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_ / FOREWORD .-~ ‘
s/ o S
* The National Committee on Employment of Youth of the National Child Labor Committee.
carried out one of the first demonstrafyion training progr for pa.raﬁrofsessionals
from l9§h’ 6,?/ with f/ihancia.l support from theé U.S. Departizit of Labor's Experi-
mental and emonstration Program.. Three years Yater, at the reéquest of the
Labor Department's Office of Research and Development, }SICZiL( conducted a fotlow- -
_ up study of a sampling of the graduates which indicatéd highly satisfactory job '
- performance, regular §alary increases,, and a steble employmentr pattern.
- . . <. Pr
NCIC's, study confirm hat the paraprofessionals recruited from among the poor
Tﬁr_éﬁght important &¥s /s t¢ human service agencies. "Accoxrding to the repoyts
of executivés and supervidgrs, the maturity and accumulated life experienge of
;Napr'ofessiona.ls.--combinegi with their first-hand knowledge oPeife clieny popule-
." tion~-were-important both in establishing relations with y\he' clifnt 'pop ' ation
and then in gaining client acceptance for the agency's service. ' (To perform as
well in thjs regard, he supérvisors noted, young collegt gradiBtes needed a
great deal mope experience as well as special traixying.) N . v
_The study also made clear that while meny paraprofessionals ha¥e Dgéxa‘oility and
.the ambition to move into higher level positions, credgnt/ials and/educational
requiréments close thesé to the vast mejority. The reﬁort noted: -
: .o L e e ) -
A A new generation of demonstra.ﬁon projects: addressed to ways
. of upgrading paravrofessionals is urgentiy needed. The values
. of employing.them have been amply demonst d. Vhat is -
“timely now is to experiment with various & oaches~-~field»by [
field--for achieving career advancement. ed out should .
be a variety of experiences after peraprofe ionals have been
hired, indluding experiments in changes in agency structures .
v end policies, job ‘design and assi nts and in-service . -

training.¥ .

>

:.In July 1970% the- Office of Research and. Dévelopment ©of the U.S. Department of

Labor!s Manpower Administration carried forvardits devélopment of néw approachés’

to broadening entry opportunities to professfional™fields by awarding a contract
to NCLC to develop.and test™ways in which paraprofessionals in five selected
humsp-service occupations could be upgraded l?y,,,(a.) ereating pew routes to cre- v

dentiblfs (bl modifying education and experience requirements for obtaining ~ -
these cxtgdentigls .and {¢} reducing the need for credentials. N

. This exﬁ:erimen‘i:afl and e<,1lemonstra.tion project aimed at eliminating major obstacles
blocking career a.dvanc‘me%t and threatening to trap may paraprofessionals in &'®

. M . .
) ! vV . . ‘ \'
et .

5 a ) -

¥fational Committee on Ehnplogment of Youth, Where Pa«We Go From Here?
(e York, December 1969)

.

‘{;.
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ob ghetto, It soy to develop a' range of options for &g.%(ngememjc vhichk were, /
heaper, shorter, more relevant to both the nature of th L ‘l_:o\be' performed - . 1
and to the backg;'ound and career objectives of ‘the palragrofessiohals. ?9\ agconm- N
plish this, the policies and sractices of employers, educatibnal ingtitutions ~
ions, licensing bodies, ci¢il service systems a.n_d‘pr feskiongl assqciations
" wére analyzed and, if péssible, changéd. f “ ,

A ‘e < @‘ 3 s J N
. s LA, o
This report is an effort to pull together those ,e;lemeﬁtQ in the various programs e
which led to,success or failure of the models. An attempt is also made tas e
deterinine why three models succeeded and {wo failed.

- , - " ' ’ . . ¢ .
Meny people played hey role$ in ;/‘!}lging these prograns to. friition.. 'le )
*should like to phahk the staffs of piwploying agencis, colleges, ynioms, _
professional aésociations, and the literally hundreds of others, including-the
students, for their continuing support and assistafce. It would be, impossible -
in this space to give each the recognition deserved; however, a few people .
-must be mentioned individually: = : " ) ' N
. - . Yo - * -
AS . —--Anita Vog'éd. who served as_Project Director from July 1979 to
i Rovember 972, who was instrumental in setting forth many of , ,
. thé concepts andi procedures we have followpd, and who,-as . ‘
D?f'}ftor of the HumaneServices.Department &f LaGuardia Community : :
Colleges has enabled two of our program models to see the light
of day. ' : .. , .

