."” '

‘The supervisors of manpower paraprofessionals held
differing views on the qualifications for personnel working
on client services in their agencies. (One felt that formal
training is necessary for effective counseling and so stood
by the personnel requirements of the State. Another believed
that formal training was not necessary. For him, SWP was
good because it made available COmpetent though not formally
“trained counselors, Yet another reported that his views had
changed as a consequence of observing the paraprofessional
aide in action. His original belief had been that formal -
education was essentidal. The paraprofessional's performance
had led him to conclude that effective services to clients
could be provided by persons of less education and-less
experience than required by state regulatlons

It might be that State agehcies could develop new para-
professional positions with somewhat lower expectations of
X
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education and experience. Alternatlve1§, prov1s1on mlght be

‘made for extended experience at a paraprofessional levé&l to

be counted for experience in lieu of education in meeting
the qualifications for pxofess1on11 p051t10ns

The d1rector of a State 1nst1tut10n w1th a statf ot
several hundred persons reported that 'several trainees had
been ‘employed -for 'a period of six months under the SWP program
as ‘aides in tra1n1ng for regular paraprofessional -positions.

" At the start of training, they didfnot_satisfy'the»requirements
-of education or exXperience- for the regular positions;7but, at
- the end of six months, they did meet those requ119ments in

terms‘of‘experlence A substantial turnover in pelsonnel made

it possible to place ‘the trainees in the same kind of work
"within the institution at the completion of training. _No new
. positions.had to be xequested 1n the ‘budget and no change in

job specifications had to be made. The turnover in personnel
opened the positions, and the -training period satlsfled per—

~ sonnel requ1rements for experlence

Although'the paraprofessional trainees liked their Jjobs,
they did not like the contract system under which they held

. the jobs. The contract had a fixed term of about-six months,

and so there was no job security. They received no frlnge

.benefits, One trainee said that she would have wanted”at
. least medical coverage under the program

One person who had been a manpower paraprofess1onal

'Idescrlbed the. c1rcumstances under .which he re¢tfused a renewal.

of his. training assignment. He had apparently been. satlsfled'

“in his first assignment to the  agency. When the opportunlty

to-be renewed with the same agency came around, the”trainee
approached the supervisor and asked the llkellhOOd that he
would get a permanent job with the agency at the explratlon
of. the Second .period of tra1n1ng Under .the personnel regu-

- lations of -the agengy, the supervisor could afford no S

assurance, and so the trainee refused the as51gnment under
the second contract "

One must conclude that trans1t10n from the- ~tra1n1n0
role was not as successful as had been hoped,. For several
years, the paraprofess1onal role. has been a role of. great
promise, but that promise has not yet been fully realized.

'Inthepanaprofess1onal role, one is speaking not merely o.

job creation and job development. One is speaklng ‘of "career

;creatlon and career development. There is a need Lor—people

to help in the area of human services, and there are avail-" -

-‘;able people who feel .pride and worth in doing that work,
‘What are needéed are the resources to put the need and~ the
people who can meet that need together . -
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SECTION VII

SUMMARY AND CONCLUSIONS

Paraprofessional training in the Special Work Project
‘of the Vermont Expenimental .and Demonstration Manpower Pilot
Project must bé evaluated a limited success. A substantial
percentage of paraprofessional trainées were shifted from
subsidized" employment to nonsubsidized employment but that-
percentage was slightly less than the percentage of those
who had held other kinds. of training slots within the pro- -
gram, Further, there is some evidence that manpower and
social service agencies assessed the effectiveness and
-efficiency of “their delivery of services to clients as in-
creased, To.a considerable extent, however, this increased
effectlveness and efficiency resulted not from the develop-
ment of new job tasks for paraprofessionals but from the
sharlng of the proiess1onal case load with paraprofessionals.

