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Introduction ‘

+ Thousands of paraprofessionals, recruited from tbe nation's

poor a?' inoritv groups, are employed today as hqpan service

workers in health, mental health, welfare, and educational insti-
'°ut10 's,- There 1s ample evidence of their competence, stability,
and effectriveness. -Yet regardless of their ability and ambition

they are locked into low-level jobs by reguirementg for academic
and professional credentials ard by archaic institutional®personnel
practices. . . '-”

- ‘

The impetus during the rast helf-dozen years for ‘employing’
human service paraprofessionals has’'come from the convergence ot
at,least three factors. The' acute shortage 4df teachers,fsoéial
workers, nurses and other human service DProfessionals created the
need@ for rew types of personnel. The civil rights revolution de-
veloped pressure for jobs for blacks and other minorities. Nation-
al leglslaelon, including the Economic Opportunity Ack of 1964, -
tiedicate and. lledicaid, the Elementary and Secondary Att of 1965,
and Model Cities, have stimulated 'expansionrof health$ education
and welfare sérvices to populations of poor communit‘es,‘where
these serv,ices had been meagre at best, and calised an even dreater
demand for paraprofessional personnel. ’

The nationwide New Careers program, emanating from the ScheueT .
Amendment to the.Economic Opportunity Act of 1966, was a'recob-
nition of the potential contrlbutlon to public services’ that can
be made by capable aduits from ooverty b‘bkgrounds. Results to
date give evidence that educataon,’tra*nlng and on-the-job ex-
perlence do produce a\valuable new supply of paraprofessionals,
many of whom have the’ ab111ty and ambition to advance into more
responSLble positions. Realistically, however, the new jobs it
has' opened are creating a "second generation" problem of consider-
able magnxtuae--namely, tire obstacles blocking ¢tareer advancement
may trap the paraprofessionals into another job ghetto. Typically,
participants are black or Puerto Rican adults whose lives up to
thi’s point have given them 1ittle cause for ootlmmsn. They have
developed new capabilities and self- esteem, and then discovered
that their "New Career" is-.only a bitter myth- ’

W4§h scarcely any exceptions, employers of human sexvice
workerg set the baccalaureate degree as minimum requnrement for
career-advancement. Some agenc;es provxae for recognizing indivi-

>

duals with "equivalent experience.' Since they have not deflneﬁ
"equivalent," however, it is di fflcult to plan for career advancaq

ment. .




In Jew York City, if a paraprofesgional has rotten his job
throigh the Scheuer program, he is elieible for financial support
half time in associagte denree programs in vhich he earolls as a
*fully matriculated student. Provided that pis employer allows
him time off to attend gollege, the Scheuer prosram reimburses
the employer for up to 17 1/2 hours per week of time the employee
spends .in study, and it alsc pays the collece for thk cost of his

books and fees. - .
e .

.

The most obvious fla* in this proqram is that no enmployer has,
decided what valuk to place on the associzte degree cnce received:
“here are feu career ladder steps that specify it. Furthernore,
the proerrar rives access only to tuition-free courses, i.e., City
Uanersity daytine prograns, and only if participants carry enouch
credits’ to be natriculated students. “lost employers are not ready
to release their wor}ers for such a larce part of the wvork week,
and evenine courses are cecxcluded from the prooram because the
colleges charge tuition for then. .

The .student who enrolls in evening courses on his own has
serious difficulties. Wany of the career-related courses (e.g.,
nursing) are not offered at n;aht. If they are, it may, take up to

—

.10 years of study to attain the chcalaureate decree ™ If the .

stqdent has fanmily respcnsibllities, attendino school at night

could be. an inp0551b1e burden. ,
Moxt of the cohleges, lhouOh they express interest in the .

adu‘t sbudent "have focused on the flood of youngsters ipundatidg
them fr om the high schools. They have had neither the funds nor
the personnel to design programs §ugted to a mature employed popu-
lation. Theilr course structure is zeared fto the young students

- who bring with them none of the life experience of the older

N employed vorker.

v-
, In short, the options now open to the adult paraprofessional

seeklng advancement and professional statds are not.satisfactory.
fhat seens to be urgently needed for paraprofessionals 1is another
option which wvill enable then to qual fy for advanced positions ‘in
‘less time, at allower cost, and in a more meanin~ful way. To -
develop this alternative réquires a focused, project that‘v*ll .
analyze euployment requirements, deve*op new, types of training

S programs, And devise alternative standards and credentlals :

< 4

N .

Y In 1965-66, NCEY carried out one of the first demonstration-
training programs for paraprofessionals, and three years later.
conducted a follou- -up study of a samplineg of the ecraduates  which
indicated hinhly satigfactory job pewrforrance, resular salary
increases, and a stable employment pi;tern. .

.
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NCEY's survey confirmed g%at the paraprofessionals recruited-
from among the poor brought important assets to Hunan service
acencies. Accordine to the reports of exetutives“and supervisors,
the maturity and accumulated life experience of paraprefessinals,
combined with their firsthand knovledge of the client population,
vere important in establishing relationships with the client popu-
latfdon and gaining client acceptance for the agency's service.

(To perform as well in this recard, the supervisors noted, young
collere graduates need a great deal nore experience as vell as
special trainines.) However, the study also documented the fact
that career advancement opportupities for paraprofessionals were
severely limited by requlrements for academic and professional
credentials. . . .

In July 1970, the U.S., Dé;arfment of Labor's !fanpower Admin-
istration avarded a contract to the l!lational Committee on Employ-
nent of Youth to develop (in Phase 1) and test {(in Phase I11) ways
im which -paraprofessionals in selected human-service otcupations
could be upagaded through the creation of new credent’als, and
through the nodification oL.requlrements for obtaining existing

. credentials. ’ .. .

4y M .
' .
’ >

This Gemonstration project ;imed at eliminatine major obsta-
cles blockina career-advancenent, and threatening to 'trap parapro-
fessionals in a new job ghetto. It sought to develop a range of
options for advanceaent less- costly, shorter and more relevant to
the nature of the jobs togbe petformed. A major focus was changing
the policies and practices of employers, educational institutions,
unions, licensing onies, an&’professional associations.

h ¢ 1

Soec1f*cally, CEY was attempting to develop changes in quali-
fichtions and’ credentiallinv processes for advancing emplo ed para-,
Drofessionls in.human-service cccupations to first intérmediate
arid then professional pos*tions. Its thrust vgs to make créden-
tials more relevant to job, duties, ive greater credit for work
and 1ife experiences, and foster mobillty and transferability of
5k}}ls and knoyledqe among hupanrservice occupations.'

In each of the oecugabéon§‘NCEY mas or is in the process o
1) analyzing and redesigning job duties increasing levels of
skilk; 2) dete*mlning the knowledge and skills required fort com-

*petent job performance at each level; 3) translating knovledge

'and skill requirements into training and educational programs; and
4) incorporating the preceding steps into a career mobility nmodel

.with new, or adaptations of existinn, credentials.y

\.._ » P -




Selecting occupations

IICEY applied a number of criteria in selecting those occu-
patjions with vhich it would work. The occupations had to offer
reasonable prospects that promotional practices could be altered
and that alternative routes tp professional status, with interir
seml-Pdofessional levels, could be identified. All of the con-
cerned 'and affected institutions and agencies including employ-
ers, colleqges, unions, professional associations, licensing
acenties, and others, had to be willing to consider participa-
tion. ’ .

The occupations nad to be in fields wvhich are exp&nding
their services, where there will be a continulnp shortaace of pro-
fessionals for sone time, and wvhere traditiopal routes to cre-
dentials bar the advancement of paraprofessionals.' The occupa-
tions had to include employers of gufficient stature to influence
enployment practices-in the field, and the costs of establishing
models in the occupations, in time, manpover, and money had to
be within reasorn. : ’

WCLY staff felt that several occupations should be chosen
in related fields to give us greater impact with our limited
resources. WYe also felt that occupations selected should repre- .
sent a range of problems: some should be reiatively easy to ’
involve .in the project with, a iikely successful outcome; some
would be more difficult to invo’ve but also likely to produce
positive results, and one occupatlon mioht be what ye wowuld con-
sider a severe risk, bLt where positive results wnuld have wide-
spread implications. .

.
- -

To prOV1de us * with a general approach and d1rection, NCEY
organized a comnittee ‘composed of experts on manpover utiliza- e
tion, research and training, all of whom had experience wvith pro-
grams for paraprofessionals in human- scrv1ce occupations. Amongq

e -

its members are: “ ) . ; , .

‘DR. GARDA BO".{AN,. Program Analyst, 'Bank Street.Collece of

Education ~
3

GARY CALNEK, Central Coordin!cor, Public Service Careers |,
Program, ilanpower & Catreer Development Agency, BRuman _
Resources Administration ,

PAUL CIRINCIONE, Executive'Director, Local.1199, Drug '&
. Hospjtal Employees Union-Voluntary Hospital ,League Fund

FRANCES FESYKO, Psychiatric Yursing Consu’tant, lealth & v
Hospitals.Corporation ) '




-

e -5

DR. JAY FISHAM, President’, University Research Corporation
ALAN GARTNER, Associate Director, New Careers Developmnent
Center, Newv York University . = ’

-
N

RETSY LUBETKI!, Supervisor, Job & Career Development, Public
Service Careers Program, !lanpower & Career Development
/Agency, Pumgn Resources Administration

JOSE JORALES Mfanpover D1rector, Health & Hospitals
Corpbration . .

RUSSELL NIXOK, Columbia School of Social York

SUMNER ROSE!l, .Director of Training Incentives Propram,
Institute of Public Administration

RUBINSTEIN, Director, Criminal Law Crisis Intervention
Project, New York University
. ~
The process ‘entered into by NCEY to explore occupational o

* *'areas ircluded

Examination of occupational data available from various
"bureaus and novernment agencies, professional associations,
state licensing agencies, state and local codes and regula-
‘tions, and ex1stinf and pending legislation, to determine
numbers of people employed and néeded in various occupa-
tion and vhat the:long-term trends seemed to be in these
occupations.,

Review of the literature ifdcluding government periodicals
and publications, professional bulletins and mdgazines,
data retrieval systems, .and related books and articles, to
'drqy upon experiences of other projects and models.,

Personal interviewa and consu;ationsfzith representatives
of major human-service employers, urtions, state and local
civil service organizapions,.professional and occupational
associations, licensing buréaus, and academic institutions,
,to identify promising areas and potential roadblocks-—in
various occupations. R

Consulation vith our/advisory committee, first as a proup
‘and ‘then vith indivfdual members, as needed, to provide
‘guidance and direcfion in our efforts.-

* -

--*Discussions with individualé and small grouos of parapro-
- fegsionals in different occupations to'dgscertain what they
"saw as_ their needsbfor career advancement. \ :
~
Through this process, we were able to identify\more than 25°

’ occupations which warranted further inVestioation\ ! .




Selecting collaborators

. Jdarrowing our choice from the more than 25 occupations
identified required intensive investigation, research and
consultation. Protracted negotiations seemed to be inevitable

- before agreements could be reached. The process involved first
defining our goals in terms that had practical application for _
the potential collaborators. Then plans were worked out which
specified the responsibilities’' of the collaborators. In most .

instances, the proposed collaboration plan had to be studied
by either a comnittee of staff and/or directors of affected
departments or units.

Reaching agreement with collaborators was further compli-~ : .
cated by sudden, drastic changes in funding of public agencies.
Budget cuts and job freezes curtailed plans for expansion of
services and staff in many asencies. In some instances, this

v . resulted in shortare occupations being converted to surplus ~
’ status. Administrators became extremely cautious about enter-
ing into agreemnents for new programs. The general economic
recession forced private apencies and institutions to be |
equally cautious about commitments that vould add to their
fiscal burdens.

Surprisinaly, NCEY had less diificulty than expected in
gaining the cooperation of unions, profesgional assdciations,
and Civil Service departments, most of which had been concerned

» about manpower needs for some time. These groups not only en-
(couraoed our development work, but offered extensive help in
lacating collaborators,oprovided consultation resolurces, par-

‘. ticipated in job analyses and curriculum development, and even

. offered to contribute some fundiny !

" More problems than anti cipated vere encountered in identi-
fying and working out agreements uwith academic institutions
whoseé programs and courses of study were more rigidly strq‘-

\ ~ tured. In selecting appropriate academic collaborators, ve
sought to identify those colleges whici'would agree to the
following structure: T

~- An educational prosram that.is extracted from the defi-
nition of skills and knowledge actually needed for pro-
fessional performance.

»

i;/Assessment of what adults already know So that they can

get credit or advanced standing for that. Recognition -
that programs designed for 18- -year olds may not be
appropriate for adults with experience as workers in
the field for which they are preparine.

[

T o




-- Incorporation with academic credit of paid work, super-
) vised and articulated with academic instruction into
. » a progran for the teaching of professional skills.

- )

___———— _-- A “developmental" system.of course design that takes
.the place of ”atomized " unrelated courses and avoidsg-
the overlapping prevalent in c0nventional college pro-

, grams (especially in disciplines such as’ Dsychology
and sociology) -
/

" -- Liberal arts courses,that are relevant to the tasks,

to' be performed --

EY

. ment of speaking and writing skills,
science courses related to'health .occupa-
tions -- taught with enouyh depth to be of

) use toq the learner. ,

e.g.,'a strong program in Engiish for the develop-

-- Year reund (ll-month) programs for maximum- utilization
of tipe. ’ b

-

~- Willingness. to regard the employing institution as a
colfaborator in curriculum .development and instruc-
‘tion. .

\

- Ll

Occupations not selegted: - PR

Occupations were not selected for a variety of reasons.
Some did not meet the criteria ve had established. Others
did not have suffic1ent resources. And still others had too
many internal and adwministrative problems. The occupations- '
we looked at and the reasons for not selecting, then were:

Social Services. Sevefre budget cyts led to a mass
layoff'of case ‘worke New welfare laws, uncertain
staff patterns under reorganization and a “"hard line"
toward welfare recipients further clouded. possible
collaboration. ] . L~
AN
-- Ambulatory care team membqrubith Bellevue llospital
Oenter,lcading to positions as Hlurse, Social case
wvorker, Nutritionist, Dieticfan., or Community health
educator. ..The medical board of Bellevue, decided to
. delay any new staffinp patterns for at least a year.

-~ .Case workers in the T‘:}ﬂv York City Department of

g
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-- Hospital case worker with Hey York City Municipal. .
. Hospitals. Several directars of hospital depart-
ments of social service felt uncertain about effects
of budget cuts on their departments which lipited job
lines and cut time available to develop a program. - -

-~

-~ Social worker assistant with Mt. Sinai Hospgial.
d

The- social gervice department decided it co not .
commit enough staff time to make, the projef work.
, ' . ’ ’ 3
== Sanitarian with New York City Health Department.
‘ Employed sanitarians and union officials yere not - .
. amenable to reducing educational requirements or ’

changing -the existing credéntial. .

—-= Public health educator with New York City Health .
. Department,~ Only 30 public health educators were
employed by.the city- and there were (just two vacan-
cies. B "

N

. -~ Physiciand's assistant with ilev York City Health
Department or a vVeterans Administration Hospital.
It appeared unlikely that the necessary steps could
be taken quickly enough to achieve success during
the project's existence. Also”clouded by opposition
of physicians, nurses, unions, and others. -

24

o . -—”Laboratory technologist with various health. institu-
.tions. The automation of medical laboratories is . L
acceleratin" at & rapid rate requiring less skill on

v ( the part of employees. There was also a lack of
employer interest and some-professional resistancée.

”

i

¥ ‘ --‘Blood banking technqlogist with Commbnity Blood
: Council of Greaﬁer New York. There was not énough
‘ information to warrant its inclusion in the prOJect.

Physical therapist ﬁit;sﬂew York State Department of
Mental Hygiene. Appea to be so specific in its

techniques that there wo\id be little transferability
to other fields. .

J

- §peeth and hearing therapist with ilew York State
Departident of Mental Hypiene. :Problems of highly
specialized technical preparation. ) ) ) : //he
. ~-- Recreation therapist with MNew YoerState Department /,
of llental Hygiene. 1Mot a clearly defined occupation' . .
hard to distinguish from otHer recreation vorkers.
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. . -~ Psychologist with New fo%k-State Department of Mental -’
. s Hygiene. The credential requiféd is too ‘high

. & ‘¥ . . .
¢ - + —= Inhalation therapist. Could not locate “an employe?
interested enough. -
A -~ School social‘worker with Jew York City Boardd of
Education. High credentials required and very few
openings, B .

-t L, ! s
‘ -
.

. , -- School guidance counselor with New York City Board
' of Education. High credential required and.long
list of teachers on the eligibility list, . -
-- School Iibrariam with Mew York City Board of Educa~
tion.. Mo shortage of librarians locally and no in-
‘ terest in establishing new credentials. : SN

L

, . e . 3 . . .
-- lMental health orker with ¥ew York City Departmert
of M%ntal,Health'aﬁg ‘lental Retardation Services.
: . A new occupation sith little data, no credentials, -

N , ~ and too ptemature to cdnsider. . A
,f\ - N
( . - - .7 . N
>, Occupations selected: R : '
- =

e .
v - K] -~ R

. Of the 25 or more human-service occupatidns surveyed
by NCEY, five were seiected by a process of elimination.
These appeared to offer the most potential for successful
demonstrations. ’ ! . :

¥

- . -
H 1]

.

nddiction services worker . .

‘

Id

. - The addiction Sexvices Worker model includes the s
i c¢ollaboration of the New York City Addiction Services Agency,
. Goddard College, and NCEY to .establish a "Learning Center"
for the education and trgining of ASA's Horizon Project para-
professional staff. Over a three-year period, up to 80 employ-
‘ees at Horizon Project, mostly ex=-addicts, will be able to earn
badcalaureate degrees which will enable them to advance within
the city's Civil Service system to administrative and planning -
r positions in ASA and other agencies.

v
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Occupationai: therapist .
The occupational therapist modél includes a Tonsortium

of four state health and mental health facilities (Rockland

State Hospital, Rockdland Children's Psychiatric Hospital,

Letchworth Village, and the New York State Rehabilitation
'hospital) two acadenic institutions’ (Rockland Community .
College and the Hunter College Institute of Health Sciences), %
the New. York State Bepartments of Health, civil Service, and.

ilental Hygiene, and the American 0ccupational Therapy Associ-

ation, collaborating with NCEY. The model’ aimg to open career- B
advancement opportunities in the field of occupational therapy

for economically and educationally disadvantaged workers in

the four clinical institutions. Sixteen workers a year for a
five-year period will be educated, and advanced to restructured
positions, as certified occupational therapy assistants and

registsred cccupational therapists.

«

-

3 : - ¥
A Public,health nyrsing

Public Health Agsistants emp&oyed by the New York City
Department of Health will be trained educated, and: upgraded
to Civil Service positions first as Junior Public Health .
Nurses (JPHN's) and then as Public Health "lurses (PHﬁ s).

Twenty assistants a year for five years will be enrolled in

the program to obtain an associate of arts degree in nursing

from Hostos Community College ani épon passing the gtate reg&s-
tration examination in nursing, will be promoted to positions

«of JPHN's. They may then enter a senior college nursing pro-~ .
“gram and upon obtaining bacdalaureate degrees will become PHN's.
Startine in the seceond year of the program, lU existing Junior
Public Healtﬁ Nurses will enter the baccalaureate program.

»
.

Classxoom teacher = - _ : ' SN
[ ~ . B
This modell to be operated with Community School District
#9 (Bronx) and a’ collaborating b-year college, will prepare
,~the district's classroom paraprofessionals to become certified
early»cnildhood teachers. This .five-year ‘project wiil annually
enro 30 locally-employed paraprofessional teacher aides. ' .*
They will be prepared for a baccalaureate degree and teacher s
certification in a new .compptency-based program. Pirst year -
enrollees will be paraprofessionals who already have some .
college credits. After the first,yea?— enrollges will be at' ,
varéous levels of achievement. ~ : o

[y
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Child care worker ] R .
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In cooperation with the New York City Agency for Child
Development; a comnunity colleee and a senior college, NCEY.
is preparing a model for the eddcation and training of child
care workers in day care centers and other -pre-school programs.
The model will reflect.the new role of Child Develgpment Asso-
clate .proposed by .the Federal Offfce of Child Development, and
a mew credential for that position, a two~year‘associate of
arts degree. Those who reach this level will be able to con=
tinue thgif.education and obtain a baccalaureate degree in a .
senior. college Whose prosran-will be articulated with the
associate ‘degree groesran. ' )

)Comparison of models .

While each of the five occupations selected has unique
aspects, there are conmmon elenents worthy of note. All are
directed tovard law-level, human-service enployees largeiy
representing minority zroups, who cannot qualify for higher _
level positions under conventional systems despite their
capabilAty and .whose knowledge of their communities has .
particular value for new systems of gservice delivery. They
move the workers from where they are in terms of experience
and knowledge, and relate these to the skills and knowledge
they need for competent performance at increasing levels of
responsibility. In fields where training for advancement
has been solely or wmainly the prerogative of academic insti-
tutions, the demonstration models shift this responsibility
$o that the employer becomes a major partner. This shift .
and new collaboration make prenaratiom for advaﬁcement more: -
meaningful and economically more feasible for employpees. R

B .. ..