-+  --Harold Cohen and Lee F"i'lerman, Directors of thé Addiction &
. 'Serwvices and Occupational Therapy Programs, zg;a'spectively, who,
pulled their progre throygh seemingly insurmountable

"Ubstacles to success ementation. Y ' -
. --I?ichard McAllister, Ject Officer of the I}S Degfart ent o2 \ -
. Labor who has@way% féitered our efforts and who has shown ’ -
extraordinary patience in waiting for the results of our project R
.- t0 materialize. P R . T
. . ’ op )
" . ) "« . . . . - .
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~ _ DEVELOPING NEW MODELS FOR PARAPROFESSIONALS =~ = . | '
¢ , IN HUMAN SERVICE OCCUPATIONS -~ . ‘. ¢ .= .
. > & M PR 4 N
. T T .~ CHAPTER I
. ) ) 3 , ® . ¥ ) . .
/ o, DESIGN AND PROGESS | T
A \’ ' ' . ' !
A. Introduction ' : Lot N

T{xe ktraining and utilization of relatiyely unskilled, low-income workers, in public
. services is not a.new phenomenon As early as the se:renteenth century, the !
izgbethan Poor he.ws included a provision thaf those unable to find employment )

d who yere dependent upon the state, be pla.ced in workhouses ‘and tralned to -

.
v

perform "community impovement"” work. - . )
. the United States, an organized progfam based this corcept was first ‘ :
eloped under the Depression programs of the 1 0's. In the Rational Youth?
A nistration, for example, unemployed * in-school a.nd out-of-schoql youth were
trained and pla.ced as,n -nrofessmnals, in the fields of health, educa.tlon )
retreation, welfare, corrections, and in the arts. Vhen the E.Y.A. was dis- .
, continued .in 1943, there was no real move to continue, the programs; the 1dea.4 .
' hOWever, had been :_mplanted\ K , -
Ten years la.ter, 4in 1953,. the Ford Founﬂa.tlon funded several progranms e.nd f- .

_studies aimed _at providing employment to untrained persomnel in, several’ school - .
systems assﬁstlng teaehers by taking over their nonprofessiona.}: functions. ’

# These programs were not too successful- due, mainly, to the reeistances of. the
teachers themselves. o . . . TF ’

’ ’,

/} ~ Hany less ambltlou&projects followed< but no major breakthrough was made until e
the eariy|1960*s, when the employment of auxiliary personnel in human services ‘
rose sharply beca.usé,\ of ‘the availability, as part of the Adminlstra.tion g . -
overall " on Poverty," of large amounts of Federal funds from the Office of :
Economc Opportunity, \the Offlce of Educa.tion, an\a the Department of Labor.*
[}

e Eknanatmg from the ScheYier Amendment to the Economic Opportunity Act of 1966,
and building on the prlo legislatlon, the nationwide New Careels program was )
... an exploration of the potentla.l contribution to public services that cgn be made \..z

by capable adults from poverty backgrownds.  This.ne, m&&w&,&;m differed = A
from thetDepressmn progr in severa’.l“significant ways: v

' . ‘ R . ‘:.?".5‘*----’ v C,

~ ’Dunng this period. the Depe ment of Labor funded an experimenta.l and develbpme t
training program for paraprofessionals conducted by NCIC. See Fingl Reports — A

"A Demonstration On-the-Job Trkining Program for Semi-Professmnal Pe;'sonnel in -
Youth Em‘oloymeut Programs' ," De mber 1965, ) . F . .




. Based om an increased awareness of the extent of human needs and °
- limjted existing servjiees, they were, directed toward prov1ding y
: essential humen s ces for all.. . v

\ -~
They stressed:the 1nvolvement §§ low—incqmerworkers as partici-
pants, instead of as recipients} in the process of problem-solving.

. They tr1ed to 'take & moe systematic cpproach toward training,
' ,role development and the institutlonallzatlon.of programs.