Among the 556 trainees considered in'this study, 168
were paraprofessionals, 'Ten of these were in “manpower
services, 61 were in social service agencies, -and 97 held
training slots in other .human services, The ten manpower
aides-held tra1n1ng positions with the Vermont Départment
. of Employment Securlty and w1th the Division of Vocational
' Rehabllltatlon. :

Paraprofess1onal tralnees were less likely than other_
trainees in SWP to complete training and be: placed in non-
‘'subsidized employment. The paraprofess1onals in manpower and
social services were more likely than others to be continued
"in some form of government training program at the end of :
" their experience with SWP, Paraprofess1onals in the f1e1ﬁ§m§\
of health and. education were more likely than other trainees
to fall into the category of completed and not placed=-=-that-
is, to return’to the status of unemployed persons at the
end of their project experlence
For those paraprofeSS1onals who did- Ilnd nonsubs1dlzed
- employment when they finished training in this program, the

.- wage levels achieved tended to be lower .than the wage levels

achieved by other trainees who had not been paraprofessionals,

About one~half of all trainees completed and placed
continued in' nonsubsidized employment with their training
employers. ' Thls appears to have been particularly important
for manpower -and social service paraprofessionals, for they
.. tended to report that the job skills that they acquired. in
- tralnlng were llmlted to the agency 1n which they recelved
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training.

insofar as paraprofessionals are persons of limited

education and experience in the areas théy are asked to

work, the nature of training and of supervision.comes to. be

regarded as a major factor in the success of the.paraprofess-~.

- ional, . In SWP, the tralnlng and the supervision of manpower

‘and social- service paraprofessionals seem to have been informal

‘and limited. Supervisors tended to perce1ve considerable train-

ing ‘on the job and substantlal supervision, particularly with

regard to client serv1cesN- Trainees, however, felt that many

of the skills that they applied in their: training positions:

‘had been acquired before assignment to the training slot. ~

Further, they saw superv151on as less irntense than the super-

- visors nad seen it, and the trainees reported that the closest
- 'supervision tended~to be over administrative matters like the
“«<keeping of records. ,A training curriculum established parallel -

to the training experlence might have increased the success

of this aspect of the program, . _ b

The -tasks -of paraprofess1onals in the manpower and social
service fields were basically the same as the tasks performed
by the professionals., New tasks wereé not devised for the para-.
professionals, The roles of professional and paraprofess1onal
were not differentiated in terms of specific job tasks, Rather,
the professional staffs in client services came to share a
part of their case loads with the paraprofessionals. The

~quantity and quality of service may have beéen improved in that
the total amount of staff time available for work with clients
increased. " ‘There is some evidence that the presence of para- .. ..
professionals eased some personnel shortages in ageéncy offices.

- The data indicate that there were several social group=-
ings whose members were more Likely than others to be assigned
to tralnlng slots as manpower and\soclal service- paraprofess—

~iondls., This was true for women, It was. true for the widowed,
. the separated and the divorced in contrast w1th the single
, and the marrled It was true of the better educated. Gener-

‘ally, the more years of schoollng completed the more, llkely
a person was-to be made a: paraprofess1onal in manpower and
social services.: Although a magorlty of manpower and social

' service paraprofessionals were welfare recipients, welfare
recipients were less likely to become manpower and social
‘service paraprofess1onals than were others., Likewise, a
majority .of paraprofessionals in the field of manpower and

' social services were unemployed at the time of entry into the
program, but persons employed or underémployed at the time of.’
entry were more llkely to receive such paraprofess1onal traln-
ing slots, . .

The most significant of these initial‘cﬁaraCteristics

Qf paraprofessionals is education, To some extent, success
in task performance despite limited training and supervision’
may be attrlbuted to the educational advantage that - parapro-
fess1onals—tended‘tQ‘have. Contrary to the gener J‘ldea of.
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paraprofessionals as persons of limited education and exper-
ience, the paraprofessionals of SWP seem to have been quali-.
fied by several years of education.-to communicate with c11ents,
with employers "and with the staffs of service agencies. They'
may not have: been able to satisfy formal personnel requlrements,
but they were competent to do their jobs.

The supervisors of trainees in the manpower and social
services reported no major changes in hiring policies, perform-
ance standards, job descriptions, or methods of service delivery.
In interviews, they said that having a paraprofessional aide
made 1tvposs1ble to improve the quantity and the quality of
services to clients, but this assessment was based on their
general feeling that any measure that reduces the case load per-
worker, whether he be professional or paraprofes51onal improves
the quantlty and quality of services.