Tne five models contain the following sinmilar features:
-~ Promotional systems based on skills and knowlngé

neceded for competent performance in an upwardly mobile

sequence which have been identified through task -

analysis. ‘ ’

v

-- Collaboration of recognized academic institutions- to ) .
design and make available to the paraprofessionals *
, ~—alternative poutes to credentials more relevant for - .
adults in human_ service occupations, and shorter and '
. nore economical than conventional collepe programss

. . . . .

-=- Acadenic credit towvard advancement and towhrd.a trans-=
ferable credential for what the worker Las learned,
whether in academic¢ séttings cr elsevhere, and for
relevant work experience.

-
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-~ Work sites used as*‘learning sites uvhere supervisors .
give in- servicd training vhich is accredited by. the
academic institutions toward credentials.

-- Yedf round (1ll- mgnth) operation for maximum use of time
and resources.

JICCY's role

Although the agontract was avarded to NCEY in July of 1970,
staff members did not begih their employment until Septenmber
and October 1970. The agency's role varied with conditions
and stages of the project's development, but in gegneral it
can be characterized in the followine ways: N

Initially, HCEY's main thrust was researchino occupational
areas and the types of personnel employed and needed, then
narrowing down these possibilities on the basis of the estab-
lished criteria. During this exploratory period, NCEY surveyed
various human=-service occupations to find out which had ex- '
panding job opportunities and where changes in promotional
practices and professional credentials would be both feasible
and desirable. ’

.

HCEY's next roles included those of:

o - »
~- Broker, to bring together collaborators who might
not otherwise work together;
-2 -, » .
-- Stinulator, te arouse interest among potential
' cellaborators and persuade them to paft%cfpate; “
' ) " and *

’ .
\

-- Hdegotiator, to attempt to overcome resistances and
obstacles” to.participation in the project. -

*

\\

Q »
"These roles involved HCEY with a wide range of forces:
clinical—and academic institutions, municipal and state
agencies, unions, professiondl associations, and others,

‘ each with a different coénception of the project and what it -,
would mean to _.and require of them. . L
- ~.~e" ) ) .
As a third party, WCEY has been able to exercise a uﬁique
. kind of leverage. It has bteen free of the orthodoxy of rules

and tradition which b1ind most occupations and institutions.

’




H ' In each nodel, NCEY's major task has been to ¢oalesce and
) harmonize the °oals and operations of several potential collab-
' orators at the precise point at which their interests coincide.
‘"The procesa of divining just where this point is has varied
considerably among the five nodels..

.
. .

» Thé tasks ahead '-_ ' . . .

In Phase I, HCEY 'has identified hunan- service occupations
susceptible to credential change on behalf of paraprofessionals
and has’ developed --fully or partially——models for upgrading.

In the course of Phase I, we have developed processes, cri-
-~ teria, and metnodology for collaboratively redesigning of
staffing. patterns and training curricula. A

.
« . ‘ .
'

As wve enter Phase II, developnment work on some nodels still
needs to be completed. But the major goal and activity of
Phase 1I vill be to operate: and test out the .models developed
in each of the five human-seryice occupations. .

, As the model¥s are readied for 0peration in the collaborating
institutions, VCEY-vill be carrying out a number of major «asks
in addition to the catalytic and coordinative work it has done
thus far: .. .

- ., 4 ) ‘ - '

-- Submitting or resubnitting proposals to a vdriety ofi

federal and state funding agencies for the implementation

- of the models. o ‘ .

-- Givinn 1eadership and'technical assistance to. the colla-

boratoxs in operating and imptoving the models. i ,
-- Helpidg service- deliV@ring collaborators design new .
roles for sta¥f-3s instructors and providing pre~ and _
in- -service training fo:?tﬁem.‘. - : ) >
=- Involving intereéted parties such as unions, licensing
and accrediting bodies, and professional sociéties in
replicating the models.

. -- qmplementing an evaluative design to ascertain how well
N “the nmodels -eet the gbjectives of the project.
L d N -
\ - ' .

. Evaluation of the models will be especially important for
NCEY and will serve three major fupctions:
-- Providing a detailed overall judgment of each modzl's

effectiveness by couparing outcomes with information
: collected before imnlementatio1 and during operation.

~ ' o

.
. ~

-
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.during the operation.

-- Providing data for replication\bf the mode throughout

R}

The evaltation will focus on the following élements.

Caxee;—denelopment of individual trainees./ Data will be
collected, before, during, and after particithion in the o .
spécial training models regarding job assignménts and duties, -
performance, salary changes, and promotions.

[ 4

Changes in roles and staffing patterns. We will deocument

i the duties of personnel before, during, gnd after the demon-
h stration ‘period to determine whether the.restructured roles

. ° have been put into practice. We wi}ll lqok for evidence that
staffing patterns have changed in any oy all of the collabor-
ating clinical institutions as a. result of ghe ptoject and | .
appraise the~effect of these changes op assignment and pro-
- motion of personnel, 1 i
f ‘ ! . ) L :

' New education and training;nodels’ Ve will design ways of
examining -how this affects the enrollees' job performance and
mobility; its effects on' service delivery and training poli-
cies and programs in the employing institutions, and the
feasibility of replicating the models in other places.

We will look at the percentage of students who complete
the program' and the \time they require for completion, and
for evidence of.the value of academic degrees in increasing
participants’ abilities and helping them to’ qualify for pro-
-motion within the institutions,/ﬂn other institutions, or in .
related fields. N j

F\

' He will attempt to develop methods for documenting the
. ways the employers and the collaboratifig académic institu-
tionsraffect the program and policies of one anothepr.

“ e

Effect on accreditation, Civil Service systems, and
curricula. We will look at changes in requi¥rements of pro-
fessional associations, academic instifutions, and changes
in local and state Civil Service employment.

Interdisciplinary applications. We will look for evidence

that the training modeldghave opened career options to par-’
ticipants in related fields and for applications of the
training and education model in opening career ladders in

other disciplines.

Q e - 1’7 "
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We will identify and compare curriculaum components and
methods applicable to all models gand elements which.may be -~
applied generally in all training-programs.

As the occupational models are imoleﬂbnteﬂa ve wi-ll be
building in a level of expertise which heretofore did not
exist in the participa ing institutions.
models and the process for developing ‘them should establish,
precedents “or continuing academic-institutional collaboration
in other occupations and dn other settings. . NCZY, through its -
‘publications and reports will facilitate replication of the
models throughout the couantry. s

The remaining chapters of this- repo?t’afscggs each occupa-
tion individualll,y‘,y describing. the significant and distinctive
features of each model progress mad¢ in deyeloping the podel,
and' the next steps to be tazken. «

" A, separate volume, of Aopendices incorporates exhibits, .
letters, apd other documents produced durino the developmental
stage of the project arfd of value to others seeking to repli-'
cate these experdiences. . :

The nature of the \ .
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" ADDICTION SERVICES.WS)RKE’R MODEL

-

This project,to be conduc'ted fn collaborlation with the New
York City Addiction Services Agency and Goddgrd College, brings
together the nation's most experienced munic pal agency in the.
drug abys€ field with a college that has pigneered in adult degree
study programs. It will test an agﬁgrnativ_ to current promo-
tional practices and a new'route to a trans/ferable credentizl for
ﬂifgct service paraprofessionals employed Yy ASA's ‘Horizoa Project.

A

4 -

By'establishing_a unique quiz&n Lea ning Center staffed by
Goddard Faculty, adjacent to Horizon Projeéct's drug-treatment and
comnunity-educatioen facilities, the projekct will integrate 1in-
service tra{ning with an agademic ‘degree /program, avoid duplicating
- instruction, and stimplatﬁsindividudi leprning. BHBLC will conduct
the in-service prograw for Horizon work rs, conduct the bachelor'®
degree program, develop learning resour es, and provide "learning
counseling® needed by the trainees. It/will give ASA's employed
paraprofeégsional staffdeducation and tryaining for adv!ncemen; in a
promotional system based on assessment of knowledge and competence
needed for incredsing levels of respe sibility.
) - ! N ~ ‘ .

i Because ASA was ofre. of she first such agencies in the nation,
some of its -employees have more experience as #ddiction service
vorkérs than most othe s 1o the field, including professionals.
The program aims to give ‘these paraprofessionals the general and
theoretical education gheﬁ need to apply thelir empirical-léarning
at policy and planning: levels. By earning & baccalaureate degree
they, will be able to attain a credential transferable into other
agencies and related flelds. . . '

. ) ; . .

. The three-year operational model is designed to offer in-
service training to all Horizon PRoject paraprofessionals (up to
80 -employees) and to open the baccalaure'ate degree program to ‘any
who elect to accomplisn the requiremehts for the degree. Thé re-
quirements are 36 months of "learning contracts," one to six months
long, i.e., studypprojects planned by gtudent and' fgculty and evalu-
ated by both on completion by the student.. Less than 36 moaths of
study may be required of’ gtudents who get advanced standing for
previously acquired knowledge dnd expetience. The baccalaureate
student will work with}his Yaéglty mentor regularly each week on an
- dndividual basis, will have a Balf-day of formal in-service training
per week, will-attend m65thl&-&ll-day workshops and five-day aannual
intensive resident segsions ati'Goddard Codlege and will use these
resources in compléting his stgdy projects. :

* * The Mddiction field has<én enotmous amd growing damaﬁd for
perEBnqg;. Paraprofessional employees predominate both by choice
?nd for Tack of trained processionals. There 18 no established |,

discipline’ﬁr courge of study for preparation of addition specialists. -
This project's in-servicde training is baged on job analysis that has

’

»
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identified the major tasks addiction services workers per%orm and °
the skill aand kncwledge levels needed for their performance at .
entry and more advanced levels. 4&s the curriculum for this program - ’

is ,tested in operation, the aim is to fdentify a body of knpwl%dge
generally applicable for the preparation of addiction services
workers. . ’ ’ -

4

. ’ . . ~
. . : ! .

The need . - . -

ASA was established in 1967 as the nation's first munieipal
agency to devote itgelf solely to coping with problems involved
with drug abuse, in 2 city which, with 3 percent of the nation's
population, has 52 percent of its addicts. The agency grew in-
four years from 288 to 900 non-clerical personnel, with another
1,200 persons employed by its delegate agencies. Its budget in- -
creased from $2.4\million to $90.9 miliion in the same period.

Operating fhe nation's largest program in a nationally bur-
geoning field, ASA will have a continuous and rapidly expanding -
need for trained personnel. In addition to present and expected
openings for addiction services workers in ASA and its delegate
agencies, Whe demand for personnel capable of organizing and
directing drug-abuse programs is mounting in industry, im sta'te
‘and Federal sgencies, and in communities of all sizes and locations.

The spiralling pe}aonnel need has not been met locally or
nationally. Colleges and universities have, to'our knowledge, no
courgesof study that prepare addiction gspecialists; Government~ 2
sponsored training consists primarily of.dnstitutes a few days or
weeks in duration. Locally and elsewhere, many addic'tion services
programs have employed ex-addictg and community persornel by pres ’
ference. K8 a practical fact, the alternative of experienced pro-
fessionals dces not exist. The effectivenegs of drug abuse pro-

» grams therefore depends mainly on in-gervice training of para-
+ professionals. ¥New, widely applicable training curricula and _
methods are sorely needed, -~ to. \-,\ .

- -~

{ .

[y

. ASA's need for the project

1 '

ASA urgently needed an upgrading plan at the time of NCEY's. .
initial contact with the. agency. Its direct-service paraprofess-
ionals were employed in an addiction specialist series with un-
usually flexible advancement requirements from addiction aide in

5y five steps to aupervising‘éddic;ion specialist. ASA had recently
come under the jurisdiction of the New York City Civil Service
Commission, and all positions were subject to competitive exam-
inations. The skills and kagwledge required at each career-

: ladder level had not been clearly defined. Objective means of
assessing a candidate's performance and knowledge had to be de-
veloped if ASA was not to regress to conventional academic and -

Q | ‘ “ "‘O ’ -
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experiential prerequisites. Mo such means hsve been available up
to now. S - i

The reconstitution of ASA in 1970 from an exclusively oper-
ating agency back to its origihdl.purpoae-—primarily a coordinating,,
adiinistering, funding, and planning agency--also demanded differ~
ent kinds of staff education and a new upgrading plan. ASA's ex-

\\panding program is 6pening\many new jobs, but few paraprofessioﬁals

are prepared to compete for these. New agency responsibilig¢ies and
the sponsorship of new treatment modalities as well as increased
emphasis on community education and prevention require more per-
sonnel with administrative, communication, and community-relations
skills. Because of the agsets of the direct-service worker in
filling these roles, the agency has expinded its addiction specialist
series as the best way of integrating administrative and community-
relations skills. But few steps to prepare paraprofessionals to

£fill these  jobs have been taken up to now.

.
1

The paraprofessionals to be gpgradéd

ASA is rfargely panned by paraprofessionals because of the
agency's view that direct-services staff should be drawn from and

| related to the community they serve. Workers from other environ-

ments are likely to be rejected by the addict because they "don't
understand what I've beef through." Thus, ex-addicts are assigned

. to work with addicts, "and staff from ethnic'and socio-economic

backgrounds matching that of the local population work on community

/. problems related to drug abuse.

| s

. ASA has found in 1ts paraprofessionals a strong ability to
get along with people, a desire to do something about their neighbor-
hoods, a willingnéss to learn, dand a high energy leyel. Many have
developed considerable’skills in their work with individuals, groups,
and community organizatione. They have insight and background in
the fiel of addiction that many college graduates who £ill central
adminhitrative positions lack. Yet few have advanced to central
admin¥strative positions or,felt qualified to apply. An upgrading
program could prepare them not only for these jobs but for. equally
hard-to-fill’ fop management and planning positions in ASA's field
operations and in other agencies.

There is no intent to add credentials requirements for.pro-
motion with ASA. But a credentialing plan is needed to eliminate

i

several obstacles to career advancement: ,

| 0
’ ’

~-Professional and supervisory positions, in ASA subcontractor
agéncies and other agencies offering related services (e.g.,
employment, rehebilitation, probation, and parole) are -
closed to them because of formal credential requirements.

- (Ex-addicts gre denied entry into most of the rest of the

-

job market.) — .
— = 1
: - &4 -

.

.,




~ --Barning a credential is important in strengthening the
paraprofessionals' sgense of confidence and competence.
. The "failure" stigma of ex-addicts in particular is so
» vividly felt that few believé they can move into responsible
positions without a credential. .
.« ¢ ¢ ~
Conventional education systems have not been useful in meeting -~ -
the personnel need because few addiction workers enroll im Gity-
sponsored or night-college courses; which resemble the schooling
they have failed or avqided in the past. Pew can affford to stop .,
work to attend college full time and, when they do, they are "mig-
fits" in a structure designed for teenagers and receiye mo credit

for past work or infomally acquired knowledge.

o>

Agreement for ASA-NCEY collaboration L i
)

Interest in working with NCEY was first expressed in wfitiqg
by ASA in June 1970 and submitted to the Department of Lahd 6§1dng
with our request for project funding. Further contact was delayed
until November 1970 because a new ASA commissioner was not appointed
ﬁntil that fall. NCEY reopened discussion in December and formal
agreement was reached with Commissioner Graham Finney in Match 1971.

-

-

/

The agreemehnt

’

NCEY's pgreement with ASA provides for':

E —--Establishing .a promotional system in ASA leading to la pro-
fessional end-point in the city system, with a credential
that is transferable to other agencies in addittion an
allied fields, and ~ , ' C
! Y ‘
. --Developing'a training model, acceptable throughout ASA and
accredited by a recognized academic institution or accred- ,
iting body, for upgrading -ASA paraprofessionals to profess-
ional status at minimel cost. . .. ! |
Because day-to-day pressures,on key &é& staff are toolgreat
to permit them to“lead in a collaborative effort, it waa'agreed
to designate an ASA program in one area of the ‘city as a testing
ground for the project. ASA's Horizon Project in the Lower East
Side, which offers the|/ gamut of gervices provided city-wide by
ASA and 1s the agency”s locus for innovative programming, was
selected. To absure éity-wide implementation ¢f the credential,
a key personnel official from the central ASA was assigned to wor
with the Horizon staff director and NCEY. , .o <:j’JLﬂ*—‘~
—

ASA aéaumid”prime réspongibility for: : —~ i
\

--Defining the functions of each HP unit add the corresponding
job duties for HP Personnel; “ :

- o .oE2
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1
. ——Analyeipg the gkills and knowledge needed for job. per-
! ' formance at each level to provide the basis for the training
program% )

]
--Developing objective methods of evaluating job, performance.
‘ b : T - .

' NCEY agreed to design a training model built on ASA's trainidg .
expért;se that would fill training gaps identified by- ASA, and to
improve staff capacity for -upward mobility and for handling ASA's - ° *
new functions. The model will emphasize ace¢redited on~the-job

training and innovative curricula.

-

Selecting a college cpllaborator ‘ .

. Approaches were made to five colleges over a four-month period,
‘-from March through June 1971 » with thege results: Of two private
colleges in New York, one e€videnced interest but-.concluded that (
tailoring a program for ASA would be too costly. The other requested ..
and received a written proposal for study but took no‘further action.
At one college in the City, University s8ystem, faculty in-the School’
of General Studies were interested Qgt cautioned that the necessary
. faculty approévals within the college™and at ‘the Board of Higher
Education for such a new program might be hard to obtain. Several
. months‘lates they reported that this was the case. e
We had approached Antioch and Goddard colleges because at both
currigulum is unconventional and work experience .ig considered an
integral.part of academic learning. Antioch’s,president,\a trustee
of Goddard, advised that the latter's q&pefience in adult external-
degree programs would make -Goddard an ideal partner. Por eight
years Goddard has operated an ‘external-degree program (Adul't Degree
Program): ich offers Goddard BA studies to men- and women geo-. 2
graphicdlly distant ffom the campus while permitting them to rétain
‘theiTr current residence and responsibilities. It also has trained
Head Start workers in three sgtates. After a series of exploratory
meetings, Goddard agreed im June 1971 to collaborate with NCEY.and
ASA. " . . .
' "Goddard committed itself to design and make operational an )
. academic program leading to a Goddard degree for ASA personnel in
" ¢+ collaboration with NCEY and ASA and to assist in curriculum develop-

i

ment’,
14

Developing the Model '

. . S ’ !

Developing trwyst and congenial working relations among the
project participants did not come éasgily.

The initial attitude of HP paraprofessional gtaff was one of
resistance to many aspects. They saw the project as a BA program
" giving credit for work experience.-rather than as a career~develop-

ERIC
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ment pfogram. But as they came to CEEérstand the project's goals

and methods they contributed increazingly to ity development. The

process wag complicated by two thanges id HP directors from November

1971 through May 1972, '
M . ' ¢

qudard's unfamiliarity with the,addiction 'field and ASA's

and NCEY's unfamiliarity with Godderd's educational metBRods called
"for a mutual~education process. L This included exchanges of in- .
formation on programs, assignment of an experienced member of the
Goddard "external-studies faculty to work with NCEY, and a series
of visits by the New York collaborators to Goddard in Vermont and
by Goddard faculty to NCEY and Horizon Project in New York. Bt .
these did not entirely eliminate communications barriers between
NCEY and Horizon staff in setting project goals, or obstacles
raigsed by differences in the backgrounds of the HP and Goddard
staffs (HP comprising urban ghetto paraprofessionals whé are maiply
minority-group members with little formal education, and Goddardgs
staff consisting largely of white, middle-class, and well educated
people 1living in a rural academic environment). .
~. ,

The differences, ‘together with the strong desire of all three
groups to fashion a good program, regulted ir .intense interaction,
which at times almost took on the character of an encounter group,  *
at a two>day session in November 1971 devoted to reviewing drafts
of proposed educational and in-service programs and trainee selection
procedures. 3But mutual trust emerged from the heated exchanges, and
with it agreement’ that all the collaborators would work harder in
more frequent meetings +6 resolve the issues left open. And they did.

. . ,

"The basic training model, developed in August 1971, consists '
of an in-service-training and on-tha- ob-experience program emphasizing
technical and administrative skills and knowledge needed for job )
competency and advancement, "and an external-degree program ingor-~

" porating the in-service-trainfng and job-experience elements as ',
credit toward :a Goddard BA. )

{ y .
* JOB ANALYSIS: : i ' . _ -
" “In May 1971, ASA and NCEY staff launched job analysis in~a
series of meetings with administrators and staff of all H acilities
to:explqin'the project's purpose and procedures.

! Beca 5§ HP staff members would be more responsive to their
colleagueB than to outsiders, HP, ASA, and NCEY representatives
concluded “that HP gtaff should be selected from various job levels

' to do their own analysis with the help of an NCEY" consultant.

)
-

The consultant first trained HP staff to administer question-

naires and inferviews that would elicit job-analysis data. This

. posed several problems: r
<d

Q : ,
-
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--Staff response to the questionnaire lagged by as much as
six weeks..

~-Suspicions were voiced about the use to. be made of the
ST qQuestionnaires.

'--Resnonsea were generally vague and uninformative. -~
--Many interviews had to be re-done to gét basic data.'

~-Scheduling interviews amid vacations and conflicts caused

by special summer programs was difficult.
/

The, original one-month timetable for interviewing had to be extended
by a month and a half. _
, .
Supervisors reviewed the questionnaires and commented on them
in a second series of questionnaires. Data from the two question-
naires and interviews were analyzed by the consultant and given to
NCEY in tabular form. The analysis showed 13 ‘functions aiid 47 tasks
performed in the project. . , .