- They sought to shlft from the concepts of creating-entry-levell

, Jobs leading nowhere to the concept of'careﬂr development, with

training available at eaoh step for thosé who sought and meritedj
< upward mobllity

2v v ]
ad -

“esults.to date give evidence thet educatlon; training, and on-the7565”e;per1ence 3

can produce a valuable new sup of pamaprofessionals many passessing the i
ablllty and embition to advance 1nto more resnon31ble Jobs ylth hlgher status

e a s ! ) N . i . 3 _
and pay. N .

1

Thousands of*paraprofessionals were recrulted from the nat1on s popf/and minority
groups and employed as human-service workers in the fields of health, mental
health, welfare and education. These new jobs, however, crected a second
generatlony problem of cons;derable magnitude: acadenic obstacles blocking their
career advancement»trapped many of these.paraprofessionals in' apother ghetto--
a qu gpetto. . . . . 5
»
With scarcely any exceptions, employers of, human-service workers set the bacca- "~
laurea_te degree as a minimum requirement for career adva.ncement ‘ SOme'* agencies
provide for recognlzlng individuals with 'equivalent experience." .Since they
have not defined equivalent " hovever, it is difficult to plan for ‘career
advahcementL

associate egree progra
ous flaw in this program was ‘that employers of paraprofessionals
) assuc1ate degree vas a requireqent' few eareer ladders
speeified it. .
. i.e., Lity Yniversity 4 ytlme programs, and then only if participants carried
+- ejough credits to be mgtriculated students’.” Most employers were not gble to
pay for edu tion ‘and yeleased time for“their ‘workers for_such a large part of
oyees in marginal jobs could not finance their owm

v - - 2
. - - . [ €94
Fvening cour es"were excluded from consideration becaugl the’ colleges char
uition “for b em, an eventng matrzculation courses ,which certied tuition™N
euatus.depende upor] accumuldting ‘as many és 30 e?e§§ts with a rather high
'her, many of the career-relatgd courses (e.g. ,nurslng)

‘;




- Most puﬁlic college ; although expresslng interest in fhe adtilt student were
focusing on the flopd of ‘recent- high school graduates. Few colleges had either

people seeking upgrading. Curricula were geared, to the young students who brought
with‘them none of the 1ife experience ‘of the older employed worker. Adult .
programs were more concerned with avocationel interests than with vocational,
pursuits. -

/ )

In summary, the qptions open to the adult paraprofe581onal seeking ‘edvancement

and professional status’were not satisfactory. What was needed for paraprofessionals
‘ yas an option which built on and gave credit for their life experienceg., enabling
them to qualify for advanced pos{tions in,less time, at a lower cost, and in a
more meaningful ey. To develop this alterqatlve requlred a design that analyzed .
employment opportunlties and requirements developed new types of educational
programs, and devised .alternative routes to credentials. * ' ‘u

\ ) ~ :

e In TJuly 1970, with}/'contract from the U.S. Department of efNational
' Child Labpr, Committee laynched this demonstra o6ject to develop changes in~
~"%he educational system mmd im the iffcations gnd credentialing processes to
help employed paraprofessi
_ to intermediate then professional ‘positions. Its thgusts were to make cre-

ut dentials more Televant to job’ duties; give greater credit for wgrk and’ life

experiences foster mobility. and transferability of skills and knowledge among
* “human-service occupations; and make it.possihle for, paraprofessionals‘to obtain

vocational education while fully employed. , , .

$he-eXper1ence obtained in the course,of developing and operating these programs
can be useful for estabilshlng similar programs in other occupations and in othér

commnities. ’ ey _
M 3 v - .
A .- y . , . . . .
. v, ! . ) s ‘ ‘. ' V
... ."B.. Criteria and process for Selecting . 5 ' . K
Occupationsvand Collaeborators . - N ", ' " I
. - » N ' ‘ B . ) /

In our attempts to develop models in several occupatlons ve, started wlth three
major. prema/esg K e .
3 - B . .
- 1. Paraprofes31on519 perform well in human—sgrylce oecupationg and
i have the potential to function aB profess onals. They bring a .
* quality to their work which many professionals.do not have--a knob-~
“ledge and understanding of their community and/or particular group.