Accord1ng to the supervisors of trainees, the major
barriers to nonsubsidized employment existed in the personnel
regulations of -the State government. The paraprofess1onal _
aides could rarely meet the qualifications for education and
' .experience, - When asked whether the requirements might not be’
lowered, the supervisors generally expressed support for the
present requirements. Only one supervisor interviewed stated
that his observations of the work of his paraprofessional aide
had changed his mind about the need for formal higher -‘educa-
~tion in providing professional services to clients. - Perhaps,,
it might be _.possible to create new positions within the state

" ' .personnel system with limited requirements for education and-

experience with the provision that extended experience in sich
a position could count toward sat1sfy1ng the requlrements of
the present profess1ona1 pOS1tlons

There seems little ev1dence that the task" performance
‘of paraprofessionals has been included in the . regular. budgets
-eof the manpower and social service agencies.. In one instance,
the superv1sor in- a manpower -agency indicated that he had asked
for continuance of the paraprofessional aide in his’ regular
budget. but that this. ended up being oné of the 1tems ea51ly
cut at the time of budget tlghtenlng._ - : ,
) The general p1cture of manpower and soc1al service para-
professionals is a picture of women with marriages broken by-
death, desertion, or divorce, unemployed, receiving "ANFC, and
a 11ttle better educated than most other women 1n their cir-
'cumstances. . . - L S

To that one must add the picture. of prOJect experlence
as. stopgap employment in paraprofes51onal positions that
‘seemed satisfying to the trainees and useful to the agencies,
"As stopgap employment, however, - ‘these training positions were
not clearly the first step of a career ladder leading to ‘
: permanent nonsubs1dlzed employment, : .
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- In these regards, the experience of the Vermont
Experlmental and Demonstration Manpower Pilot Project is.
not very different from the national experience. A general
finding of research on paraprofessionals in the human service
field is that "with tew exceptions, these employees are women
employed in entry-level jobs which are not part of’ comprehens-
ive new careers development programs 1ncorporat1ng education
‘and txalnlnn” (Yabroff and Matland 1970, p. 11).

Juanlta Kreps (l972) has observed that the one premise
of the Emergency Employment Act and of compalqble manpower
- legislation has been that jobs do exist. There is some question
whether that premise is sound. The economy of the United States
. is troubled by problems of both inflation and unemployment. One
of the more dismal principles of the dismal science of economics-
seems to be that one cannot solve onée problem without exacer-
bating. the other. Dr. Kreps says that a trade-off is required:
"full employment and wage-price stability seem not to be com-

patible.," 1In an economy with a shortage of jobs, the better
educated and better experienced individual must be prepared
to move where the jobs are. For the severely disadvantaged

worker,- that option may not evén ex1st

An objective of the Special Work Project has been to
»provide the unemployed with work experience. . This work exper-
ience is intended to accustom the individual to job »outine,
to devélop good work habits, and to gain confidence in jcb
abilities (See, for. e%bmple, Manpower Administration, 1970,

" p. 21). The records and the interviews of trainees in this
program suggest, however, that what they require is not work
experience. but work ' . . ~ ' '

Our society cycles in its 1nterpretat10ns of the problems
" of poverty, .unemployment, and welfare.- At one point in time,
emphasis is put on economlc factors. At another tlme, cultural
factors are stressed, The economic determinists trace the
problems to. the- impersonal forces of. the economy, and the
solutions proposed are structural. - Opportunltles for employ-
ment must be created.’ The cultural determinists, however, - - .
argue that problems of poverty, unemployment, and welfare are
perpetuated from generation to generation by patterns of values.
The scientifically minded among the cultural determinists search
out ‘the ‘historical origins of such patterns of value often .
finding them in economic conditions. The moralizers among G
the cultural determinists attribute it all to defect of char-
- acter,. 'In either case, the solutions proposed focus not on
the economic. structure but on the poor and the unemployed
themselves, They must be rehabllltated either by social .
services or. by moral preachlng

The social programs of the 1960's began with a strategy.’
essentially economic in-nature. This strategy was fostered
by two significaht books: Dellnguency and Opportunity by
Richard A. Cloward and Lloyd Ohlin (19607 and The Other America
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by Michael Harrington (1962). 1In Cloward and Ohlin, the

Kennedy administration found the guidelines for the programs
of delinquency prevention and control that it desired to .
initiate under the Juvenile Delinquent Offenses Act of 1961.