’

In retrospect, some of the difficulties could have been avoided
. by more extended training, diﬁser supervision of interviewers, and
more gtructured interviews combined with workeérs' logging their daily
activities®or observation of these by a trained observer. Useful
‘data were obtained pevertheless becatse three-fourths of all staff
had been covered in the analysis, and results had been reviewed with
workers in all HP units and then with supervisors and training-unit

heads at HP and central ASA
”

S

[N

In-service training ’

~ A training consultant assisted in applying thé job-analysis
results to a training design. She met with central ASA and HP staff
in a series of workshops to specify the skills aee& knowledge needed
for each of the tasks identified and devilop the training design. =~ .

The resulting training design defined three areas of general
skills and knowledge needed by staff and three substantive skill
areas necessary for addiction workers to perform their jobs at . .
beginning, middle and high levels of respongibility (See Appendix D ).

-~ {

: Genenal skills and knowledge: L.
-—Orientation for 'all staff concerning addi on theory and .
* programs, as well.as general informati about the communisy, .
the HorizZon Project, and the Addictign,ﬁﬂzvices Agency.
s

--Basic 8kills in"reading, math, 4ﬁﬁ communication techniques
. for trainees deficient in these areas.

--Administrative and technical skills, particularly problem- é
Q golving/, planning, and supervision. . .

-
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Substantive skill areas: ) 7 '
© . -
~-One-to-one dynamics. )
- .« o ) s .
¢ ’"=-=-Group dynamics. ’
vl'\ 5
.~=Community relatioms, community service, and community ?
) organization, ~ _ ' '
Academic component ‘ o o \ .

Goddard faculty made“several Nevw York visits in September and
October to observe Horizon Projéct operations, conduct group and
individual interviews with HP workers, and confer with HP, NCEY and
central ASA representatives. Taped HP employee interviews were .
further studied by dedard curriculum designers. . - - ¢

* As a result, the basic academic model, developed in August; was
elaborated. It emphasizes conceptual, analytic, and communications
skills needed by the HP.paraprofessional to qualify for protiotional

positions, pass promotional exams, and earn transferable credeatiails.
]

" Goddard has agreed to grant advanced standing for previous
college work, participation in the“ASA training and staff-develop-
ment program, and "critical life experience." "To earn credits toward"
a BA, a student with his faculty mentor's guidance and supervision C
plans ‘and carries out a series of study projects ("learning con-
tracts") and, on completion of each, participates with faculty in .
évaluating the product. Satisfactory completion of the required .
number of study projects meets the BA requirgmgnt. Students-with
no advanced standing in the Goddard regular AD ust complete eight
six-month study contracts for the degree. . ‘

~w

Students annually spend a one to- two-week residency period at
A New York component of Goddard_designed to ‘meet
the particular educational neads*of . project trainees gives them
more structure and support than Goddard's regular ADP.and ‘Preparas
them to handle study projects’ independently. Supports include
counseling and help in strengthening their reading,rwriting,vstudy,
research, and abstract- reasoning skills.

.
-
~
€

Xrograq/developﬁent worksbop : BINE

Drafts of- both the in-service and academic designs werd presentc

" at a two-day workshop for the collaborators held in mid- November.

(See Appendites D & E. ) °

>
-
- . .

In-service trainfng. There was general aé%eptance of the skill

' \x:d knowledga areas identified but some questioning of the formal

Q

aining structure. Goddard representatives also felt that the
content should be more cloBely tied *to the degree program, and they
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offered to develop a plan for closer integration of the two com-

ponents The in-service design presented included all of Horizom - ..
Projegt's paraprofegsionals. With in-service training to be accred-
tovgrd'the Goddard degree, the question of how credits could i

be /accrued by workers not-selected for thHe degree program was raised. .
P r .

’

* " Academic model. With modificationd hammered out in workshoﬁ
éessions, the participants agreed on the following format and con-
tent of the educational program:

N . [ .
1. The program would begin with a one-to two-week reaidency
period at Goddard. This would include seminars, mini-courses,

V workshops, faculty-student conferences, and interaction with other
Goddard adult students. The residential experience would-also make
the total resources of the college available to Horizon students
and familiarize ‘them with Goddard on a first-hand basis.

¥

. 2. The facu;ty at Goddard. would include a coordinator based
dt the college who would meet regularly with a college advisory
* committee., He would also supervise two faculty members, based in -
New York City and responsible for working intensively with Horizon
students. (This modified an earlier plan for two half-time faculty
and two -to four part-time tutor-tounselors in-New York.)
3. New York City fécultf would hold rdgular individual con-"
. ferences. and regular group meetings with 4ll thexstqdentsf “Monthly
“+ day-long sessions in New York would include (a) teview of students'
independent study projects (designed from one- to six moaths in
length); (b) help to the sgtudents ‘in designing new study projects;
" (e) mini-courses taught éy experts in their €ields to ‘brbaden the *°
educa§16n31 base of HP students; (d) projects which would tap the .
cultural and intellectual resources of New York~pfty; and (e) & .
continuing seminar whose subject area would be chosen jointly by
the faculty and the dtudents.

. A, Gdddafq fac;igy would be giveﬁ ;néensive training prior to
the start of the program, fncluding an ori#ntation to Horizen Project.
. 5. Admiésions-pobicyg' i L
' - ) : ’ - T

. , --The Horizon students population.would be a cross-section
“ ,.-of Hotizon staff, gkewed towards those with the most favorable
' chances-of success. .o ) . .
. -«A high schqol diploma, g GED, or .the equivalént would be
required for ‘adtission but the majoér criterion for enrollment would
. “be a high level of motivation and potential for learning.

-

-

> ' --k,screening committee cBupaned o% ;wo'rep{esehtatives of
,ﬁﬂhrizon,.twd;of Goddard College, and one of ASA would review the

..~ #tudents' applications’ and\seldect 24 enrollees.

P e e . . . - . H . -
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--Studeats approved by the committee would have their
. records forwarded to the admissions office at Goddard College and .
the students would be admitted asg regular Goddard students. The
college would have the right to vetg any application.:

! 6. It was the consensus that the BA program would require
four years or }less, depending on the individual's entrance level,
while participants remained fully employed. : . g

o~ .

“ 1

7. Advanced standing. . ’ s y

Currently Goddard College gives sdvanced standing to
students 'in three ways: (1) credit for successful completion of
college work; (2) up to one year of advanced standing for scoring
above the national average on four of five tests in the College

" Level Examination Program (CLEP) exams to a person with less than
one year of previous college credits, and one~half year for scoring
above the national average on three of five; and (3) "critical life
experience" (gignificant learning experiences outside the college
setting). ‘

v . The conference ended with three issues unresolved: how to

give credit for advanted standing, how to avoid instructional dupli-=
cation caused by .eeparation of in-gervice from academic training,
and how to give academic credits for in-service training to workers
vnot:selected.fgr the degree program. o o

Participants arranged for meetings during December for further

information exchange and model refinement. Giving.Goddard responsi-
bility for' both in-service and academic components resolved one
problem but sharpened ‘another. With Goddard in charge of the in-
service training, HP workers felt more strongly about being included
in both. %o resolve this problem, self-gselection of degree candi-
dates was incorporated into the model revision, thus opening the
academic program to all H? paraprofessionals. Some of the.more ex-

/péerienced Goddard faculty members had earlier proposed that self~
selection would produce the most motivated students and hence those

>, most likely to succeed in the program. . e
f By early Jaguary, aftiaining model evolved which &ﬂifieq in-~-
structional leadership of in-service and- academic programs and would S

“ enable any HP employee po.apply in-seréice'learn;ng toward bacca~
laureate credits. The modification e@tablighed a Horizon Learning .
“~__Center (HLC) in New York City near tiePHorizon Project'e drug treat- -7 ..

ment, intake, and community-~education facilities where .the. in-gervice
component wqould take -place. ‘ '

oy

e

BLC will perform tée following,fuhctions:‘ﬂ
.. _' - ! .

Jltl Conduc't thggbachelor's deéree program fqr Goddard College

o 2. bonddbt the infsérvice program for Horizon staff.'’

5
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j’ . 3. Develop needed learning resources. » : v

Q

wll Toxt Provided by ERIC

4. Provide needed "learning-counseling."

HLC will be staffed by six persons: four will be full-time
faculty, the fifth will be half-time faculty .and half-time admin- °
istrator, and the sixth will be an administrative assistant. &
training program will be established for the faculty to acquaint
them with the Addiction Services Agency and Horizon Project and to - '
develop the additional skills needed for this program., In additionm;,
the faculty will participate in weekly meetings to help plan and

coordinate the work of the Learning Center. v

.

Students will be able to apply in-service learning toward the
BA degree in formal contracts with HLC faculty for one-to gix-
month study projects, to be avaluated on completion according to
Goddard's standards and procedures.

Plans are unchanged for baccalaureate students to participate
in annual one-week Goddard residencies and monthly day-long work-
shope in Xew York. . - ’

Since the nymber of employee-students may be as high as 88, »
each full-time faculty member will be responsible for up to v
approximately 18 students. Specialists, ASA staff, and outside o
congsultants will lead .seminars and workshops and guide study projects

in specialized fields. . .

HLC staff will report to a governing,board responsible for HLC's
overall operation. The board will consist of repreSentatives of
Goddard, ASA, HP, and NCEY. )

Goddard 18 responsible for maintaining academic standards in
faculty appointments and student performance. HLC faculty will be
appointed by Goddard's president; candidates will be screened by
the board. Goddard College will grant the bachelor's degree upon
recommendation of the faculty. NCEY will have responsibility for
HLC fiscally and for evaluation of the tetal project. ASA and
Horizon Project will be responsible for defining training needs,
assuring reléevance of in-service training, providing staff fand
consultants and arranging schedules for in-service training, and
assuring promotion for eligible employees. .

~

Funding. . , .

NCEY's search for funding to pay for training gnd.educational -
costs of operating the program began in July 1971, Student stipends-
were not needed since ASA is maintaining the trdinees at full salary
throughout training. Trainees will pay for their own books, meals,
and travel to and from Vermont and for living costs during the
annual Goddard regidency. The .union's educatién fund will help
an estimated 20 a4d level dbudents meet these costs.,

ERIC - . | ‘ 49 . T
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" " A request foréz*fraining grant of $511,670 for the period - .
from May 1, 1972 hrough June 30, 1977, was submitted in August

1971 to the Kew Céreers Branch of the Division of Manpower Education
and Training, NIMH, which had emcouraged NCEY to submit an appli-
,cation. Supplenentary material was submitted to NIMH ag model
. development proceeded, prior to-a review of the proposal in
" January 1972.

Initial review of the application took place an January 30 °
and. a site visit in FPebruary. Requested revisions we¥e submitted
March 20. The modified request was for $442 665 for a three-year
period. The review cowncil will act on the review committee' 8
recommendation in June and NCE¥ ia.to be notified by July 1.

o

‘We bave sought funds from other sources with these results:
. \a ,
U.S. Office of Education: We were informed that USOE's drug*
education funds are not available for the kind of training we are
deeigning. They are spent primarily on short-term institutes.
® - . . . - . ’ ?
U.S. Department of Health, Education, and Welfare, Social’ and
Rehabilitation Services: Funds are allocated regionally. SRS )
regional officials, when approached, said that funding could be N
provided only-for junior and senior years cf colIege programs. .

4 -

.

V'S Department of Labor, RAgion I Public Service Careers
5 Programa' DOL's Regional Office has shown interest 4n funding this )
and other parts of the project that come within ?ublic Service
Careezs guidelinee.

Office of Economic Opportunity: A proposal is aleo being
+ prepared for OEO, which is seeking to improve career mbbility for
poor persons without formal credentials but with the experience to
_work effectively in poverty areas. The availability of OEO resourcee,
“is uncertain, but QEO is interested in several NCEY models.

A

L4

-

Next steps . T .
, ~Next steps , ,

. . . * . . .

In preparation for in- service training, ASA- Borizon staff,
with NCEY consultant help, are about to reexamine job aasignments
in the light of task ahalysis. The goal is to relate promotional
‘requirements to attainment of skills and knowledge needed for
increased reaponsibilLties :

Further action depends on NIMH's funding decision. If T
favorable, the next steps will be selection and training of HLC
staff and petting up the HLC facility. If unfavorable,.we -will B
continue to pursue funding a1ternatives and conaider reeubmission _
to NIMH. . O ’

. v
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OCCUPATIONAL TIERAPIST "ODEL

In this field a consortium of health gh%loyers, degree-
granting institutions, the New York.State Departments ,of Health
and !Mental Hygiene, and the American Occupational Therapy Associ- .,
ation are collaboratin~ with.ICEY to open career-advancement
opportunities in institutional and community-care settings to
economically and educationally disadvantaged health workers who
are nowvw empfoyed ¢

ot

The 16 work?rs to be enrolled annually for a five-~year period
will be educeted’and advahced to restructured positions as certi-
fied“occupational therapy as8istants {(COTA'S) and registered
occupational therapists (OTR's). The college-accredited training
wvill be based on job-analysis results and will combine continuing
clinical practice with academic instruction in an individualfzed
laboratory approach 'to learning. . -

The consortium of’ clinical institutions--Rockland Children's
Hospital, Rockland-State Hospital, the Mew York State Rehabilita-
tion Hospital, and'Letchworth Village--will pool their trainiag
facilities ang trainees for broader, more efficient, and more ¢
economical training than any, one instjtution could offer. The
training staffs of academic and clinical institutions will be
pooled, Trainees will continue at .full salaries throughout their
training, and their schedules re- arranged to facilitate training. -

-

The need

The collaborating colleges--Rockland Community College and
Hunter College Institute of Health Sciences--will initiate OT
programs without needing to construct new laboratory facilitjes.
They will accredit clinical and academic work conducted at the
work .sites by regular college instructors and staff of the em- R
ploying institutions. The two college components will be artic-
ulated to eliminate duplication of academic work.

. To make professional accreditation more #cceéssible to ex- -
perienced employees, existing measures for assessing proficiency
will be applied and new ones tested. AOTA will participate in
curriculum refinement and use the project to test proficiency -
standards it is developing. . ‘ .

N Pt

The COTA's and OTR's will be prepared for role;\rEEtTntturgd
to improve service délivery and respond to new ‘concepts of pre-
vention and caze in institutional and community settipgs.,

-
L]

129

.

OT services are needed and used in a steadily increasing
range of health and mental health facilities, includinez hospitals, . .




.total budgeted. , Additional positions were needed but unbudgeted.

%
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rehabilitation centers, nlrsing homesf.schools, and home health-
care agencies. , . . . )

In New York State, most OT's work for the State Mental Hygiene
Department, 143 of whose 439 budgeted OF positions were "vacant
and unfillable" as of 1971. A need for*800 additional OT's in the
ensuing five years was anticipated on the basis of expected growth [,
of existing and new institutions.

’

.

s

A I969 survey by the State health Department found 330 un-
filled budgeted OT positions in New York hospitals--a third of the

Nineteen of 42 budgeted OT positions in the four-institutions of
the project's clinical consortium (45 percent of the total) were
vacant in 1969. - , ’

There was only one accredited program in New York State for
training OT assistants. About 50 students. were graduated in 1971. .
Nationally, 36 accredited schools were graduating about 780 OT's
a year ™ag ‘of November 1971, while the Bureawu of Labor Statistics _ z
has estimated dn annual average of 1,500 openings to 1980.

I

The OT field is marked, mationally as well as at the state
and local levels, by large and continuing personnel shortagsgs.
The Bureau of Labor Statistics expects these shortages to con- ‘.
tinue as intérest in rehabilitation incredses and established OT.
programs continue to prove themselves. . * \

.
’

<
1

The Need for Restructured Positions o ©

Par-reaching changes in*health-care facilities ‘and patterns
of care have taken the OT field well beyond its traditional, . .

functions and work sites. Prevention of illness and disability
through community information and education’programs is increas-
ingly emphasized. OT's are sétving as staff members and conr

sultants for a w1denin§ Pange of community~based facilities and .
services such a's halfway-houses and store front centers. The téam

.approach tqg prevention, treatment, and rehabilitation'is also

gaining favor. These changes in and diversification of functions
will continue as .local programs expand and geographically centra- . i
lized institutions are deemphasized. e .. ) ) .

The changes require restructuring oF the 0T profess1on and,
upgrading of skills to reduce costs and .increase the number of
“trained therapists. This regsructuring includes new ,staffing ' .
patterns, retraining of exgsting staff and new personnel pre-~
pared for new roles.

‘-
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The paraprofessionals to be advanced
. . . ’ ’ . 1 .
+ T a1l OT “departments in every health institution employ per-
sonnel at low-level assistant or aide-type pasitions. These per-
sonnel are familiar with OT work, have developed some skill and
knowledge of OT, unde¥stand the work requirements and, if given
! opportunities for advancément, will likely, remain in the field. .
' They provide an excellent and largely. 'untapped source of OT man-
pPOWEr. . - . ' ) .

-
]

In addr%ion, there is a much larger pool of patient-care
- personnel at the aide, attendant, and assistant levels with
similar attributes and skills who work throughout large health
institutions. A large percentage of them a‘e members of minority
groups. Their insights into communi¢ty needs and problems can be
valuable to the delivery of OT services as these services move
. increasingly into the pbmhunity. But for the educationally and
. economically disadvantaged worker who cannot afford full-time
college, opportunities:are Severely limited. MNight college, is
- costly, burdensome, and lengthy, and OT courses are rarely given
at night. ~ N . )

. ’ / . .

Present-requirements £6r OT credentials o )
. - ‘ ¢
The credentials réquired of an occupational therapist are a
bachelor's degree in Q% and regiétration by the American Occupa-
-tional Therapy Association (AOTA) on successfully passing an exam-
ination. More than ten:years ago, AOTA adopked the cohcept of
traiming and utilizfﬁg'OT assistants. 'The AOTA accredits programs
) which train assistants in either a 20-week hospital-based program
or a two-year community.college program. The trend is more and
more to two-year community college programs, since- the academic
~credits earned are generally transferable to baccalaureate pro-
grams. , ‘

v ’ . \

<

AOTA's interest in <changh® - .
s K ¢

The OT professidg—ﬁas, under AOTA’s ‘guidance, been searching
for ways to augment the;éupply,of qualified personnel. Unlike
most other professrondL;aﬁsociations, AOTA is actively seeking to
‘open the profession to pgrsons who can demonstrate OT knowledge
and skills, however obtained. AOTA recently passed a resolution -
* making it-‘possible for a. COTA without a baccalaureate degree to

N

sit for the OTR examinaé@on. .

- Early in 1971, NCEY took up with AOTA offjcials the feasibil-
ity of alternative routes to OT credentials. AOTA endorsed the
idea and undertook aqtiv% participation in the development of the

‘ ' » a'a
B -0 090 )
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program.* In June of that year, the AOTA executive board woted
for full cooperation with NCEY, including consultant assistance
during the planning stages.

. \ 13 N e -

. The chairman of AOTA's Committee on Standdrds and Educational
Requirements 'was designated as liaison to the project. She has .
rarticipated in program design and curriculum dévelopment and, as ’
AOTA's associate executive director for program development, con-
tinues to work with us on further delineation of the project.

4

How OT was selected

Early in the developmental phase, NCEY looked into the possi-~
p}iity of finding a major state employer as a collaborator.
Meetings were set up with the Chairwoman of the Civil Service Com- ,
mission and her staff, with the Commissioner of Health, and the
« State Health Department's Director of Special Manpower. Programs.
Civil Service officials suggested we contact the Department of |
Mental Hygiene, the largest State employer, which was working to .
desigp career ladders for its employees.

+ NCEY found that the State Mental Hygiene Department had de-
veloped career ladders in nine human-service health occupations,
including ‘OT, for its 55,000 workers. The ladders were incomplete
or dead-ended at several rungs. Little progress could be made
', toward completing them because of rigid requirements for licensing
. and credentialing at the associate and baccalaureate~degree levels
which a vast majority of employees could not meet. The career
ladders made po provision for accrediting work experiénce or in-
service training. .

4I£7200k oﬁly a $ingle meeting with MHD's Associate Commissioner
for Manpower, Employee Relations, and Training and his staff to
obtain the Qgpartment'é commitment to participate with NCEY in a
demonstration to develop alternative qualifications for, and routes
to credentials. - With this pledge in hand, NCEY set about selecting,
with MHD, one of the nine occupations and a suitable clinical
collaborator. » ’

All nine areas wyere examined jointly by NCEY and MHD from the
standpoint of the existing and future manpower and service needs
of the Department. Of the nine occupations, physical therapy had
the highest percentage of vacancieg, with OT second.

t . PN

There are only one-fourth as many physical therapists as OT's
in the MHD system, however, and -physical therapy has greater im-
portance in general than in mental hospitals.

* F9r support letter from AOTA, see Appendix ¢
9
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Of the seven other occupations considered but rejected:

-=-Psychiatric nufeing, psychiatric. social work, speech and
hearing therapy, and recreation therapy had too few workers
to serve the project's purpose; -

--Psychology was too highly professionalized;

--ilental health generalfst was an occupation with problems
of definition and functions which could not be delineated
within the project's time-span.
OT seemed to be the field most favorable for successfnl devel- "'
.opment, among the nine occupations considered.

.

%

Preliminary agreement with IHD *

—_—

An agreement was reached with 'fHD's Lawrence lcArthur, -
Associate Commissioner 'for Manpower, Employee Relations and
. Training in January 1971 following a” “letter from NCEY s, project

> director outlining the program. (See Appendix F. ) "HHD assumed
responsibility for improving the job specifications for the 0T's
it employed, designing an upwardly .mobile system inm all MHD .
settings in which they were employed and recommending an inno-
vation-minded institution within the depattment whoser training
personnel would be agsigned to the project. .