- Briefly stated, the theory of Cloward and Ohlin was that the
problems of gang delinquency were generated by the lack of
access that lower class youth had to legitimate opportunity
structures in society. They argued that delinquency could
be. prevented and controlled by opening access to educational
and employment opportunities. Programs like Mobilization
for Youth in New York and the Boston Youth Opportunities
Project received substantial federal support for such-efforts.
The Johnson administration discovered through the aid of-
Harrington's book that the same approach could be used to deal
generally with problems of poverty, and so the Economic '
Opportunity Act and the Office of Eccnomlc Opportunlty came

_into being. -

_ In the mid-1960's, American society began to see that
the strategy of economic opportunity was flawed. Flinging
~wide the doors of opportunity did not produce the large
numbers of :the poor seeking education and employment. As
pollcy makers strove to understand why the economic strategy
was not being successful, the cultural determinists came
into the ascendancy. Notable among these was Oscar Lewis,
an anthropologist who coined the term 'culture of poverty"
and described it in books like La vida: A Puerto Rican Family
.in the Culture of Poverty--San Juan and New York (1966).

- Daniel P, Moynihan, Jr., analyzed the errors of government:
policy explicitly in Maximum Feasible Misunderstanding (1969).
Under the influence of the cultural determinists, government
.policy began to shift toward doing something to-change the
values_and the attitudes of the poor. Employment training
came to signify not-only job skills but also work experience.
Inducements to break free from the culture of poverty were
"built into such governmerit efforts as the Work Inceniive Pro-
grami. The welfare reform legislation proposed by the Nixon
~administration was orlented to thls theory '

In recent months and. years, the cultural theories of pov-
erty have been appearlng flawed . as well. C(Critiques have, .begun
to rappear- in ‘print. JOel Haudler s ‘Reforming the Poor (L972)

that is based on '"the tena01ously held view that characLer'
defects and social pathology are the causes of poverty rather
than the consequence' (p. 49). In Do the Poor Want to Work? -
(1972), Leonard Goodwin concludes from an extensive study

of the Work Incentive Program that they do. This study of
paraprcfessionals in the Vermont Experimental and Demonstration
Manpower Pilot Project itself suggests that the unemployment
problem of Vermont is that people-who want to work cannot find
work. : : :
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APPENDIX A

SWP EMPLOYEE'S SCHEDULE 1-73 . §

We afé going to talk.about your position with
Here is a list of things that you might
have been asked to do on your job.

: 1. Think about each of these things and then say whether
you did that kind of thing on your job. "Yes'" means that you
did it as part of your job, 'No' means that you did not do it
as part of your JOb Are there any - -things that you would add
to the list? , B .

¥. Now look back at each of the things about which you
said, "Yes.'" How much of your working time did you spend
on each of them? Was it a lot of your time, some of your time,
i or very little of your time?

3. Now look at all those things. that you said took. a
lot of your time., Which one of these things took more of your
time than any of the others? That is, which thing took most
of your time?

4, Now look again at each of the things about which you
said, '"Yes."  Did you have any training to do that sort of. -
thing? 1If you did have training, was the training before you
started the job or while you were on the job?

S. Now look again at each of the things about whlch you
said, '"Yes, How much did your supervisor check up on how well
- you were doing? -Did the supervisor check up a lot of the time,
some of the time, very little of the time, or nnt at all?

6. Now look at all those things that you ‘said that your
supervisor checked up on a lot of the time. ‘Which one of
these things did the supervisor check up ¢n more than any of
the others? That is, what thing did the supervisor check up
on most of the tlme? '

Are there any other things that you would like to discuss.
about that Job°




APPENDIX B

WORKSHEET ON TASK FREQUENCY

Name
JOB ' Did you do
ACTIVITY T . this kind How much working time
SCHEDULE . : of thing? was speni on this?
: 4 YEs| No |LITTLE|SoME|A LOT]MOST
1, Recruit‘clients ‘ -
2. Follow—-up on home visits . . et
3., Follow-up in.community A . C L i
4, Yollow-up by telephone ' .
5. Interview or screen at intake| . ) : -]
6, Test clients A
Y, Teach or train clients .
8., Accompany clients té agencies .
9, Contact agencies for clients
10, Contact emplovers for clients

11, Counsel clients -
12, Provide information
13. Provide advice

14, Provide materials

15, Filing, typing, other clerica
‘16, Keep records - '
17, Write reports
" 18, -Write letters

19, Organize activities
20. Organize meetings
21. Train other workers

22. Supervise Qiher workers
23. Assign jobs to other workers
24. Administer a. project




APPENDIX C

WORKSHEET ON TASK TRAINING

" Name
JoB A ) Did you do :
ACTIVITY this kind Was there any training'

SCHEDULE of thing? 1f so, when?

YES] NO NONE {BEFORE |ON JOB
1. Recruyit clients S :
2. Follow up on home visits
K

~Follow up in community
4,  Follow up by telephone _

5. Interview or screen at intake
6. Test clients .
7., Teach or_ train clients

8.  Accompany cliepnts to acencies
9. Contact agencies for clients

L1o. Copntact emplovers for clients

11, Counsel clients
124, Provide information

13.  Provide advice

14. Provide materials

15, Filing, typing, other clerica
16. Keep records ' :
17. Write reports

- 18, Write letters

19, - Organize activities
20. Organize meetings
.21, Train other workers

22. Supervise other workers
23. Assign jobs to other workers
24. Administer a project,
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APPENDIX D

WORKSHEET ON TASK SUPERVISION

Name

JOB _ Did you do

ACTIVITY , this kind How much supervision?
SCHEDULE - of thing? ‘

}v ' : YES| NO NONE LfTTLE SOMEA LOTY MOST
l, Recruit clients ' ‘
2. Follow-up on home ‘visits

3. Follow-up in_ commupity
4, Follow-~up by telephone

9, Interview or screepn af intoke

6. Test clients ..

7. Teach or train clients

8, Accompany clients (o avepncics -
9. Contact agencies for clients
U. Contact employers for clients

11, Counsel clients

. Provide information
13, Provide advice ,
14, Provide materials

15, Filing, typing, other clerical
16, Keep records '
17. Write reports
I8. Write letters

19. Organize activities
20. Organize meetings
21, Train other workers

22.'Supervise other workers v
.23. Assign jobs to other workers
4. Administer a project '

,\<
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. APPENDIX E

SWP SUPERVISOR'S SCHEDULE 1-73

We are going to talk about one particular trainee,
Here is a list of things that he might
have been asked to do on the job.

1. Think about each of these things that he might have
done, and then say whether he did do that kind of thing on
the job. "Yes" means that you believe that he did it as part
of his job. 'No" means that you believe that he did not do
it as part of his job, 1If you are not sure, you should say
"yes' or '"no" as your best estimate. Are there any things
you would add to this list?

2., Now, look back at each of the things about which you
said "yes'"., How much of his working time did he spend doing
each of these things? Was it a lot ol his time, some of his
time, or very little of his time? )

3. Now, look at those things that you said took a lot
of his time, Which one of these things took more. of his time
than any of the others? That is, which thing took most of
his time? - T

4, Now, let us look again at each of the things about
which you said '"yes" in answer .to the first question. Did
the trainee have any training to do that sort of thing? If
he did have training, was the training before he started the
job with you or was it while he was on the job?

5. Now, we will go back again and look at each of the
things about which you said "yes" in answer to the first
question. As his supervisor, how much did you check up on
how well he was doing? Would you say that-you checked up a
lot of the time, some of the time, or very little of the time?

6. Now, look at each of the things that you said you
checked up on a lot of the time. Which one of these would you
say you checked on more than any of the others? That is, what
thing did you check on most of the time? : '

There are just a few more questions.to be answered.

7. Thinking about those things that the trainee did as
part of his job, are there any that you feel would mot have
been done at all in your office if the trainee had not been
available? What were those things? -




8. Are there things that might have been done by one
of the professional staff in your office if the trainee had
not been available? What were they?

9. Are there any particular things that the professional
stalf was free to do because the traince took some of the work
load? What were they?

10, What kind of - impact would you say having the trainee
has had on vour office?
1l0oa., ...on the delivery of services to clients?
10b, ...on standards of performance on the joh?
10c. ...on the way jobs are designed or described?

10d. ...on the way that employees are hired?

11, Were you able or will you be able to keep.the
trainee employed without the subsidy from the Special Work -
Projects? 1 "yes', then how are you able to do it (that is,
how is it covered in your budget)? I1If "no", why not (that is,
what barriers exist)?
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