NCEY agreed to take leadership in designing the training
model and to involve institutions of higher education, licensing
and accreditatjon authorities, and thogse responsible for college-
proficiency exams and development oi/efternal degrees.

. —
.

Selecting an emplover-bollagnrators

Locating an employer institution in bhc-Neﬁ’Y;rk City area
took almost gix months, from January to June 1971. ~ ¢

A major part of that period, from January to April, vaswde-~ .
voted to exploring the possibility of collaborating with—a
hospital whose administrator proposed that we replace OT with . a
new profession, rehabilitation specialist.'-This osition would
apparently be akin to the mental health generalist, although a — -
clear-cut d¥finition had not been advanced by the administrator.
‘He contended that there would be an increasingly great demand
for rehabilitation ‘specialists because of the.strong twvend toward
-team approaches in. the mental health field. )

’ . s, N - ]

~

Negotiations we4xe. suspended when NCEY conciuded, after dis-

»

(g

o
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. \ M .
eussions with, several knowledgeable resources, that its goals
would be poorly-served working with a new and ill- defined pro-, ‘ B}
fession not likely to be recognized for at least f1ve years.

R Strong ‘interest in the project was evinced by “another hospital
which already had an active in-service program for staff at all -
levels Hany courses were available on site, including some gdiven
by a 'CUNY community college and a nearby medical center. This
hospital had more experlence than most with the "unitized" or

team approach and was seeklng to clarify the unlaue contrlbutlons
of each of the team's disciplines.

S

»

Extensive negotiations involving key hospital staff, NCEY,

and DMH led to agreement on overall goals
cooperation in developing an OT project.
staffing patterns, promotional practices,

and a tentative,plah %@r
The gathering 6f data On
and OT skills and know-

ledge was begun. The hospital was prepared to designate its siz
senior OT's to work out concepts, 'and to involve its entire.OT
staff of about 30 as the demonstration proceeded.

S
.

On the verge of formal agreement, however, negotlatlons were
* delayed several months when sharp statewide cutbacks in the MHD
budget and a job freeze raised fears that the hospital would not
be dble to carry out its end of ¢t project. For many wee€ks the
jobs of senior OT stafﬁ/éppeared to be in jeopardy, and the possi-
bility loomedythat nd promotional positions would be open to
students who completed ythe project. The director sought to re- |
solve the situation with a letter to MHD asklng approval of the,
investment in training, and assurance that the positions wouldfbe
made available. The reply was that HMHD could glve no such asshr-
ance~and that. additional training expenditures by the ‘institution
would not be approved. : ¢
The third chapter in NCEY's search for a clinical collaborator
led us, at the suggestion of DMH's manpower utilization gpecialist,
‘to Rockland Children's Psychlatric Hospital, a brand nevw facility
_with no training programs whose director was greatly interested in
— the NCEY type of program.

. N .

RCPH is a unitized hospital following the growing national
trend toward’ an interdisciplinary . team approach ta_habilitation
Its OT's ar'e members of teams consisting of

and rehabilitation.
/////’\social workets', psychologists, psychiatrists, nurses, and teachers.
. RCEA could, however, provide only about four trainees at any one

) "time and OT experiences solely in a children's psychHiatric setting
would be too limited. ‘At *AOTA's suggestiorw, we searched for other
clinical settings to supplement the clinical experiences at RCPH.

v
)

¢ Two New York City hospitals we approached were interested.

- . !
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RCPH itself is an inpatient facility which provides care and treat-
‘ment far children from six to 16 years of age. .
<

5

. = - -
, . N - ’ .

One, however, had no entry- level paraprofessional positions and, .
Wwith a budget freeze, could create none. The second institution's ..
chlef occupational therapist had just xsslgned, and no replacement
had been found. -
. 3 !
The problem was resolved by RCPH's d1rector, who was able ‘to
assemble & consortium of four clinical institutdons, including his

own, in Rockland County, New York. "

-

The agreement v

.

DMH approved an agreement between NCEY and RCPH for RCPH to

organize the consortium. fThe State HD agreed that one of its

institutions should be a part of the conSortium. AOTA had re-

commended that we expand training opportunities in OT to include

work experience in physical medicine as well as in mental health. .

- |
RCPH Oobtained agreements from the other three institutions )

1nd1cating their w1111ngness tor serve as clinical collaborators in

the program. They are”: -

--Rockland State Hospital: an inpatient psychiatric facility
which provides care and treatment for patients 18 years of -

age and older.

. ~
’

--Letch&orth Village: an inpatient facility which provide's

" care and treatment for mentally retarded persons three years
of age and ‘older,,and special care for the.-retarded wi
physical handicaps, including €he multiply handicapped.

--New York State Rehabilitation Hospital: a residential
treatment center anmd out-pgtient clinic for the physically
hanflicapped of all ages. N

'

»

MHD agreed to offer project graduates employment at appro-

prlate 1nst1tuﬁlons and to 'spread the model to other MHD insti- .-
tutions. . -
4 1
. .7 { ~
Y » . . - . Ve
Selecting college collaborators - o ,
. ~

o . ), 1 - . e - . »
. In its search for academic, institutions, amenable to .the pro- *

gram's/basic approaches and willing to modify traditional mode;,
NCEY und only three in Ngw York City which prepared OTR's an

none preparing COTA's. Since more training facilities are needed,
it was decided in,cooperation with AOTA, to investigate the possi-

- - *s .
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'\two-year sepior college program for OTR's. .The Institute had .

. I1I-8 o/
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~

bility of stimulating the development of new OTR and Comf/igggrams

in academic institutions willing to collaborate. We were ised
thdat this would be less difficult than attemptlng/ggzchange ex-
1st1ng programs. -

-~ -
A few preliminary contacts with t o tuny community golleges
were made early in the project's development, but they owed no

1nterest.' A meet;ng with the Academic Dean of the Hunter College
Institute of Health Sciences, hoyéﬁer, indicated a defiphite in-
terest in the possibility of working with us to start 3gn QT pro-
gram. Negotiations had to be delayed as we still needd& to locate
a community colleg€d, since the\ggizir Institute Qffers only the
third and fourth years of a baccald reate program. .

When the director of RCPH agreed to organize the clinical
consortium, he also recommended that we appreach Rockland Commun-
ity College, a two-year, college. We did SO and reached an agree-
ment. The college agreed to offer the two-year COoTA program pro-
vided funding and”logistic details cegGld be worked out.' The
chairman of the college's Human Serv1ces Department was designated
for liaison with the program. .

RCC has a record of cooperat1ve educational programming with
the four collaborating clinical institutions, particularly in its: ‘|
.Human Services Program. Recognizing the critical shortage of
competent human~service personnel, the State University of New
York and State Department of EBducation selected the college to
develop a curriculum which would prepare productive workers in a
wide variety of human-service agenc1es. The Rockland program
leads to an associate in applied science degree. The college had
been planning to include OT among its human, services offerings, N
which particlpatlon in the demonstratiodn’ will enable it to do.

-

Y
Ly

In~March 1972, we were able to reopen negotiations with the
Hunter Insti;yte, which by May had formally agreed to offer the —

planned to” add an OT program as soon as. feasible. U81ng the con~— ~
sor tium 1nstitutlons as collaborators will enable Hunter to open
an OT program without the prohibitive cost of Sett1ng up cXrinical
laboratortes and, with a resource of gualified OT,personnel, to ‘ .
augment its instructional staff. . : .

. | W ”

7

Y

THE PLANNING COMMETTEE , : . .

.

Prom November 1971, through May 1972, a planning committee ' .
met regllarly to outline the steps to be ‘takeh 'in preparing a .
comprehensive funding proposal., Initially the c8mmittee consisted

‘of representatives of the clinical institutions, AOTA, NCEY, and

state manpower consultants. As they agreed to participate, the
s ) . v i

»
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academic institutions were included in committee meetlngs. The
committee decided that a job analysis was essential if we were to
effect changes in OT preparation and practlce, and that a curri-
culum be written reflecting the job-analysis results as well as.

emerging trends in the OT-field. *

JOB ANALYSIS®: _ ‘ . . -
T N .

£

At the planning committee's suggestion, jobs performed by OT's
and OT Assistants in the four hogpitals of the consortium were
examined. The study sought to obtain informatjon which would:

(1) dlstlngulsh the tasks performed by OT's and OTA's; (2) deter-
mine the klnds of experiences which could be given academic credit; !
(3) provide the basis for developlng classroom and cllnlcal curri-
cula; and (4) indicate- needed preceptor training.

Of considerable importance to the job analys1s was a study
conducted at Ohio State University; "The Development of Occupaﬂ‘
tiondl Therapy Job Descriptions and Curricula through Task
Analy91s ‘RCPH's chief OTR conferred with the director of the
Ohio State study regarding the kinds of 1ssues to raise in struc-
tur1n¢7the local job analys1s. ’

'

The analysis was conducted in several phases. The first ex-

,amined OTR jobs, using a questionnaire to de'termine functions per-

-

fqréed and estimates of the relative importance of functions in
terms of time spent on, each. The guestiopnaire was pre-tested on
all OTR's at RCPH and mlnor revigions were made.
-
After a tralnlng sess1on, the chief OTR of each collaboragfting
institution administered the questionnaire ahgysgnducted follow-up
‘interviews' wifh the OTR's at ‘his institutjons : !

»
. \ . n

There was a h1gh level of agreeﬁ//t‘re arding the amount of
time and 1mportance of the activities and t%e\amount of time and ,
1mportance of_varlous treatment- areas and proceduresr-\ ’

~ L} i v . “\

To find out whether qustionnalre rep11es were con&ft;oned by
what respondents thought was wanted, an observer did a timed spot-
.check at one institut o get a representatzVe prcture of the
job. There was good ?%::EEent wi'th questionnaire responses.

e - ‘

In the second” phase, information concernlng tasks performed
by the assistants .was obtalned from three of. the four\ hospitals.
One hospital does not yet emg@oy assistants. Sixteen \assistants
were randomly“selected from units within each- of the tHree hos-
pitals. With minor modlflcatlon, the -format andsitenis used in
the OT questionnaire ‘were uoed in the oTA questionnaire. .

. 59.
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for OTR's and COTA's to include new functions toward which the

. the writing of the curriculum to a subcommittee composed of the

. c¢ontext. Specifications’ have been made as operatianal as possib]a.
.The curriculum will include recommendations for 'delineating appro-

‘ITI-10 ..

! ' ¢

.
. - , -
- Y -
, [ . -

The assjstants' scope of functioning was more limited than
that of the herepists., Some functions they did not perform at
all. Agreement-among assistants in the three institutions in
ranking time spent on job activities was high although 1nd1vidual
assistants in each hospital specialized in different areas. (Por,
the job analysis, see Appendix @ .) ’ .

g . ‘ ' . ¢

s

Job restructuring

Discussions of the job-analysis findings among OT supervisors o
and members of the planning committee led to redefinition of roles

profession is moving ‘and to reallocate tasks so as to useﬁnéﬂpower

more effectively. 1In the new roles, the OTR is perceived as a
supervisor, consultant, educator, and nighly trained specialist,

while the COTA ‘assumes most of the "general Practitioner"” func~ )
tions. . .

N ’

The skills, knowledge, and behaviors essential to competent.
pexformance in the new roles were identified. This, together with
the results of the Ohi6 State study and the local job-analysis,
provided a.basis for constructing a curriculum.

N
‘Curriculum develogmenQ - ' . ,
7 .

.

After outlining and categor121ng the knowledge and SRI;}
needed to perform the ;asks,jwhe planning committee turned dver

Dean of Academic Affairs at the Hunter Institute, two OTR con- -
‘sultants, and NCEY's liaison representatiye to ‘the OT program.
They completed the curriculum, which was submitted to the planning
committee for recommendations. & final draft was then prepared.

v . A — s

The curriculum (see Appendix p ) covers both academic and
practical portions of training for the newly defined COTA role.
It includes theory ‘and pregrice and is organized by functional

priate clinical -and didactic training. In dddition, prOVision
will be made for students to acquire ‘a "body of general informatioen
and understanding in the liberal artys and sciences, as well as in
OT's more technical aspects.

>
;.

Six broad areas have been identified which encompasgs the
total range of knowledge and skills required in the .fixst two
years: , : N
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. , I .Generic knowle#ige and skills ’%

g II 'Normal growth “and development
"ITI Cogn1tive and pérceptual:- motor dysfunctions ‘.

¢ e

n‘.-IV PhySical dysfunctions . ‘ . )
. ,—# “baily life tasks, 1nclud1ng vocational eValuatlon and
- tralning - R - ‘
. ~ VI P%ychosoczal dysfunctlons s - ) T ' b

Za
’

Identificatlon of the sax areas was an organlzing dev1ce tb
‘dassure that relevant knowledge and skills would mnot be omitted.

Theré is a good deal of overlap. 1In actual trainlng, content from :'1

&1fferent areag ‘will be [fused, correlated and sequenced

- '
.

- ' All of Areas I and II could ‘be comblned with selected materlal .
from .the other areas to form the basis for tra1n1ng“and education .~ -
‘in most allled health occupations. Materlax would have to be adged

for particular. occupatlons. . ¢ov S ‘ ce
. + . .l . . A . : )
@ Beveloping the model . T o 4 .o ' . ’
. 'l - _' ot .
. g
. Unlcue go the pro3ect is its concept ,of° coltaboration among

-t ,vemploying apd academic 1nstitutions, a proféssionaI society, the
applicant gency, and key representatives.of state agencies im=- -

-

-portant “to the success of the project and its ultlmate 1nst1tutlon- . >
<, allzation. ) . ; . . . \
s . . . . .‘ . v/ . 1‘ . - - h,, . . " .. ” -
¥ . . - T , ., 1y - : .. ’ ’ . - .

Policy boarh ) PR ' g " . RIS I
. e rx e 0 ,"A M s N [ .
s The collaborators will set pollcy for operatlon of the' project .

' . through membership on a Policy Board.’, THe Policy Board will in- *

clude one ;epresent%tive of each of the four collaborating élinical
=z 1nstitutﬁ€ns, the twa colleges, AOTA NCEY, the, spec;al manpower

‘programg of the Health-Department, and the manpower utlllzatlon _’
' stagf of the Mental Hyglene Department,, and at least one student .

representatlve. . . - . . - .
. ‘ N N S e
€ - . “a ) . .. . -
L . : . .
o JORY ~— - 4 ' .
- Employlng instztutbons Lt . -~ Sa o ~

A kA . «

\ .. Emproying institutions will Atcru*ﬁ and screen candidates for
o the program and*recommend them- to the program director and staff ' L
.. for ‘final‘selection. .Each employer=-collaborator will provide
' clinical fa ciltities and instruction for trainees employed by all |
the partlcipatiqg hospitals, according,to the :demonstration's | .
-, curr1culum, In addition to generlc‘og training 'at all tHe insti- '
: tutions, kack w;ll offer special learning opportunities« . : -

. ’-l . —— . 1 ,

! e ,The mew'York State Rehabilitation Hospibal-rexperience in

-

’ .
T . L1 . ' 3 o
P4 ~N ‘ . . 2 , : . ‘. K ‘
- Al . . . .
L LR . 4 . ’ - 1 . . .
) .. .. . . . .
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rehabilitation of patients of ill ages with physical dysfunctions.
.‘. ¢ - ) ‘w ' o‘ ) " "
. Rockland Children's Hospital-ctinstruction in an interdiscis
'plinary team apnroach to habilitation and rehabilitation.

.

.Letchworth Vlllege--oractlce w1th the severely, profoundly,
and multlply handlcapped retarded.

+

—
- a -

ra
Rockland ' State Hosp1tal~-exper1ences with the mentally 111

. .

of all ages,.lncluding gerggtr*ccoatlents.

Trainees' work and vacation schedules will be arranged by
emoloyers so that they can rticipate Fnlly in trgining. Pro-
motion to COTA and OTR positions will be assured to all enrollees
. who gualify}. 'in accordance with provisions of the.OT career ladder

'serfeeﬂof the state Civil Service Commissign. :
J .

»
- >

.
-

‘Collaborating Colifges N . ,

@

R

- hese institutions will offer associate and baccalaureate
degree programs which are pre- -planned _and continuously coordinated
for maximum .articulation. They will glVe advanced standing for
rellevant skills, knowledge, and experience previously acquired by
students, using existing instruments and instruments to be devel-_

“oped. - a

v .

.
@

_-They will be responsible for the educational quality and

acagdemic accreditation of the learning experiences, including

- clinical practice at the employers facilities and classroom
components that may take place there. , The academic programs will
-operate on a year- round (ll-month) basis.

’
.

PE
7 L] N - .

,

Ameriban\bccupatiOnal Theragy Association .

AOTA, which now permlts a COTA without a baccalaureate degree
‘to 51t foy the OTR examination, is setting new e11g1b11 ty criter-
*ia which wllL\‘nclude experienge and demonstrated self- learnlng as
an, alternatlve to formalﬁqucaEKon.

v

.‘AOTA has‘two distinct roles‘en the project:

’
[

i.. as consultant am advhser so that the program for
preparing oT 5331stants will be accgedited, and students who
.complete’ the traznlng will qualify to sit-for the OT registry

vexamination.

.
-

. \
'Using the project as a testing ground for standards

v’ '

42
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(

being developed by AOTA wuwnder a Feéeral‘contract with the Bureau
of Health Manpower for assessing students' proficiency and progress.

»

National Committee on Employment af iouth .

NCEY will provide fiscal management and control, technical
assistance, monitoring, and evaluation of the operating program
and will feed back findings to the program staff and the collabo-
rating institutions to help refine and adjust the project in the
light of its objectives. NCEY will prepare a final report der- ’
scribing the program in detail, evaluating the different components, .
and containing recommendations and guides for modlflcation and re-
plication.

)

v

Specialists in the State Health and Mental Hygiene Departments

The project's replicability is of concern to the two depart-
ments. * HD's durector of special manpower programs, its senior
consultant in rehabilitation therapies, and the Mental Hygiene
Department's manpower utilization specialist will guide the demon-

stration and give consultant help. °
[} . . \’
. Staff ' . !

Under the Policy Board's direction, a brogram director will
be responsiblé for managing the demonstration, including the -
" education and training curriculum, staffing, staff training, re-
lationships apong the collaborating institutions, and other ad-
ministrative tasks. Two OTR's will be hired as education and
training coordinators--one at Rockland ?ommunlty College d one
at Hunter--and will conduct the academic programs, coordj e in-
structional activities with clinical experience$, teach some
courses, provide aFadeéic guidance to students, and prepare
students to take examinations 'for proficiency acécreditation and, ,
registration. Pqur OTR's will be hired as preceptors, one assigned
to each of the four clinical facilities, to give clinical instruc- .
tion, student supervision, and counseling, and .to manage scheduling,
of students'.time. Part-time instructors will be- hired at both .
Rockland Community ollege and the Hunter Institute to teach
courses not covereé by the edut@%ion and training coordinators, the
preceptors, or other clinical and academic faculty. Tutors will be
employed to assist students in strengthening academic skills such
as reading, report writing, and mathematics and science funda-
mentals. An evaluator will® be responsible for evaluating the
projeot and feeding back findings to the program director and
Policy Board. Consultants will be gmployed to plan and conduct
staff training workshops, develop and administer proficiency
measures 'for students, and as guest lecturers. : ‘

’

-
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Evaluation . -~ o

e

The evqluation of this project will serve two functionss

Provide a detailed overall judgment of program effect-
iveness by comparing program outcomes with information colﬁected
before and during the program. )

Provide feedback of interim data ‘analysis and considered
observation on which to base program modifications during the
demonstration period. : :

We will evaluate the career development of individual train- .
ees, changes in OT roles,‘staffiné patterns, job performance,
mobility, effect on accreditation and Civil Service systems, and
effect on and relationship to other ocbupationqﬁ

v

low the model will work E

»

Sixteen health workers in the four clinical institutions
will be enrolled each yedT for a.five-year period, for a total of
80 enrollees. Before students begin training, the program dir-
ector will confer with their 'imhediate supervisors so_that their
schedules are adjusted for participation in the clinical and ‘
academic program. He will arrange for zssessment of the students!'
previously acquired skills and. knowledge and for tutorial ser-

vices. The education and training coordinators and preceptors
will take part in these activities. /
- . e )
( . ’ . ’

Student assessment

Students' proficiency will be assessed in three areas;
Academic subjects, professional knowledge, and clinical practice.™

Perférmance,on appraisal instruments and observed com-
petence will help determine what learning experiences are
necessary for -a pdrticular gtudent and what advanced standing
will be giveneoﬁ the basis of demonstrated competence achieved
through prior experience,

" Academic assessment will be based 'upon existing tests avail-

able in New York State and measures applied by faculty of the
colleges. . .

. R -
-

Advanced standing and credit fér both professional knowledge
and clinical practice.will be awarded by the colleges on the basis
of test assessment and observed competence.




. Student Selection

-

Por the first vear, aide or assistant-level personnel current-

ly worklng in 0T departments of the clinical institutions will be
selected. The second and subsequent cycles.will Braw from the much
larger pool of patient-care personnel at the "aide or attendant
level, selecting those whose work histories reflect an interest in |
worklng with patients and a general sensitivity to the' habilitative
"¥ole of health-service personnel. Those selected will not need to
have had direct OT experience. ) ” ’

. Recruitment and preliminary selection of candidates will be
. done by education committees in the collaborating institutions,
. ¢ which’ have management and union representatlon. The committees .
' will recommend cand$dates, to the program director, who will arrange
. for final selection by the staff. .
Selection procedures will include evaluation of candidates’

* work records an@d attendance, carefully structured interviews to
assess motivation and aptitude, and written tests (not standard-
Azed) to identify persons whose reading and writing skills are in-

+ ' adequate to permit them to participate in the program,

~

Clinical assignments

~
& Clinical assignments for students will be made within the four
institutions comprlslng the consortium, and will include at least

three months .in each institution, enabling students to experience
the full ,range of OT serv1ces with a wariety of populations.

-
“

.When a stydent has'’ completed a minimum of three months in a 2
eath of his clinmical a831gnments, he may choose to. contifiue ro-
tating his assignments or to gain more experlenoe in one specific
1nst1tut;6n. , . . . -

“The full-time preceptor (an experlenced O$R) assigned to each
'cllnlcal institution will have day-to-day responsibility for super-
v151ng, instructing, and counseling .students,

A\

Aéademib instruction

»

Whenever feasible, academic instruction will take place in the
clinical institutions. The breceptors and the academic coordinator
will have faculty status at Rockland Community College and will.
teach OT courses. The directors of the OT departments also may be
designated as clinical instructors by the college.

Stﬁdenté are expected to achieve associate degfees and become
, :

Vo
" A
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COTA's in one to two years, and to .prepare successfully .for the.
OTR examination in about three. to three-and-a-half calendar yedrs,
earning baccalaureate degrees at the same time. h
) & :

At the end of 18 months .we expect that substantially all of
-the, firgt group of ‘students will be CoTA's, functioning. in the
redefined role. Actudl e¥perience with -the first two-cycles will
provide more substantial information on which to hase estimates,
of time for program completion and actual achievement of career
goals. o, > .. .= ’

‘
o

Staff deéeggpment . .

hd -

Just ﬁrﬁpr to the start of the progréam, three three-day
Ttraining institutes will be held for all the administrative and
instructional staff of the colleges .and collaborating institutions,
using*b§n;ultants for leaders. 1In all future years, three two-day
tréining sessions will take place, led by project staff, :

bPlans for -continuation and replication of the program

We are’taking steps now to establish a training base in each
collaborating fnstitution for continuing'the program after.thelk
demonstration: period. Through subcontracts with: Roekland Commuhity
qulege and the Huntef.College Institute, we will locate academic
leadership for training within ‘these institutions. Both colleges
have congidered organizing O7 programs for some- time," and Rockland
" ‘has already received approval for its program. Both are already
studying ways of providing continuing support once the programs
‘are. established. The colleges anticipate receiving additional
revenues under the Federal Higher' Educatiodn Act.

<

We anticipate that once the training program proves its
worth, the clinical institutions will be in a position to nego-~
tiate for inclusion of the project preceptors .in their reqular
personnel structures. )
. * VoL e ' i

The medical director of the New York Rehabilitation Hospital
welcomes this opportunity to'initiate an'OF career ladder and a
staff-up~grading brogram. Because .the hospital is planning sub-
stantial expansion,of staff and facilities for the next fjive years,
there is good reason to gxpect that the present high degree of -+ -
interest will result in continuation of the trainéng there.

We have a commitment from the director of Rockland Children's
Hospifal to continue training beyond the life of the program and
to maintain the collaborative effort.

. ) »
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.The Office of Manpﬁwer, Employee Relations, and Training of
the Mental-Hygiene Depé&pment will make the results and procedures
of the project availablp to other institutions in the state system
and urge them to consider replicating it.; The Office will also
-ask state educational institutions to add such a program. )

Ward-level pefsonnel in MHD institutions will be notified of
opportunities to &pply for the program. It will thus be available
on a regional sbasis. The Department will encourage directors of
other state institutions to make budget requests on a line basis
to permit their employees to participate in the project.

NCEY, through its publications and reports, will facilitate
replication throughout the country.

] L]

s
LY

Funding ;

A first draft of & grant application was prepared for sub-
mission to the Bureau of Health Manpower Education of NIH in early
1972 to meet a‘March 1972 submission deadline. At a meeting with
BHME staff in February, they suggested we include additional inform-
ation and material and urged us not to submit{a formal application
until the model was,more fully developed. .

’ » 1

We submitted a revised second draft in early June and met
agdin with BMHE staff. '‘They encouraged us to make a few more
revisions and to clarify-some ambiguous points. This was done, and
a formal proposal was submitted June. 30. We will be notified in
November whether the proﬁoyal has been approved.

The proposal requesfsg$1,124,56é for a five-year special
training program. : .

Y

In mid=-June 1972, theé New Yo}k State.Department of Civil
Service filed a request to_.POL's Regional Office in'thé‘iﬁga‘
of $156,309 for’an‘upgraaéﬁqomponent of its Public Service Carkers
Contract to sup§or;/pur OTgﬁemonstration for 18 months. ih numb&r

of problems remain to be r#solved, however: -
- R

—1., fThe Department’s?ﬁgn pfojects must be funded frpm
Fiscal 1973 monie%iwhich have not yet been allocated
to the region.

l '-“f

<

"2 The proposal's ébqfly nature has led Regional DOL
officials to advisk us to review the budget thoroughly,.
make cuts where p¢ssible, and obtain contributions from
other sources to gyé€duce the amount requested from DOL.

il " .
(. i . .




Next steps

Follow-up on contactg with funding agencies: NIH and
state pPscCp )

i

'y Investigate potential ney sources for funding: OEO, etc.

Continue contacts with State Deﬁartments of Health, Mental
Hygiene, Civil Service, and Bducation, and with academic and

clinical collaborators . i

[} 1
Continue curriculum development

Identify existing instruments for measuring proficiency;
develop new instruments as ‘needed. . . ’

I3
.
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NURSING MODEL _—

This ptojeJt will seek to enable employed, capable, and
motivated paraprofessional public health assistants (PHA's)

. who cannot afford a full-time nutsing-school program to be trained
as junior pubgec health nurses (JPHEHN's) and public health nurses
(PEN's) in thé New York City Depattment of Health. The project
will increase the supply bf PHN' 8, who are in critically short

" supply locally and nationally, while providing upward mobility
to a disadvantaged group.

, Success in a demonstration conducted by the nation's largest

municipal health department would be applicable to departments

and other health employers throughout the nation, particularly in

large cities where health services to the disadvantaged need drastic.

improvement. It would be especially important to the many community

health centers staffed by large numbets of paraprofessionals, mostly
ot in dead~end jobs.

, Collabotation between the New York City Health Depattnent (HD)
and colleges is an important innovation at a time when expanding
nursing-school programs are having serious difficulty finding
* qualified faculty and adequate space--both of which HD will provide,
The project adds a dimension to work-study- by using work sites as

. i_léarniag centerg integrated into the academic curriculum, a feature
¢ \;%at would be helpful to many othér traininyg centets for RN's and N
NJBO - .

0
N -

The project will- eatablish collaborative telatiOnshipa between

HDP and degree-granting institutions and use new curricula and -
training methads to enable employed PHA's and junior PHN's in HD
to become PHN's. It will seek  alternatives to conventional college
requirements that maintain high sté&ndards and are less costly,
shorter, and more,releyant ‘to participants. It will help to

. increase the supply of professional nurses equipped by background
and training to serve inner city communities.

‘The program will annually enrolil 20 PHA's employed by HD
and prepare them to become junior PHN's (Step 1) and PHN's (Step 2)
in the department. "HD will promote them to these positions as they-
qualify. Starting in the"second progranm yeat, an additional 10 ’
JPEN's will begin at Step 2 to become PHN's. By the fifth program
year, 100 PHA's and 50 additional JPHN's will have enrolled.

A -
.
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; BLS in 1970 reported 660,000 RK's in the nation and 65,000 -
needed annually to 1980, with a steadily rising demand. Predicted
passage by Cqngress of a national health-insurance program 1is

expected to lead a vast increase in demand for nurses as well a
other health-care personnel. . '

s

In New York City, municipal hospitals had 8,000 nutse .
positions in 1970 but only 4,227 nurses on the job. The city's
hospitals had less than 40 percent of their budget-authorized )
positions. Bellevue Psychiatric Hospital had less tham 10 percent.
In 1969, 1,404 RN's entered the municipal system but 1,272 separated.

At the New York City Department of Health, the city's major
enployer of PHN's, 108 of 665 budgeted positions for public health
nursing personnel were "permanent vacancies" in December 1970 because
of -a lack of candidates. HD has never been able to supply enough
PHN's for the city's school-health programs. Expansion of community

- health facilities, for which there is much community demand, will
aggravate the PHN shortage unless new training and accreditation
. approaches can be developed. '

»

»

4 s
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Steps taken to meet needs . !

-

- ’ / R : ,
HD has taken ‘several major stéeps,to increase nursing personnel
at all levels: :

--To recruilt new staff, HD participates in a cooperative
high-school work-study program enabling a student to °
work half-time at a health gtation during the senior
year and become a PHA upon graduation. This program has
so stimulated interest in nursing that half the enrollees
go on to community-college nursing schools. Lacking its TN
own training program, HD loses these recruits.

--To meet the P&ﬁ shortage in the schools, PHA's were placed
there 20 years agd to relieve PHN's of many non-nursing '
functions. The PHA must have a high-school diploma and a
vyear's experience in a medical setting. More than a third
of the PHA's are licensed practical nurses who prefer HD's p
regular hours. »
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--4 genior PHA position was agreed upon in 1970 by HD and
District Council 37, American Federation of State, Couaty,

. -.and Municipal Employees, which represents all levels of
public health nursing personnel. The position has not been
approved by the city.Personnel Department’, reportedly because
it carries no new duties beyond the PHA's. ED has, however,
set up the senior PHA as an in-house promotional title with
a salary differential to comply with the union agreement.

This has not reduced staff turnover.

Y

--In 1970, HD converted the title of.staff nurse to junior PHN.
This expedient can solve little unless the supply of RN's is .
replenished at a more rapid rate than up to now, since the -
total supply of new nurses in New York City falls far short
of.the demand. . ’

A
s

-

Present réquirements

A junior public health nurse (staff nurse) must have.completed
‘an approved nursing progpam either in a community college associate-
degree (two-year) program, 4 hospital-related diploma school program
(usually three years), or a baccalaureate (four-year) program and '
have bassed the state nursing registration examinations.
Requirements for public health nurse have changed since NCEY
began to work in this field. Under state regulations; PHN's are
required to, have a baccalaureate degree in nursing as well as an RN.
Until June, 1971, PHN's in New York City were only required to have
an’ RN plus 30,specialized credits in an approved college program; a
baccalaureate’ degree was not required. 1In actual fact, however,
the 30 credits were available only to .students enrolled in a bacca-
laureate nursing program. Thus, a year ago it .wduld have been
possible for NCEY to design a special 30-credit college institute
separate from the BSN programs. Since the 1971 Legislature removed
the HD's ekemption, the baccalaureate program itself must be re-
designed, : S o
> . ¢ <
" Paraprofessionals' roadblocks to advancement .

The only promotional route now open to PHA's ig the Civil °
Service clerical series. HD Trecently lost 30 of its best assistants
,at one time after they passed these examinations.

-

Most PHA's would like to stay in’nursing-—mofe‘than 56 percent
expressed interest in participating in an upgrading program. But '
most. also have families and cannot afford to quit work.to go to '
gchool. About 20 of the 385 PHA's attended evening courses in 1970.

¢ ' N N
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Oﬁly-one or two of the city's hursing schools offer such courses, .
and these place heavy scheduling burdens on family heads. HD
paid tuition but gave students no released time for study below
the baccalaureate level. ’ 'y .

\
L

Ascertaining the feasib;lity of.alternativeq in the fiald

The process of selecting public health nursing for model
development began in November 1970, with a’'series of meetings
between NCEY staff and offigials of HD, who were ready to congfder
collaboration with NCEY for career development in several occupa-
~tiouzl-arees.- After four months of consultation with HD bureau
directors and examinatjon of personnel requirements, promotional
Practices, credentials, and career-ladder planning, the first
choice of both HD and NCEY was public health nursing

' A}

, The fie€lds of sanitarian and public health educator had also
been. considered. ' But the current surplus of technically trained
persannel created little incentive for upgrading paraprofessionals
to sanitarian. Public health educator ‘held out little promise as
a'promotional goal because HD, the nation's Jargest municipal .
health department, employs only 30 educators. Despite considerable
"interest in expanding HD's public health education services, HD
officials foresaw little likelihood of restructuring the dutiesg:
or Eunding significant numbets of new positions.

Before deciding. on nursing, NCEY consulted New York State
Nursing Licensure officialsg and National League for Nursing staff
to discuss the project's objectives. They encouraged us to- proceed
and referred us to recent league policy statements uwing more recog-
nition of students' prior education and experience. Both agencies
offered suggestions as to local nursing educators who would be |
receﬁ%ive to our ideas on nursinyg programs. o f

x LN

A discussion with the.Dean of the Hunter Collégg School of .#
Nursing, who had built a related Program* for the City Departmedt
of Hospifals, led to the establishment of a coalition of the forces

needed to make the project succeed. Representatives of HD's units

on public health nursing and professional education, the union,, .
the city's Health and Hospitals Corporation and Personnel_Departmenpa-
and the nursing depantments of several CUNY colleges and CUNY's - '

central adminisprative o0ffices weighed ideas for the project.
*An Experimental Work-Study Program to Détermine'tﬁe“Apyropriate

Method to Prepare Licensed Practical Nurses for Professional Nursing,
PHA Grant No. NPG 368-01 '

/
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, - The coalition’s exploration of prohlems and alternative
‘solutions had the following rasults: . ’ /
. A .

. ~--HD documented its need for the project, l . ',
Rl --The readiness of PHA's to participate in an upgrading
o program was confirmed’'in interviews at all health stations.

2 -"

»
.

. ~-An d&tlculated program from PHA through JPHN to PHN was -
I g agreed upon.
-~The Health and Hospitals Corpbration committed the use of
’ _ its facilltleé for in- hospltal cllnlcal experience. ‘
%

.

--The union 1nd1cated it would help with funding.

--What appeared to be a major hurdle was discussed and over-
come--the fear that state licensure afficials would.not
approve, a work-study model ags an alternative route to
credentials. A folldbw-up meeting of coalition representa- .
tives with the secretary of th ate Board of Examiners

, for Nursing established that this would not be reason to
.disapprove a program Whlch met state standards for educa-
' tional content and instructional quality.
' .

The coalition has proved of continuing value in generating

nd testing ideas and advancing the project's development.

.

The support pledged at the initial éession convinced HD of .

+ - the project's feasibility, and in March 1971, a draft contract
between NCEY and HD was prepared. ’ A formal agreement was signed
June 11 by the Commlssioner of Health. -

-
13 [

The agreement . .

»

. (See Appendix R for the memorandum of agreement).
’ A !
HD has agzeed with ,NCEY to'collaborate and test alternative
requirements for, apd routes to, credentials with these object-
ives: ., . N )

-~Egtablish a system of upward mobility, shorter and more

- re'levant to HD and its employees than existing routes to
professional status, that will provide caregr progression
from PHA to PHN, with'an intermediate, professional step of
JPHN, while employees remain on the HD payroll at full .
salary. ‘

»
.

. ~~To develop a, work-study model for- training PHA's based on
the knowledge and skills required to perform competently ,
,‘ . at each level so tbaﬁ HA's can capably assume h;gher re-
- | pon51b111t1es and gain recogniigd credentials.

, . R . . s .

\‘)‘ ’ [ . |
‘ . . s . ,
ERIC , .. 58 AR S
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Develqping the model
p )
JOB ANALYSIS ) ‘ .

v
\ .
(r . » ° -
T
-

sTo carry out its responsibility for designing the system
‘for upward mobility, HD has undertaken an extensive analysis of
public health nursing tasks and jobs in four health districts
in New York City which together! encompass prototypes of -all of
the programs and geographic variations sgerved by its Bureau of
Public Health Nursing. The analysis is 'being cgnducted by the —
.bureau's associate director assisted by an expegienced consultant.
The analysis has identified the tasks performed and skills<and
knowledge required at each nursing “level in the bureau. :

A committee organized to oversee the job aﬁa;ysia was . P
-composed of supervisors; public health nurses, juniorepubl T o
health nurses, senior public health assistants, licensed pracdtical v
nurses, and public health [assistants in the four districts. elected
staff'in each distritt were asked to maintain logs of their adtivities

in one calendar week; from this they compiled lista of tasks
performed. ‘

o~

»

The committee then analyzed the descriptions and prepared
the job analysis, including a listing of .akills, knowledge, and '
training necessary to do the tasks and the .percentage of time spent
on each tdsk. To date, job descriptions have been completed for
public health nurse, licensed practical] nurse, senior public .
health asgistant, and public health asslstant. The data on junior .
public health nurse have tbeen gathered but not written up. An .
analysis of the tasks performed by each title and a plan for re-
distribution of tasks,to the most appropriate level of ‘persannel
remains to be completed by the committee and the Bureau of Public
Health Nursing. ] . ’

The increasing diversification of heaglth progrems and currént °
trends in the delivery of health care provided the motivation for
the job analysis.. The intent has double significante and value: -

1. To identify actual duties being performed by each level
of staff and the skills required to perform those -duties.

. ' ’

2. To reallocate on the basis of,analysis and evaluation, .
functions which maximally utilize skills for all levels of sgaff.
(See Appendix S for report on job analysis.) ’ .
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' BeTkcting Eollege collaborators o
L4

) .
¢ _ . . ,
- . ‘

", We proceeded cérefully it approaching potential college -

‘collaborggers. ‘With'the help add advfce of our advisory committee, b
.« ' we chose codtentrate our efforts on selecting a unit or units -
, . ©of 'CUNY. There are gdvantages and disadvantages to this decision. -~

Y .o ‘ *

At the outset o n experimental program at CUNY, -enzollees
. are 1ikély to be treated as special students for whgm tuition T®
- charged, bug once they earn a required minimum of credits, they
become-matriculatedtsﬁpdents. Free tuition fpor New York City . .
residents patriculatibg at COURY institutions” makes their selection- —
- ‘advantageoud. ' ' .
CUNY's open-enrollment policy*,adopted in'.1970, has over-
taxed {its colleges' capacities and decreased their ability to
.support new adult programs. - Sharp cuts in city and-state higher-
- 2ducation budgets in the past two yearss have made the colleges'
. figcal situatidén even worse. OQutside funds must therefore be -~
s sought to defray the.colleges' added expenses related to' the
- project.’ Further -complicating the problem of selecting-college .
+ colldborators has been the ‘exgfreme crowding of nursing schools.

LA

- We constdered locating the entire-program in a senior college,

bat, after discussion with the advisory committee, decided nét to
"do 8o. ‘The PHA can qualify after two years of college for the

state RN exam. The nursing courses, satisfactorily- completed at

v~ @ CUNY commupity, college entitle the student to an AAS degree
with credits that the Board of Higher Bducation has ruled trans- <
ferable to any CUNY ‘geni6r college. To strengthen the status of
community cclleges, CUNY policy does not permit senior-college,
nursing schools .to award AAS degrees (with one’ éxception noted below).

. -' ’ - . . L 3
Tﬁe special Hun'ter College program that prepares LPN's to
"become .RN's awards only & certifigate, and there 1is no assurance
that course credits can be applied An a baccalaurgate progranm.

Comduﬁjty'Co;legés: S N » ; ‘:¥ : A
, . The search for a oowmunitx'collegé,ta offer an'aésociateidegree
program begap, in the spring of 1871 and, because’' of*limitations

and problems' fZcing the various gchoélsJ consumed over k5 months.’
. . 3 :

»

ok - . N
[ § & ¢ - . &, :
h The first. community ' tollege contacted did not show enough | - ,
initiel ingerest to warrant further consideration. . '
. N R S o : '

\ -
- .. 7
, . ] >
1 ¢

bntollﬁént entitles anyone who graduates from a city"ﬂigh

*Open

.. . . ‘ N
- s o b4 ' . ' . ~ 2

" s school to enrollifhe~follow;hg yeat in a- CUNY éollegg.' _ '
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A second community college cqntidéred.beccming a ‘collaborator
until,  in June 1971, the head of its nursing department decided
that student unrest which was plaguing the.school, difficulties
caused by a sudden influx of new students, and demands 6n- depart-
ment staff to strengthen existing curriculum militdted against
taking on further . responsibilities. T ’

LY

A recommendation by the advisory committee thenm led to extensive
‘negotiatfons with a new institltion which was about to launch a
nursing. program and was the only school atthorized by CUNY to offer
both two-and -four~year pursfhg courses. The college was in the
process.of employing a nursing education director, and she was not-.
.in a position to respond conterning our project until Novenmber. .

After'a long geries of discussions and despite the college's . '
interesty negotiations were broken off for two reasons: The start
of the regular, nursing program was deferred six months on recommen-
dation of state licensure officials, causing a substantial backiog -
. of egrolled students on the nursing waiting list, and an already
r designed curriculum the faculty wanted to use exclusively for the
first four years. ' .

Hostos Communigy College gltimaiely became the assoéiate-degree
colléboragor. Hogtos opened in 1970, with a promising program .
focusing on health careers and with similar goals to NCEY's.

3

Early difficulties in working toward these .goalg, a change
of presidents, and nursing personnel changes prevented NCEY from
attempting negotiations with the college until November 1971. The -
new president's commitment’ to coﬁ%eiative career education, modular
study units, flexible year-round scheduling, and individualized
student programming appear to enhance prospects of successful collab-
dration,

Hostos employed .a new director of its nursing program in
January 1972 and soon thereafter committed itself informally to
participating in the project. Its written commitment was obtained
two months later. Hostos is now ready to assign a’'nurging faculty
member to work onm the project's curriculum design,

¢

’
-
.

» R - =
> Senior. collegeg: We have approached three CUNY senior colleges and
(in cas¢ none ‘is availdble in the CUNY system) two private sgenior
colleges as possible collaborators. <One of the two private colleges
-has a baccalaureate .program in a county branch, Westchester, and -
lacks funds to open one in New York City.. The nursing department
o 8taff of the other college is enthusiastic about -the project but -

s . . /

' ’ . -
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can give no commitment without the approval of its liberal arts
college administration, which controls many of the courses nursing
_candidates would be required to take. Discussions leading to such
approval cannot.take place until pext September.

O

Interest-has 'been expressed at all three CUNY colleges, but
all have had problems which have prevented us from concluding
negotiations. Among these are: administrative turnover, interdal ¢
curriculum problems demandi{ng prior staff attention, and resistance
on the part of some faculty members to involvement in new programs.

Hostos' new nursing department head is initiating contacts
with senior colleges of the CUNY system. She 1is in a better
position than KCEY to lead negotiations with then.

Developing the model

-~

A Policy Committee including representatives of the New York
City Department of Health, Hostos Community College, a senior .
college, District Council 37, NCEY, other city agencies, nursing - -
educators, and PHA's, will determine overall program policies and °
procedures'and will oversee implementation of the program.

-

»

+

HD, Bostos, the senior college, and NCEY will Jointly develop
a curriculum for upgrading PHA's to JPEN's and PHN's. The curriculum
will be based on the required skills and knowledge and ‘the work-
performance criteria identified in the job analysié. Academic ‘agd
clinical learning experiences will be sequenced and integrated;
relatigg the knowledge and skills to competence in public health
nursing at all occupational levels. The curricylum will be 'modular, .
relate theory to practice, and reflect the needs of both gtudents
and the Bureau of Public Health Nursidg. Emphasis will be-placed ‘
on a core of knowledge and skills requirged of PHN's working in '
community ' settings. Teeching methods and materials will evolye

_ from the above conéerns, » o o

-

ad

~ -

- The Department of Health will designgte_onb.or more of its
health centers as special training centers for this.prbgram. In
collaboration with the colleges, HD will designate members sf i
nursing supervisory staff as instructors to worX in the traiq}ﬂgs
centers. Thede instructors will .be given,adjunct faculty status
by the colleges so ‘that the work gite ig incorporated'igtq»tpez N

-

accredited nursing program. .. . , .




. ,and BS degree prog

2

: ‘for patients.

[

- - LY .

The instructors as well asg PHA students will receive their
.regular salaries during the 1ife of the program-and will be given,
sufficient time by HD to participate in the entire program,

-

] 7HD will arrange for clinical experiences required of the
students outside of its training genters, -such as in hosﬁitalg,
nursing homes, and mental health centers. Pfdmotional lines
for students will be regerved so that those gaining the AAS degree
and passing the RN exanination will become JPHN's and JPHN's
achieving the BSN degree will become PHN's. A
The colleges will implement the curriculum and tailor it

to meet the needs of an adult student body. - They will offer AAS

rams which are articulated for maximum effeqtiveness
and saving of time. With the assistance of consultants, the colleges
will assess and accredit rélevant public health skills, knowledge
and experience previously agquired by the students.’ The cplleges
will administer and accredit the academic instruction and giihical
‘practice at their institutions and at the clinical siteg. They )
will select learning experiences that build on the students' '
strengths and lead to the behaviors indicated. in course objectives,

The AAS program at Hostos will prepare students for an

educative role in*the maintenance and restoration of health, as '

well as a therapeutic role in the care and treatment of illness

.and disabilities. Hostos will provide fatilifies and equipment

for self-paced learning including programmed in%truction, independent
study, and individualized experiences that enable students to progress
a8 rapidly as they are able. Students who successfully complete

the Hos;os course will be eligible to take the state examination
for RN. S ) B

.
-

~

The, two-year program will prepare a first-level RN who

underldirecgbs&pervision will develop the skills to perform the
following functions: : oL . - .

’

1. Give health guidance pé fndividuals and familigé in
homes, schools and clinics. i :

* :

Give and demonstrate or arrange for nursing care.

3. Imstrudt patientsg;. parents,

. «
and teachers in the maintenance
/ of héa;th,‘preven;ién of 111

ness, and yalue of immunigations._
b, Participate with physicians in develoging health-care plans

‘5. Share informgtion on health matters bitb all other:
profes%igeal digciplines.

98
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6. Advise families on the care of patients with communicable’
diseases and an adepting appropriate measures to prevent’
and minimize contagions“

. o ’
.

7. Refer patients to other coﬁmnnity agencies and do

s approprtate follow-up. o
. @ Y . .

8. Keep-records and prepare reports. ’

" ‘

"

) . The baccalaurente‘prog}%m (at a senior college yet to be

L ’Lidentified) will focus on the more technical aspects of public,

health knowledge. Those successfully completing this phase of the v
program will be awarded a BS in nursing and will have met all of

the requirements to practice as PEN's. C

.

The fourryear program will prepare a fully qualified PHN
who, in addition to being able to perform the above-mentioned
functiqns with greater ' skills, more depth, and expertise, will
develop additional skills required to fuanction in the expanded.

public health nursing role, such as:
1. ©Nursing assessment.

2. Establishing a nursing diagnosis. . o f
- . .
, 3. Developing a nursing-care plan with the family.
/ 4. Collecting and analyzing data to improve the quality 9f
care. . .

5. Directing patients in the use of dommunity resources. y .

6. .Determining the impact and effect of external factors
~ in providing guidancerand direction to families.

7. Coordinating patient care to minimize fragmentation. -

8. Serving as liaison betweén_the community and the health
agency.

9, Recognizing the need for change in poliqiés and procedures

affecting patient care and assisting°in bringing these

changes  abouts. :

.
‘ s .

. [}
~

10. Continuing préfessional growth through professional ¥

s affiliations. ) .- - -
‘ 8
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The program may be able to utilizé the srate's external-
degree program in nursing, which. is presently being developed. ‘
State Education Department staff has indicated that some evaluative
tools for an AAS degree in nursing will be ready for testing by
September "1973. This would enable those people with a statevlicense,
in practical nursing to take the RN examinatipn, "and RK's without
academic degrees-to obtain the AAS degree. Work will also be done
by the state on development of-an external baccalaureate degree in
nursing, but there is no way of estimating how .soon it will be
ready for use. : -

The availability of external degrees could give the program
a good deal of flexibility and the students a variety of options,
depending on the studentsg' status at the time these degrees come
into use. Por example, sonme students might take a progranm exclusively
through the external-degree system, and others might take a program -
combining the’ two routes. , . -

The program will be staffed by a coordinator responsible
for overall program operation, counseling staff for assisting
sdudents with personal and vocational problems, tutors to assist
students with tool skills and technical material, and a range of
expert consultants for assistmnce with curriculum design, test
development and selection, adpinistration, and program assessment,
and in subject areas. - ’ ’

Involvement of the union gives students an additional *
advocate concerped about their gtatus and' progress. The union
has agreed to provide, through a special education fund, pte-program
tutorial services for strengthening basit skills, including ‘
instructors, instructional materials, and classroom space, nine hours
a week for eight weeks. ' )

NCEY will ﬁrovidé management-coordinétion, technical assistance,
and monitoring and evaluation serviced. ’ '

*.
*

3
Thg model will operate in the following fashion:

Twenty PHA's employed by HD in schools and clinicds will be
enrolled annually for a f4ve-year period in an upgrading pragram
to prepare ,thém to become JPHN's and PHN'sg. They will be selected
by the Policy Committee using criteria established by the collabor-
ating ingtitutions. The committee’will consider the PHA's motivation,
aptitude, academic level, :and work history. Interviews, tests, and

, recommendations of supervisors will be used in making the final

selection.
e

. Ry
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Those selected, whotggll remain fully-employed by HD, A
will attend an_eight-weekworientatyonjprogrém degigned to assess .
needs, strengthen tool skills, familiarize them with college-level"
work and expectations, anETprovide bgrsonal and vocational counsg®eling.

\ P

Upon completion of the priéntation program, those selected
will enter a combined work-study, program for up to 24 months which
includes formal academic st&d&-ag Hostos Community College and
accredited course work and fiekg'ﬁzagticums,agﬂaéiected HD sites.

Advanced standing with academic credtt will be offered to

students who can demonstrate proficiency in required knowledge
and skills, . ;

Course work at Hostos and the work sites will be based on
the curriculum developed from the job analysis, and will integrate
academic learning with clinieal experiences. Hostos will provide
facilities and equipment for self-paced learning so that students
B2y complete their studies as rapidly as they are able.

Instructors will be drawn from existing faculty at Hostos,
new faculty to be hired, and HD clinical supervisors. The latter
will be given adjunct faculty status at Hostos. Tutoring and
counseling will be provided throughout the program as needed by
the students. P i

On suecessful completion of -this phase of the program and
ocn pasging the RN examination, students will be promoted-by HD
to JPHN positions.

Students who choose to remain at this level will be assigned
to work full-time at an HD gite. Those wishing to continue
their education will move immediately into a baccalaureate program
of up to 18 months at a senior college.

The basic structuré of the first two years will be continued
during the senior-college phase, building om-knowledge and skills
already acquired. The curriculum will emphasize the accumulation
and development of public health knowledge and’ skills and their
application in community settings.

Upon successful completion of ~the senior-college phase,
students will receive a B.S. degree in nursing and be promoted
by HD to PHN positions: .

Starting in the second year of the program, and for each of
four yeard thereafter, ten existing ‘JPHN's will be enrolled in
the senior-college phase of the program and prepared to become
PHN's. (These ten are in addition to those who advance to JPHN
in the course of the training program. ) ‘

. . 6’1' 3

©
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i The.various steps in the development and funding of a -
training model are ideally taken sequentially, since success
at one stage usually depends on successful completion of an
earlier one. The requirements of the DOL grant, however, made
it necessary to develop the model and seek collaborators and
funding simultaneously.

. In December 1971, we contacted the National Institutes of
Health, Nursing Education Division, to detérmine when an T
application could be submitted to fund our model. We learned that
the next submission date was Janbary 15, 1972, and that if that’
deadline was missed, we would have to wait gix months. to apply:

Though the model was incdmplete, several nirsing educators
on the advisory committee agreed to help.us prepare a proposal.
They pointed out that we could request a six-month planning period
to complete development work before actual operations began. A
preliminary application was completed in three weeks and hand-
delivered to NIH for pre-submission review. NIH staff's suggestions -
were incorporated into a rewrite and submitted to meet the January 15
deadline. Minor budget revisions were later requested by NIH and
submitted by us in March. Review procedures are to be completed in
June, and NCEY will be notified soon thereafter whether funds %111

be provided. ,

Seeking an alternative source for start-up funding, we
contacted the New York Regional Office. of DOL and learned that HD
qualifies to apply for support of the project as an Upgrade Component
of a Public Service Careers Plan A program. BD officials met with
DOL representatives and NCREY staff and nged our help in preparing
such an application. . . ’

>

Next steps

»

Identify and establish formal agreément with 4 senior college.

With academic collaborators and the HD, complete curriculum

development using fundings of job analysis.

Maintain contacts with State Board of Licenshre-for Nursing.

Maintain contacts with State Department of Educatiof on progress'
being made in the development of exterpal degrees in nursing. -

¥ 62
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If funding 18 approved by NIH, recruit ataff, identify
traiging sites, gear up for operational phase.

: FIf_funding is not approved by’NIH,\rewfite application for
resubmission in October. ) .

*

'Maintain contacts with the DOL Regional Office for alternative
funding under the State PSC program. . .

LS
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CLASSROO.! TEACHER :1ODEL

H

This model, to be operated with Community School District 9
(Bronx) and a collaborating college, will prepare the district's
classroom paraprofessionals to become certified early-childhood
teachers responsive to the distri 's learning objectives for

ts pupils. Based on competencied needed to teach in fnner-city
schools, the teacher-preparation program will free the paraprofes-
sionals fron time-vasting course/requirements and reduce the time
and cost of preparing them as adcredited teachers. This vill give
the district more, better-trained, accredited teachers from the
predominantly ninority community. The model follows New York
"State Education Department cuidelines for "trial projects" leading
to alternative, competency-based teaching credentials. .

This five-year trial project will annually enroll 30 para="
professionals employed in the district's early childhood class-
roons. To meet the immediate needs of the district, the firsts-year
enrollees will be paraprofessionals advanced in academic credits
and demonstrated classroon competency. Uithout waiting for
completion of the new teacher-educat;on design, the collaborating
collese will enroll them in an existing baccalaureateregree
program adapted for their educational .needs and utilizing new
design as feasible. The program is expected to halve the time
they will need to becone certified teachers.

After the first year, enrollees will be a mix of paraprofes-
sionals at various steps on the career ladder who.will be prepared
for a baccalaureate degree and teacher-certification in the new
conpetency-based model. Two selected schools of the district
will serve as laboratories. Early-ghildhood teachers in these
schools, as adjunct college teacher-training faculty, will help
design and provide college-accredited "nands-on'| training in the
classroom, as part of the college curriculum. )

A "Parity Board" to set policy for the design and operation
of the program vill include representation from the school district;
its teachers, student teachers (paraprofessionals), .and community;
the collaborating college, and NCEY. The Parity Board will define
pupil learning objectives|and then identify teacher behaviors and
competencies for meeting these. The curriculum’ will be designed
to develop knowlelge, skills, and understandings needed to meet
performance standards. It vill use existing assessment measures
and’' new ones for continuing assessment of students and for advanced
standing and exemption from required courses. "




Each entering proup of 'student-teachers will begin training
in a collegeraccredited workshon including the program's college
and District 9 teacher-training faculty. ""orkshop participants
vill work as peers in developing and refining the model. After
three years of trial, it is anticipated that the rmodel will be
incorporated in the college's regular teacher-education program.

‘

The need ' '
Teaching is the largest'human-service profeésionu- According
to the Bureau of Labor Statistics, 2,170,000 elementary and

secondary teachers were employed natiornally in 1970.
. ks

The Occupational Outlook -Handbook (1970) estimated a need
for 56,300 new teachers each year to 1980 but said the supply may
exceed vpeninrs if present enrollment projections and trends in
numbers of newly trained teachers continues. '"hile the general
supply-denand situation was unclear in 1970, there were severe
shortages of teachers with special competencies in a number of

~——areas, including early childhood, education, special educatiof, \})'

and bilingual education. ' \

| ‘

A critical problem is the recruitment of teachers for low-
Income, predominantly minority school-districts in large cities,
particularly lew York. The city's low-income areas needed 6,750
new teachers apnually as of 1970--more than 12 percent of the
entire :national need projected by BLS, though the city has but
'3 per cent of the nation's population. .

The paraprofessionals to be upgraded

Classroom paraprofessionals have been recruited from the /}

poverty neighborhoods, employed largely through funds provided
under Title I of the Federal Elementaty gnd‘Secondary Education,
Act (ESEA) for assistance to schools in lovw-income areas. ,

School boards and administrators, and parents in these areas
have increasingly been demanding teachers from their own éommhnities
who understand the life-styles-3# the residents and their. education-
al problems, who want to teach in inner-city schools and are
prepared to cope with students' learning problems. 1In 1970, 38
per cent of all New York City public sehool students were white,

34 per cent black, and 26 per cent Spanish-surnameds Data are

not available on .the ethnic distribution of teachers for 1970,

but a newspaper article reported the distribution in 1972 as., being
8 per cent black and 1.3 per cent Spanish-~surnamed. 1t is highly
unlikely that the representation of minority teachers was higher .
in 1970. ", - L

-
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-needs from those of young high<school graduates.

I

Paraprofessionals have demonstrated their capability,,
knowledge of the problems faced by teachers, and desire to g
work in inner-city sc/;g&s. But their opportunities to train
as certified teachers dre limited. Neither courses nor certi-
ficatiqn requiremizpé/are designed for mature adults employed in

ittle or no provision is made for assessing

school settings
vhat they alreagghknow or for differentiatine their educational.
.o

New York City's Career Opportunity Program for paraprofes-
sionals has innovated course strcctures but not changed credential
requirements. Career-ladder provisions in union contracts#*
represented importagnt gains but’ﬁid not eliminate several serious
drawbacks in the/ﬁbard-of‘Education's promotional practices:

™~

--Advancement to certified teacher depended on completion
‘gf traditionaX acadenic courses, with little credit for .
» work experience) / T

.

--It takes eight years or more to earn the degree under the
Board of Education's contract with the City University of
New York (CUNV) to pPay for up to 15 credits per year for

paraprofessionals in part-time study toward the 128 needed
for a baccalaureate degrge. i :

-

e—— B ! ¥ ~

Provisional certificates for early childhood teachers, valid
for five years, require a baccalaureate degree including 24 !
semester hours of professional study, .six of which are in ‘the
teaching of reading, and a collese-supervised teaching experience,
or one year ‘of full-time paid teachins experience at the level
for which certification is sought, and the recommendation of the
employing schvol district'administrator. ’

For permanent certification a master's deqree is required in
teaching service or related fields, or 30 oraduate semester hours
of study distributed among thé IMberal arts, the social and
behavioral sciences, afd professional study in education. This
includes one year of stugent;teaching or of paid full-time teaching

experience under: conditioirs~ as .specified for provisional certificates.

¢ —~
~ -

?eésibility of chanecinpg requirements: and routes to credentials 2

Before selectine teachina, NCEY explored the climate for
changine the content and reéuirements for teaching credentials at
the national, state, and local levels. ¢

-
’
~ 7
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*ith the United Federation of Teachers\(UFT), bargaining apgency for
classroom paraprofessionals, and District Council 37, American L
Federation of State, County, and !funicipal Employees (AFSCME)J re-

nresenting family Qorkerg and other non-classroom auxiliary personnel.
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At the U.S. Office of Education, staff administering the
Education Professignals Development Act informed us that USOE
has-stimulated efforts in a number of universities aad state
education.departments to,work toward changes in-training content
‘ and credentials. These include studies on performance criteria’
for t?acher training and certifica%ion.

At the state level, we learnéd that the teaching credential
was being reexamined. The state was preparine to invite ten,
local coalitions (each including a school district, teacher-"
training institution, teacher representatives, and student
teachers) to develop "trial projects” leading to alternative,
competency-based credentials. Such a project would be ideally
tailored for NCEY's objectives if .ve could brineg together a
school district and a8 collece ready to work within its framework.
Unfortunately, ve were not able to assemble a trial project in
tine'to be selected as one of the ten. But .the fact that ours
wvas the only plan for a project to train paraprofessionals to
becoge teachers greatly interested certification officials,
and MCEY has been assured that it can proceed to launch a
‘demonstration which follows trial-project suidelines with the
full cooperation of and staff assistance from the State Bureau
of Teacher Education and Certificaticn. ‘

At the local level, it became possible, as our project
began, to develop alternatives for Nev York City teachers
without a frontel attacl/ on local licensure procedures. The
Néw York City school system was decentralized into 33 school
"districts under legislation enacted as of July 1970. This B
legislation also eliminated special city licensure for teachers
in low~achievement.schools. Prévlgusly, all city ﬁhblic—school'
teachers had to pass ekaminations given\by the City Board of
Examiners.* The new law permits comhunity school boards to hire
any state-certified teacher for schools with dverage reading-
~.Scores tyo or more years below the national norm. About 40
Per cent of all elementary and junior-hish schools in the city
(a total of 313) were in this category in 1970. 1In some districts,
all schools were. -
/
Sel gg;_g_qg_gmnlover-collaboratq;

~— Finding an employer-collabbrater was greatly complicated

by the fact that the process began in the year school decentrali-
zation started. UEEY had to decide early whether to seek the
central board of education or a community school district as 'a
collaborator.' ‘e aopted foX the latter, with the chance that ,
central board approval miFHt also be needed eventually, ¥or

-'three reasons:

*In addition to meeting prerefuisites cssentially the same as the
state's certification requirements, teachers licensed by the
llew York City Board of Examiners nust Pass written, oral’ and

x pﬁysical examinations. -0
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-~Community swhool boards control allocation of funds oo
for hiring paraprofessionals, determine hiring practices,
and make school staff appointments.
. : . Y
--Local licensure could be avoided by working with districts
whose schools were exempt from it. '
~
--State trial projects required community involvement, ! A
which 1is possible only at the school district level. )
N ‘ ¢ ?

The fledgling districts needed time to pull themselves
topether administrativéely and politically, howvever, before' they
could consider collaboration with NCEY and meet resulting commit-
ments. - -

By’ the end‘of 1970 various sources had\recémhended three
districts for their interest in innovation. One proved to be a
middle-class Queens distfict not appropriate_for the@roject.

Its teacher turnover rate was low, and only twvo of its 21 schools
met the criteria for hiring"%utside of city licensure. A
‘fanhattan district included a substantial low-income area, and
its key staff expressed considerable interest in working with
NCEY. But negotiations fell through after several weeks because

of many other higher-priority demands on the district.

v

One district in Brooklyn had been looking on ifs.own for
vays to speed teacher preparation for paraprofesgiopals. Dis-
cussions there began in December 1970. By the following April,
NCEY had a verbal commitment for collaboration from its
LI superintendent. For nine months we worked with district

: representatives on model development, college collaboration, and
funding an operational\ proeram. But in January 1972 ve had to
sever relations with‘ghe district because we could not get the
quality and quantity of cooperation needed to make this prGgram
succeed, . a B

¢ {
) NMCEY staff subsequentiy considered collaboration with“‘
seven other districts. Some proved unsuitable because cof ey

- political‘gnd other internal tensions.  Others were unifnterestaed

because they felt no wmeed or desire to hire teachers wvith~state
certification in lieu of city licenses. -

.

District 9, in the. Bronx, was Pinally chosen because of its
receptiwity to carrying forward MCEY's project, its record of’
innovative approaches, and its reputation for action in 1lfne,
with its convictions. Before signing an agreement, we consulted
state certification officialé—and were encouraged to follow
through on our plans with District 9, using the trial-project

cuidelines,

. e
N . , - -
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District 9, covering the Jdorrisania, Concourse, University °
Heights, and Highbridee areas, is a designated poverty school )
~district. All of its 25 schools receive ESEA Title I funds. .,

» The student population of 36,000 is 45.3 per cent black, 42.9 R
per cent Puerto Rican, and 3.0 per cent ozher Spanish-speaking.
The district, one of the city's fastest growing in pupil
population, has about 1,900: teachers and BQO paraprofession§ls.~ .o .

. z .

-COLLEGE COLLABORAT&R FOR.THE BROOKLY? SCHOOL DISTRICT

. - , .

" "mile negotiations were in progress with the Brooklyn
+district, we held-discussjions with eight colleges. At one, - ~
considerable interest was shown by adninistrators of the
education school but little by liberal-arts administrators- vhe
* controlled degree tequirements. *Another appearéd unready to
chdnge. its accrediting methods to include assessment of “nowledee
gained outside conventional courses, It continued to require
128 credits or transfer credits ffom recopgnized idstitutione
for the baccalaurea'te degree. A third, located out of town, said
it would gladly consult in the developmeat 6f a teacher-education
model and cooperate wffh-a\lgca institution in program.operation
but could not afford to initiate<an indeperdent prdgram in
Qew York City. ‘

.

. ‘ . s - v
-

A fourth dollege:offered to include project enrbllees in '
teather~education tourses then available but said furthe?f )
changés would be ,too costly, to plan and operate. A fifth showed
much interest ian working toward a flexible téacher-aducatich
¢urricylum and examined the trial-project guidelines. . But dts’
reservations about thi academic bacﬁgrpui\iﬁof the students led
the téllere to ,suggest' that the paraprofessfionals undergo - v
community college‘EraininR before- enrolling, a requirement that .
NCEY considered an underestimation of the students' capacitiesd
and -ah indicazion of unreadiness to change teaching approaches
for these students. A 'sixth considered collaboration with
NCEY but decided that its edudation prosram was insufficiently

-

staffed. Promising contacts had begun with tvo” Brooklyn'

.colleggs when relations’with the Brooklyn school district were,

- severed, . . : R -

- t ’ : ;s - . )
UNION INVOLVENENT - ‘

,

-

" The United Federation of Teachers, which represents both -
classroom teachers énd classroom paraprofessionals, has been
keft informed of our actions and its adwice has been sought

concerning specific planning. . -
. . - . . . V)
.
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Collaboration with community sthool district 39
7

ta

The agreement: | . S
& formal ag*eenent was sianed by the districs superintendent '
March 31, 1972 (see Appendix g )/ . '

»

The district agreed tqg help develop and apply the basic
todel, use selected district schrools as the demonstration
laboratory, assign district teachers to the instructional team
under the ' collaborating college's supervision, pay the enrollees
their full salaries during training, promote project graduates
to teaching positions, and cooperate with NCEY in efforts to
.obtain addictional funds for an’ogerational demonstraxion- .

NCEY agreed to take responsibility for obtaining, with the
district's assistance, a college collaborator or collahorators,
supply consultant help to the district, take major responrnsibility
for obtaining operatiomal funds, and provide technical assistance
sand program evaluation when the. prodject was operational.
Consultant aid would include preparing materiels for the policy
board, arranging orientation workShops, and analyzin? the
district 8 teaching objectives en7 priorities.

Utilizing the basic-.-conceptd outlined in NCEY's previous
wvork with the Brooklyn district,/ we collabgrated with District 9
in developing the model for.a t ial procject in teacher preparatiou.

4 -

- The objectives of ‘the mod¢l trial .project are:
A. To 4mprove the academic achievement of pupils in the ) -
district's early childhoad classes by desigaing and 1mplementing

a teacher-preparation program responsive -to the district s learu—

ing objectives for its .pupils.

- - »
'

B. To open to peraprozg:sionale employed in.District 9
.classrooms an alternative T e to certification as fully
qualified teachers which is realistit, shorter and more .
economical than presently available teachervtraininy prqzrams, ,
and will produce teachers with the knovledge, skills, sensitivity,

" and understanding needed to.4chieve specified pupil learning

objectives.

.

c. To meet the pyblic-education needg and aspiratﬂons of -
the community by regularly channeling its. input into defining
program goals, develoning the teacher-education model, fuiding
its operation, and assesding its results.

. ~ "\3’_
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D, To use a partnership of the community,vﬁhé school .*
district, the teachers of the distriet, the student-teachers,’
a college, and NCEY to ‘design, implement,; and assess the model ) 7
trial project in'early childhood egducation; to establish as a
permanent feature of the new teacher preparation design. a .
parity board .of the partmners-as the governing body of this -
project. ' Co -

Y M .

.

! L. To develop and test a replicable teacher-preparation
model in line with the current movement toward performafce
competency, as the basis for certification. - . _ .

(

)

F. This is a five-year trial projeEt desisned té6 meet the
innediate and long-ternm needs of Distriect 9 by enrollina five .
successive groups of 30 paraprofessionals rer year (Grours I-V).

To meet the district's long-term needs, a model program ]
to prepare early childhood teachers will be designed and ~ - .
offered, beginning in’'Year 2 of the projeet, to paraprofessionals )
employed in the district's early-chiddhood education classrooms. B
" In Years 2 through 5, the 30 enrollees per year. (Groups II. to V)
will be a mix of paraprofessibhals at various levels of experience
and study directly related to teacher preparation. The program
will enable the students to earn 32 credifs per ll-month year.

To meet the inmediate needs of the distrfzz, in the first
year a group of 30 paraproféssionals from its early-childhood
classrooms will be selected who have already completed substantial
academit requirements and'have demonstrated considerable -*
competence in the classroon (enrollee Group I). Af the current :
pace of existing career, ladder programs, these paraprofedsionals ¢
would require two to fout years of.fdrther study. - '

Uithou; waiting for completion of the new teacher-preparation
design, they will immediately be enrolled Ain an existing bacca-
laureate progvam leading to teacher certification, adapted to .o
meet their special educational needs, u$;h whatever newly-develop-
ed proceduges and tgcliniques can be introduced. They will P
progress. toward the depree as rapidly as they are able
(probably in one calendat year for some, -up to two for others).

" Those who attain certification 4n one year ¢ill continue 4n o
the program as graduate students to further fhprove competenciés
to te emphasized in the new teacher-training model.

<
!

Essential features of the mpdel are: o,
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~-Establishment of a Parity Board to set policy for )
. » the program and include tepresentation from the
comnunigy, the school district, its teachers. and
stgqent teacher§—(p§raprofessiénals), the collahora-
,ting collese, and the. coordinatine agency (HCEY). _ _

-fggfinition by the Parity Roard of pupil-learnine
', objectives for the early-cnildhood classes in the . o .
dbstrict, and identification of those teacher behaviors
and competencies which appear to insure the realization
’ of these selected learning poals. )
AN --The~des@gn and implementation of a competency-based
teacher-preparation model, utiliziag a-curriculum ~eared
to developnent of knowvledge, skills and understandings
required to meet performance standards. , )

-—The designation and trainine of 15 district classroonm
teachers as adjunct collgee faculty to provide "hands-on"
teachetr training experiénce for the paraprofessignal

’ student:teachersl The. classroom teacher-trainers are to
.receive compensation as well as sraduate credit for their
rdevelopnent of skills in teacher trainineg.

—-Selection of two schoois of the district to serve as a
laboratory in which the student-teachers and teacher- .

. trainers will ‘function in classroom settings. *

- .

- . % . .
‘ --Th¥ continuous assessment of student-teachers' -proficiency
throush- the use of existing assessment tools, techniques
t) and procedures and the development of nev ones which
offer performance criteria for academic subjects and the
professional sequence. The use of exigting assessment
,tools and nev ones as they are devebened to offer evemption ~

froa specified course requirerents,

-

Steps to design the trial nroject

b T . . ' - .
1. Develo» learning goals for ch2ldren:. ’
o * ” . o E N R >,
A. " Teachers, District repregsentatives, barents, community
‘representatives and students offer experience-based
. oL vieus. — ’ . R -
‘ ’ . . '- 4
. " ’ b. Consultants ﬁrepare a vorkins paper based on vigus *hy
‘ " expressed in (a). . . ’
. 7 i ‘. - . ‘ o
c. Collere resource personnel,- distriect representatives’
) and NCEVY suamarize ‘optiodons avaiiable. . ) ..
, . o
t ¢ . .
» 7 d. Parity Board reach2s cofizensus on specific learnipe .
, %oals. ' - "??«. X
o . » ' S . ,o»i?’: ’
RIC - SR PR PR R < S
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2. 1Identification of teacher competencies:

» .

a. Study of Child Development Associate model develgped
g by -0ffice of Child Development, work of CUNY Competency
. Gommittee in’ Early Childhood Education, University of -
. Florida modél, and others. (See Appendix W, Bibliography
"of Teacher Behavior and Competency Studies.)

N .

b. Observe and analyzé classroom activities and -behaviors
‘, * in District 9 and elrsewhere, modifying and applying in-

h Struments ‘developed by NCEY from*'OCD model (See Appendix XJ
’ .t €. Hold workshop for classroom teachers; stuadent-teachers
(paraprofessionals), parity board representatives and ‘
i college faculty to begin to identify the competencies re-
lated to District 9 pupil objectives. -
4 , = .
d. Parity Board discusses and reaches consensus on
teacher competenciesg. | , .
e. College versonnel prepaie a list of cdmpetencies to
% be operationalized in teacher-behavior terms.
, 3. Assessment of teacher competencies: .
a. College personnef prepare proposed assessment
techniques and instruments. . > ’
+ 4 R N ‘
b. Parity Board Tevises, modifies, and adopts assessment ‘
procedures. A . . . <
4. 'Design of new teacher preparation'curriculum; ’ o
a. District personnel, teachers and students, College
personnel and NCEY staff collaborate in fashioning new -
design. T e

. < . 4
. .

- b. College personnel prepare written form of new design,
subject to approval by Parity Board.
, £

:
¢
.~ %
N . -
.

Implementing the model -
. ' ) ’ . e e e .
The Parity Board's role: The Parity Board will continue to
set policy, will review and approve the fiew model and subseguent
modifications and be, responsible for ongoing assessment of the
.. Procees and product qf the trial project.- e, "

Workshops: Operatioms will begin in fall of 1972 with a workshop
involving the 30 Gfoup I student-teachers, and District 9 class-
. room teathers designated as teacher-trainers.

o » y w3

ERIC - >
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Aruitoxt provided by Eic: s Y s
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and the colltege faculty assinmed to the project. "The workshop's
purposes will be- to help patticipants1establ§sh working relaticn-
ships, 4initiate traininp for'teacher-trainers and paraprofes-
sional student-tgachers, and beein vork on identifying teacher
competencies for realization of pupil-leafning objecti+es, i ’
College faculty, District 9 teaclier-trainers, and student«

teachers will participate as peers under the puidance of workshcp
leaderd. Participating studeat-feachers will receive, siv - .-
collece credits for attending this vorkshop and subseguent ones.
The 45-hour vorkshop vill prenare faculty and students for

their roles in a full ‘teacher education prosram for these

students beginning in February 1973. N

.
)

A summer workshob will take place as each subsequent proun
of 'student-teachers enters the program, throurh the sunmner of

1975. In additioh to faculty and entering students, -thecse work-
shops will fnclude already enrolled student-teachers or eraduates
of,the prorram. "orkshor nenbers will participate in developine,

refining or evaluating the new model. ) .

: ' ' X
Collere's role: During Year 1, the college faculty in collabora-
tion with the other partners vill have responsibility for opera-
ting a collere-accredited pro~mram to meet the project's short ter-
roals while developin~ the Hodel for its long-term ooals. To
nee't the'short-germ coals,. the college faculty will supervise®
the on-the-job ‘training, coordinate the 0JT experiences with
college courses, assess and <ive cqQllege credit toward the
baccalauteate deqree for prdfessﬁ:nal perforrmance and proficiency
and knowledge in ,acaderiic areas, select appropriate existine
assessment neasures,_énd beein—to~try out nev ones,

.
A »

B
-~

N

To meet the 1ohg-term rsoals, the collere will develop andé
use a curriculun to meet the specifications outlined by the
-Parity Board; develon and use net assessnent tools, techniques,
and procedyres that will measure students' performance, pro-
ficiency, 'and khOviédge; estatlic<h procedures” for evaluating
the effeciiveness of the model ‘and its effect odfpupil learning;
.and process the nev curriculum through collede channels for
approval. ) ) ' ’ .

b

, ’
»

. ppﬁrichum refinement will continue throughout the five-year
trial Froject. i

:

’ Ve
District 9's Role

- _Tuo schools, ingthge district will be selected as laboratories
for conducting '"hands-on'" teacher trainineg in early cHildhood
classrooms. Teacher-trainers fron the district »ill be early- _._
childhood teachers in these schools, and the student-teachers
wfll be assirned, to-them for collese-accreditad onLthe-job
traicin~., The teacher-trainers will -rovide nractical learning
experierdces for the teachers and cooperate with collece faculty
in coordinating practicum with didantic learninea,

»
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‘Teacher-trainers will be adjunct.faculty of the college
Jhd will participate with other collepe faculty in plenning,
refining, and using the teacher-preparation curriculum. Y

) >
District 9 will arrange schedules of teacher-trainers and

student-teachers for full participation in ;the proaram and

will retain both.on full salary throughout the training.

7 5 M N

HCEY's Role: ) . Lo Co,

-

Throughout the five-year model trial ?rﬂjéct, NCEY 'will. =
continue technical assistance znd external audit of the program.

Schedule for developing and testine the new model triesl proiect

&

Selection of the teacher-competencies to be emphasized

in the new model will befin in the fall of Year 1 workshon.

The nev model is to be developed by tfay of Year 1 and submitted .
to the Parity Board for review, modification, and approval. -

It vill then go through college channels for approval,

The initial year of field trial for the new model begins
with Group II student-teachers in the summer, one workshop at the
end of Year I and continues throughout Year 2. 1In May of 'Year ¢,

“revision of the nod#1 will be proposed to the Parity Board. ’
Those approved will then be submitted to college éﬁthoricics for
approval, . )

It . will be further tested and revised in Year 3. After ‘
that, it is anticipated that the -new design will be incorporated
into the ¢college's tegular, teacher-preparation program.

Ej'_a_lﬁea_t.___ion ’ n : .

A managenment information syst®m will-be established to _
provide continuous data on student progress .and interrelation-
ships of prosram componrents, to détefﬁiné{&bcountabiliﬁy for
each aspect of the propram, and to provide 2 basis for program
evaluation.’ ‘ .

Onéoing data collection will f;ciiitate formative
evaluation:

~

a. Videotape samples will be used for self-guided analysis
by paraprofessional student teaché{gﬁand the teacher-trainers.

~

will periodically be made available to -the Parity Beard to

b. Conmpetency assgssment data, collected by the partners,
inz of the nev teacher-prepration curriculum.

rauge pace and direct
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c¢. Pupil progress towvard lecrnin~ poals vill be assessed.
"d. Continuous redesign will reflect the accumulated .o
experience and knowledge of the partners, as the field trial

is run.

A brief preliminary evaluation will follow one semester
of the field trial, with Parity Board decisions on revision
needs. A full-scale evaluation will occur at the end of Year 2, L
after one calendar year of field trial of the new model.
Evaluation instituvtes will take place inm the summers folloving
——Years 3 and 4. Piaal evaluation and renort rill be completed
+ at the end of Year 5. '

,
.

Selecting a college collahorator

fifork _had to begin anew in April 1972 to find a collese
ceographically and educationally able to meet the teacher-

' preparation needs of District 9 paraprofessionals. ''e have
sought cut colleges of the City University system because the
Board of Education-CUNY contract can be apnlied to pay for
up to 15 of the project enrollees' credits per year.

City College has reacted favorably but probably cannot
provide staff before the spring of 1973. The most posditive
response has come fronm Rernard !'. Baruch College, whose educatio=
department has developed a related teécher-training program foz- -
-paraprofessionals this year. The chairman of its education
. « deépartment and coordirator of early childhood programs have worked
actively with UCEY and Digtrict 9 to develop specifics for a
collaborative asreenrent. .

3 1

Funding N " s ? - “a
Interest in ?upporting the project costs has been expressed v
by both local sources and the Ford Poundation.

. - Local sources include the provision in the Board of ‘
Education-CUNY contract for payment for up to” 15 underqraduate
credits per year and Federal teacher-training funds channeled
to the city to pay for summer vorkshops. Other sources must
fund undergraduate instruction covering gnother 10-15 credits
per year per student. The anount of money nceded is subject to
negotiation with the collese. Collecere administrators have
. suggested in recent discussions that thigs cost may be licher

than we have anticipated--perhaps up to anr additional $70,000

per year to provide the individualized progran and student

supports for 37 enrollees, '

Sipport was first solicited from the Ford PFoundatidn in

. ’ August 1971. TFord's interest is contingent on the project's
offering training that produces innovative, untraditional .
teaching apprdach# and ddes not duplicate e¢fforts that Pederal e
funds could support. 1In that evént, Ford would congider payine
for the costs of developing and teszinqg a new role feor the .
teacl.er-trainer asad tche development and ivplemcatetiosn of an

Q ‘ . ' "o . . .
(U
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innovative curriculun. <

e have not been able to determine what funds will
be directly available from USOE, which is currently redirecting
its resources. 1lost of USQE's discretionary funds (those not
allocated by formal grants to states and cities) will
apparently go to districts designated as "educational renewal
siteg.”" This may be a source.of revenue fof our project,
since District 9 is one of three Mew York City sqhool
districts nominated by the state for this designation. But
1t is not yet known how nany nominees USOE will desirnate as
ERS's, what funds they will get, or when. :

. At the Manpover Division of the Office '0f Economic N
Opportunity, wve have g§Cablished that the upcrading of public
service paraprofessionals from poverty baclkgrounds is an area
of spécial interest. e will follow this lead with a written
proposal. .

N e are exploring other resources through the State
*Education Department and the applicability of Publdic Service
Careers funds from the regional office of the U.S. Department
of Labor. . . v

Hext stens . * - . .

"
"

t'Z.Complet:e a collaborative agreement with a college.
4 * .

- [
Locate f 'nds for operating the project.

e first-year proprram.

K Complete plans for th
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CHILD DEVLCLOP!'ENT CARC 'IORKER MODEL -
- -

The model for child development teachers being designed in
collaboration with the New York City Agency for Child Develop-
ment (ACD),is significant in a field expanding so rapidly that
both the quality of child care and the flexibility necessary for
obtaining staff are at issue. It can strongly affect staffing
patterns and requirements, particularly since ACD will be deter-
mining staffing and standards for all pre-school services in *
New York City outside the Board of Education and will be respon-
sible for the employment of very large numbers of personnel, and
whatever precedents it sets will have far-reaching influewce
throughout the country.

We were guickly able to establish a vast need for workers
and a specific role for the NCEY project in helping formulate
more rational staffing patterns and credentialing methods. But
the usual lag between growing need and the creation of new insti-
tutional forms has slowed our pace in cementing collaboration
with ACD, an appropriate college child-care program, and indivi-

: dual-ceﬁters to become testing grounds for a profeckt.

* With consqltant help we have produced and done orellmlnary

‘pre-tests of task-analysis materlals with great .potential value

(N

for:

. EY

- LN

--Soecxfylng the role of the Child Development Associate, g
new job title proposed by the Federal Office of Child
Development (OCD) within staffing patterns of operating
centers, and -

’

-~Defining and assessing the competencies to be acquired by
workers t*alnlng to become CDA's and requlred for further
advancement.

<

The model being developed for this field has several major
objectives:

¢ 1. ' To clarify the functions of child-development-care
staff at various levels and define competencies needed for
accomplishing child~development objectives.

2. To develop squfing pdtterns flexible enough to enable
community groups to staff their centers with personnel who in
their opinion best meet the needs of the children concexned.

3. To develop, a curriculum for child-development-care
workers that provides a balance between experience in worklng with
children and didactic education and training.

,

~

"G . '
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_ 4. To develop instruments that w*ll determine competence and
.Skill levels of child-development-care center staffs for placement,
accreditation, and- advancement. ,

5. To open career opportunities for the paraprofessionals by - |
enabling child-development-care workers-¢o obtain credentials.
within the structure of an assqciate degree and to have the option
of going on to attain a baccalaureate degree in an articulated
program.

The need )
/\‘ - -

The greatly expanded demand for day-care programs for pre-
school cﬁlldren~stems from many sources--large and ipcreasing
numbers of mothers in the labor market, President Nixon's pro-
posed Family Assistance Plan, and other moves to employ women
Welfare recipients, day-care legislation before Congress, welfare
mothers' organizations, the Women's Liberation movement, uhions,
industrial firms, and others.

Many kinds of child-care centers have mushroomed: Community-
organized and staffed ghetto operations, Head Start centers, Board
of Education-sponsored programs, and even a national firm pro-
moting day-care franchises in middle and high-~income housing.

The Senate Labor‘and Public Works Committee has reported that
more than 5 million pre-school children need full or part-time

day-care services while their mothers are away'from home, yet there .
are fewer than 700,000 spaces in licensed day-care programs ‘to :
sexve then. . N

Outlays of as much as $10 billion annually for child care by
1980 were proposed at the 1?]8 White House Conference on Children.
The growing attention. accorded the needs of workihg mothers by
both public and private agencies and ordanizations leaves no doubt
that increasingly large sums w1ll be .sp¢nkt on such programs in the
next few years.
- 3 .
The need for personnel is immense. A potential nathh@l need
for over 400,000 professionals and 500,000 paraprofessionals,
‘‘assuming optimal growth, has been estimated by Jule Sugarman, »
former Head Start director and now Commissioner of the New York
City Human' Resources Administration (HRA). He reports that only
5,000 college graduates enter the field each year and 10,000 pre-
professionals are now trained annually. Expansion of existing
college facilities can yield no more tHan a 10 percént annual
increase in graduates. At that rate it would take over 25 years
to meet the demand for graduates fully, with-little capability to
train the pre-professionals needgd.

CERIC . 9 S
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In New York City, child care is expanding rapidly. Besides
Board of Education-sponsored programs, there were in 1971 between
150 and 200 Department of Social Service day-care centers, 122
Head Start centers, and about 1,000 homes usad.for family day

care. A plan adopted in 1971 to double child-care services in a
year was backed by a doubled budget allocation for child care . N
-while most other human services were being cut back. —

‘ ' - - ! . f-‘/

A number of new communit§-day-ca e centers is meeting mSthers’
demands for both custodial care and improved pre- and after-school
educational experiences. Sixteen new child-care programs had beén
funded by HRA as of 1971 and akout 20 applicatiorns were pending.

The kind and quality of care to be provided is a major issue,
locally and nationally. A key question in resolving it is the
extent to which the daily experiences given children by child-
care staff enhance their healthy gerth and development.* pu

- .

.

-

~

. -

Presént requirements .

—_ Theipfficial credential for day care {child-development)
teachers in New York State is an Early Childhood Education Certi-
ficate i?%ued by .the State Education Department. The Early‘qhild—

. hood Edu@“tion credential was designed for the public schools, ,
where C@%ditive skills and formal classroom Structure have been
emphasized far more than child development or less structured 7
activities more suitable for pre-schbol prdgrams.

In New York City, Board of Eduéatiqn-sponsored programs must
& be staffed by teachers licensed by the school system's Board of
Exgminers. In other centers, staffing requirements include
several alternatives in recognition of the persqnnel shortdge.
The dity Health Code requires teach®rs in all other cg;ld-care°
proégrams to have Board of, Education licensing or state certifi- ,
' cation or eligibility for state certificatioh or certfification by .
an agency issuing the eiﬁivalent of a state certificate. If no
) teacher can be found@ who meets- any of thése alternatilves, the
code permits hiring of a pérson who has a plan for adquiring a.
B.A. in a "reasonable" time. A center must have at least one
~ teacher who fulfills the above requirements. . .

/

: o 9 ; et

"Evidence of readiness for change in the field
. 2 B ° \ '
Paraprofdssional Child pevelopment Care Workers .

[

Stﬁong impetus for day, care ha$ come from Federally funded

N

: - . = . .
* Evidencing their concern Over this guestion, local and Federal
offic%als have adopted the term "cHild-develobment care" 1in
" place of "day care’ or "child care."’

<
) . P
. .
- ' .

o . ' o
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poverty programs under OEO (e.g., Head Start and other community
action programs), staffed largely by community paraprofessionals.

Commug{tles on whose initiative day-carze servxceg were established,
despite municipal inertia and extremely rlgld health codes, want

to retain local control and to continue to employ eommunlty staff.
By now, many of these staff have relevant experience that is not
part of -the preparation of credentialed teachers. A new kind.of+ "
training and credentialing is needed that insures quality of care
for shlldfen without irrelevant requirements.

\‘/
ChTld Care Associate

The Federal OCD, created by Congress in 1970, is responsible
for a concerted national effort to upgrade guality while encour-
aging expansion of child- -development services. The Child Develop-
ment Associate concept delineated for OCD by child- development
experts bases the worker's credential not on courses taken or units
acquired but on demonstrated competency to assume primary respon-
sibility for the education and development of a group of young .
children. The CDA project will promote the training and creden-
tialing system based on this concept for persons already working
with pre school children and those planning to enter the field.

OCD is hopeful the project will legitimatize on-the- job training

- for child-development staff and encourage existing programs to
convért to competency-based training. The academic component of
CDA training is being proposed at the two-year (community college)
rather than the four-year ccollege level. ‘

-OCD describes the Child Development Associate as a competent
professional persén who is knowledgeable about pre=school children,
can provide valuable experiences for em, and is capable of taking
responsibility fdér the daily activities\of a group of young chil-
dren in day-care, Head Start, and parenf-child penters, prlvate
nursery scnools, and other pre-school programs.

t

The CDA is not expected to work in isolation. Traditionally,
programs for young children have differential staffing including
paraprofessxonal aides and teacher superv1sors. Every effort must
be made to continue to plan for differential staffing.

v .

oCB's delineation. of the CDA's professional role is. based on

tHe assumption that she/he will:

--Have available and be in close contact with morée trained
" and experienced staff members (e.g., a master teacher} to

provide personal and professional support;

--not have direct responsibility for the extended aftivities .
~ of the educational servxce, and )
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<-have-the assistance of a paraprofessional aide OY staff
helper. - 3

Creation of the Agency for Child Development .

As of 1970, New York City decided, on the recommendation of
a broadly based Task Force on Child Development, to establish a
centralized Agency for Child Development under HRA, with respon- -
sibilities for funding and setting standards for staffing, train-
ing, and programming f£&r all child-care centers except those under
the Board of Education. ACD's goal is to’ foster quality care by
competent staff while allowing wide latitude in the staffing of
cente to refllect conﬁunlty needs. Therefore, the staffing of

. dentefz and the training of workers is undergoing thorough re-

exapination. . ! .

-

& .
//7 Reaching Agreement with ACY - : ) :

In conferences in the Fall of 1970 involving NCEY staff, the
HRA commissioner, and the chairmen of the Task Force and its €ub-
committee on training and new careers, all suggested a significant
-role for the NCEY project im helping ACD. The agency needed help
particularly with the difficult problem of constructing tra1n1ng
“ models that would provide guality and flexibjility and could lead-:
to recognizable, transferable credentials for child-care staff.
f . F
' From expression of interest to official agreement to ‘colla-
borate took until September 1971 because of the protracted pro-
cess needed to set ACD in motion: Appoxntment of a commissioner
(January 19271), completlon of poliTty recommendation by the Training
and New Careers subcommittee (due in January, finished 1n May
1971), and City Council action to establish ACD (JSuly 1971). The
collaborative agreement, first discussed with Commissioper Georgia ‘ .
McMurray in January, was signed September 17, 1971.

_A

S The agreement

- \T ACD agreed %o use its child Development Conmission, parents,
board, and center staffs to develop:

--Staffrngﬁpatterns for a selected sample of its centers,

based on analysis and definition of optimal functions of /

staff to meet the centers' goals; o

--Specification of skills End knowledge required for job
performance at increasing levels of competénce and
responsxblllty, to form the basxs of tralning, .

62 ”
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--Objective metﬁods of-asseséing‘job rer formance; and ’
o™ --A systeh of upward mob111ty-3esxgned to enable pafapro- )

fessronals to assume "higher levels of resoon51blllty and
+ gain credentla‘s with the greatest ooss*ble economy of .
.time and money. . .

A seniorx member -of ACD s central aéalnlstratlve staff was assigned

; Esponsibility for carrying out its commltment to the project and )
é*v%ng as. liaison with NCEY. i%..- N .

" NCEY agreed to design a trainﬁng model emphasrz*ng on%fhe job
training, tred:it for prev1ous’y ‘sained knowledge and skills, and . .
innovative ‘academic curricula and training methods, and to 1involve

,an academic col‘aboratg"(s)r and state authorltles respon¥ible for
licensing, accreditati®n, college prof1c1ency examinations and ex-.
ternal degrees. : . !

Developing the model . 2 .
o . % .
Task -Analysis e .

ce

One of NCEY s, consultants is an early childhood educator who -
had a major role in developlng the CDA concept; another is a per-
sonnel expert with considerable experlence in job-analysis,

, training and measurement of competence. They have developed a
task-analysis guide which will be used to determine worker com-
petencies ig ch11§.deve3opment programs. Trained 1ntervxewer-

observers will use the guidewin cooperating centers to collect

data on tasks performed by all personnel working directly with-
children and .persons superv;sxng ‘these workers. ' These data will

be analyzed to determine who does "what, #o0 structure and classify
jobs, to 1dent1fy levels of competency.,and to deyﬁlop training .
programs for 1mprov1ng performance an for a@vanoement.

; Each job will be defined in terms of major’ functlons (fof
example, provide for physigal safety, health and comfort of the . ,
child), the tasks of which these .functions are comprlsed and the
activities imf¥olved in carrying out each task. The sxllls, know=-
lqﬂge sabilities,, and decision- maklng# employed at eath job level .
o34 each activity, €£ask and functhn w111 be measured. Ua;ﬁg thig
approach Jwe will determine the Wwinimum ouaT}flcatlons necessary

to perform a glven job satisfactorlly and the training needed by

workers to rdach these teyels.
L

P . . . '_ v@ . . . ~ ‘ .
. 3
* The SKAD sysfem is being used: Skills to perform*an activ Y .
knowledge and understandlng to perform tasks, ablllty to c}
out the_tasxs,.and dlscretlonary (decxslonhmaklng) demandq of )
the .job. = ) 6{} . e b .

T s
R ]
“ . .
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The consultants developed -this instrument {Appendix X ) after
analysis of the CDA competency report prepared for OCD, and & field
trial of the task analysis approach at a child development care
center. Threg interviéwer-observers are being trained. We will

be *eady to conduct the task analysis at cooperating centers as

soon as the centers have been selected. \\_ . !

~

Selection of Centers . : : T
N L . . R . X gt
The size of group centers varies''greatly. Some 'Serve as few
as 15 children. Newer ones tend to be larger, some accepting as
many as 250. Some céh@ers,serve infants under age two; some serve

only pre-school childrdn (3 to 6); some have. infant and pre-school
programs, and others also have after-school orograms for school-

~

age chlldren . ‘
4

Programs vary from extreme informality‘to a high degree of
structure and, in staffing, from an egalitarian approach” (staff of
. one <enter visited were all paid the same rate regard1ess ‘of .
educatlon and ‘experience) .to rigid differentiation of duties and
pay. _ Some centers meet standa*ds and some ‘do not.

- .
- - 5 .

To detezmlne crlterla for se}ectlng chi ld development centers

to serve as "laboratories" ih the demonstration, NCEY staff v1slted'

a sampling of the variou$ kinds of group centers (15 centers) and
conferred" wlth city off1c1als and lay and professional leaders in

the field. .

s . : -

“ CriterYa for 'selecting cénters were set on the basis of our
exploration and subsequent discussion with ACD llaxson staff. The

centers .must: :

- .

¢ 1. 1Include infants (in at least one instance)
. »
There is a generic wore of knowledge based on the ways human
beings develop and the various factors that influence the rate
and guality of the ingividual child's maturation. Isolating
by d&ge the experience of children and the skills, and know-
ledge needed to teach young children creates a mlsleadlng
S dlstlnctlon If one reallzes ‘that dlfferent children at the
! same chronolog1cal age develop and mature at different rates,
an effective teacher of young child¥en must have a compre-
hensive understandlng ana knowledge of all phases of life for
the developing child. -’ : . !

A - . .
. . . / .

/ - [ -
. - .
. - - '/’ -

* Ye @eclded 40 select group centers only rather than family day-n
care programs because the.,latter differ greatly £rom the grouﬁ
centers in stafflng and structure. '

!/

»
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<2. Be wrllﬂng to participate agtively in a task analysis ana,
-on the bas:is of the analys1s, possibly nmodify existing staff-’
ing patterns so that there is some gradation of .levels of re-
-sponsibility based on skills and knowledge needed at giffer- -
. ent 'levels. T ’ B o

1]

t is YecogniZed that there must be flexibili ity éga that a-
: rig:rd hierarchy of levels  of responsxbllit and nayrowly .de- =
fined job descriptions are impract:rdal ané undesirable. Job
status, tradining, and salaries should be geared to compe-
, tenc'es. Each-staff member 1use re al’ owed to move freeély
e within the systen. . e . . .

- -
» " . . ¢
3., Be genera’-y flexible and open ané willing to try inno-
. "vative approaches to staf¢ training. .
£ . . [ 3 ’ ‘ : : *
v i .
Trey must (1) agree with thke croject's geals; (2! te willing
. ‘ to participate &dctively 1ir developing plans to-reach these
goals; and, (3) be. enthusiastic about carrying out these
: ’ plans - ‘in an operational ohase of several years. They must
have a relatlvely stable aéministration and.board-and the
respect and cooperation of their communities, 'and a demon-

. + st~ ated record 6f accomplishment. ; .

- -
- N . -

-

] ‘ 4. Be able to assure oromot*oqal positions after tralnlng to
’, persons who successfully comoieee tire NCEY program., .

I

- .
- . .
.
.
. «

b4
S. Represent a cross-section in size--snall medium, and B

large--which can vield a total of 25 to. 25 students.” The . .
number ©of centers oreferably should not e?ceed four., - - “
PR 6. (All else being zhal) be in close geograohlc proximity T
». to-'one &nother ana, if possiktae, close to the academlc :

.
af

collaborator. J . v c
7. (&ll else being .equal) have )elatavelv good financial .
resources for staff training and uogradlng -

. -

~

- Locating a ceXted

Gollaborator . T e

\ ’ [ R . . -
) . Leads to colleges interested in child .development careggame )

| frcm'.our ACD liaisch ard TUNY centraluofrlce -education staff. . ) L. T
. . - “. L’w,.\ - ,./‘ . L /

v . MY

Several~private institutions and CUNY. c01 ieges wzre e?pléf%d. -
Ve met with officials of two prléate 1nst1tut10ns expert in. the -
child re fjeld. Besides the problem f their hlgh~tu1tlon, Y.

~either 15 able at present to glve a bacoalahreate cegree. Lot ¥ N

.l
oo . » . N P

» -
. J \”f - . LV

v
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may be ‘n a oosxt*on ‘to Qo so later, but it seemed unwxse to widlt
for thls. .

. . vy ’ 1

»

‘None of the cormunity colleges .had an ongoing program speci-

fically in‘chil@ care. The CUJV-ssmxor college education depar t-

ments had been concerntrating on prepari ng teacners for public ™
schools with emphasis on more structured ,learning situations and
the cognitive skills expected of school- age children. Child- >
development (pre- school) progranming at community and serno”"Q

.colléges was at the early planning stage. The colleges *ego mend- .
ed as most promising would not be ready to discuss olans{glth us

“that:” . . ’ . 2

until late Apral 1972. . . :

. .

As of May 1972, we have begun dlSCJSSlons with two senior
olleges and one ﬂonﬂan~ty college sevlously interested irn vorklng
with us. ©None are' now traﬂnlng rre-school personnel, but &ll
thrze have begun oxeoara ions for doing so.ga ] -,

As the- develorment of the projeét proceeds, we are cchcerned

-
- e 4

-*OU* taski-analysis resul ts be applied to the currigulum
* design; . : . - - .
. ) : . ) N
LI -~
--The 'model bhe fiore orlented to accrediting’ tralnyﬁﬁnla the
centers than ex1st1ng 5*ogzams:1n ‘senior colleges are,

~-THerfe be ai accredited- stopolng 001&t for the CEA below
the baccalaareate level

-=The communlty collece program be articulated Nlth a senlor-

o college one for the benefit of enrollees vwho want bacca-

laureate‘degrees, L g‘ . .ot .
. : . .

v--Center sunervzsory staff become gn xntegral ‘part -of the-
- " instriictional team in order to ADply the tralnees newly
* lcarneé comoeten£1es in the dorn settlng - © g

.
. . ’

The ‘newv CDA credential, wnose orec1se deflnltlons are still

50 be ceveloped ie *;&sxng,napy auest;ons for institutions pranning
ent warkers. CDA appears Poughly equlvalen*

to trazn child devels
t& a two yYear college’ leyel of preparation, with a national creden-

tial obtaimable .without a . formal associate ‘degree. -Since the CDA '

s Irtended to be the backbone of profr551onal chi.kd development _
center staff relatively small numbers of more highly-trained
personﬁ ,)would be needed for auperVASer cr educatloﬁ spe 1alzst
position ’

.

. "n I" ' * P \ . N
.ﬂ",atate and Fed:ral oﬁficial -are encouraging two-year colleges
ratliex than,four ~year ‘ones to sume the major training role in
cobgeratzoﬁ wvth chjild de"elc ment care cen-ters~ Senior colleges

» .
P ’ . .
, « . . .4‘ -
R ., . . . .
B - “ . %
-~ . > .’ .
.. . i - T e ™ L S ‘
- - . . ' . “ .
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Lthe CDA. Sources of +his danger are educators unready to accept

-field but have explored potential resources. Loéally, ACD makes

- 75 percent Title IV, 25 percent gstate ané/or local. Tq be

\under gpe demonstratlpn suéz as student tutorlng,

are having trouble rethinking their role. Chlld-development
officials tend to give them a different message today than last
year, when the baccalaureate degree was emphasized more often as
a transferable credential for child-development-care workers.

Sonme ghild-development officials have mentioned to NCEY that
two-year colleges training CDA's may be reguired to articulate
their programs with sénior colleges to insure that career options
are open to the CDA. We think that such varticulation is import-
ant, and that senior colleges should be considerind the acceptarce
of the CDA credential in lieu of the associate degree.1 There 1is
an important role for senior colleges in training center leaders
as chilé-develoonent Sfec*azlsts ané as trainers.

The danger to be avoided is unnecessary over-credentialling
of workers whc have neither the need nor the desire to go keyond

changés in the eYis%lng early-childhood eduvcatioen credential and
co‘leges lpoklng for financial relief by training pre-school .
teachers 4t a time when education majors are having trouble
finding public-school jobs%

M - - 4
Funding : ‘ -

We have not been reaay to apply for opé}aEing,fnnds in this

funds available to centers fgQr tra1n1ng ofwchild- develmeent .
personnel. It uses funds fromxTitle IV of the Social Security
Act, supplemgnted by staté and cal support,, in the ratio of

eligible; established centers myst continue to meet city
code standards for staff and fgcilities. ACD has given "interim"
status to a number of existing’ community-sponsqreé cenfers tha
colfld not meet all standards, expecting they would be able to
correct the deficiencies in d reasonable time. To heXp them do
so, ACD gives technical and finiécial assisténce in. improving
Eaciliti™s and funds toc train staff at a hicher rate than con-
tinuing centers can receive. (Fox _example, as of January 1, 1972,
interim centers were eligible for $230 per pre-school child en-
rolled; $150 per school-age child. COnfinuing centers eligible
for training funds received $150 per ¢hi

o .

.

Funding will be sought for the additional

dn-the~ job superv151on of "'thainees.

-
. ‘
-

- .

One possibl source is the State Divisicn of Occupational
Educatiein, wnich supports two-year college programs wity)f funds
provided under the Federal Vocational Education Act of [1968.

»
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At. the Federal level, a limited number of pilot training
programs will be funded by 0OTD. Subcontracts for competency
assessment will be awvarded by an independent consortilwm of nationai
associations to which OCD has given responsibility fer developing
and administering'CDA accreditation. The consortiumfis interested
in our work in developing assessment criteria.

& , .

The model is also consistent with plans of the OEO Manpower
Division to gain insights into Programs related to welfare reform.
Cur deronstration should shed light ¢cn the, welfare mother's
problems in getting good care for her children as she upgrades
skills and enters the labor market. ©~hic is being developed in)
pro»csal to OEO. .

. - k,
.iext steps

Egmplete negotiations with community- ang serior-college
collabbrators. '

t ~

Complete negotiations with child-develorment-care centers
- . . . ‘ . = . R .
to become cooperating #raininc sites. Desizn criteria and pro-
cedures for selecting tra-nees. :

Review job analysis procedures with cooperating centers; .
conduct job analysis.

.
i

Continue work on developing and arplying instrunments for

assessing job performance levels of child-development-care workers.
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‘ Cce . - . s
Plan ard prepare education and on'-the-job \training progran
< .

with 50L1eges, centers and ACD. : T

-

< . ~
Brepare criteria for selection and plan for training 1nstr\<:j

) 1

. 1 .
Submit broposals and negotiate with Federal and state funding<
sources to support operating costs of model not met by .funds
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