2. 'Regardless of their ability ahd ambition, paraprofessionals have ,
_ ‘been locked into low-level jobs by acaedemic and professional
. credential _requirements as well as by dysfunctional 1nstitutionai”/[,

personnel practices. - ° ®

the funds or the personnel to design or cgnduct programs for mature, employed N

§ edvance in five different, human-service occupations .

e

’
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3. It is poss:.ble to remove or c:chumvent the structural blocks
e "and to upgrade pa.ra.profess:.onals to profesgional status in ar
- . _effective and efficient manner by prowr¢d1ng credit for work .
- and life experiences by using training designs based on task )
“ . _ analysis and work c.ompetency, and by providlng formal educa.tlon
’ *  at<the job site. Sy b

L] S -

From these premises we dfevefLoped basic criter:.a. for ’oinlding our models: ) .

1. Educa.t:.onél institutions ha.d to be mlling to design a.n& use s ]
, .t .. (a¥ alternative routfes to- credent:.a]p fore relevggt for * . -~ . .
g ) _ adults in human-service occupatigsé, that vere s 5t.er and : L
~ " " therefore more econcmical than conVentional programs; . ; g
! o(b} a work-studz' approach; (c) close ties.with the employers, S
< *(a) special curricule when necessary; (e) academic credit
for what the worker has )earned, either in acedemic settings - -
or elsewhere, and for work experience; *and (£) educational !
facilities on & year-round -‘oa.51s for max:.mmn use of tlme and

’

resourcé“s ' o .
P * 2. Fmployers ha.d‘to be willing to base thelr selection on the \'
- A _sklils and knowiedge needed for competent pernformance, .
nrov:.de some, released time for education for the pa:ra.profes‘— .
sionals; y~arrange for special staff asgignments for training * )
.- purposes; .and assigneguaelified sy,pervisors to the para.profes—; .
T " slona.l?s b ' \ )
. v [ -
4 . 3. Academi¢ institutions and employ(rs both ‘had 'oo be flex:.ble
- and wlllzng to consider each other's and ‘the workers' problems;
'S - ‘ Yo useé 'work sites as learning plagces- yhere supervisors give
: ", . in-service training a.ccredited by the academic 1nstitutlog
- E and to accept and jcipate in a coordinating body whic
M would. dewelops policy, .4 va.lua.te program elements, and resolve
. problems .

i

. ]

Ny

k, Para.profess:.ona.ls had to be willing to make a s1gnificant
‘- . contribp.tlon of their own in t:.me .end energy. -

P

- 0T K 5. \The occupa.tions gelested should permit credentza.iing at - ]
¢ ' 4 ......both the ‘agsociate and ba.cca:laurea.te levels wlth concommitan '
' ra.ises in status and pa.y. - g

x . . . .
. ~
3 , -

SN 6 The occupa.tlons had to ha.ve slgnifica.nt ‘nunbers ‘of workers
S " dead-end, low-level Jobs, and a reggsonable number of unfill
"i777% . higher-level-jobs which-required d Credentialsr; --

b

\ [l ~ -

i . ) , . |
z - 7. Labor unions and professional’ organizations had to be willing
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. ) 8. ColIa.bora.tors had to a.gree to use task analysis ag the 'basic
e methodology for linklng work experience and the educationa.l o
: - curriculum . g ST
A . o ) o _ ’ L
‘ ) 9. Each progra.m had to meet & suffioiently strong need of the P - L
e ' labor market to attract the interest. of funding sources, amd - " .
T * the coést of esta.blishing models had to be within a.va.ila.ble R
' resources. _ P . - . -
% - . . ! . R s ] ’

NCIC staff felt that several occupations ghould be chosen in -rela.teﬁ‘ fields to

permit greater in;pa.ct with limited rggources.. We also felt that there should

be a wide range of ,occupations fer comparative purposes. Thus, some beccupa~-

tions might ‘involve a single e;nploy’er and/or academic institution, while others

would .involve a.constrtium of employers and/or academic institutions; some’

occupations would be in the public seé¢tor (Ciﬁleemoe) vhile, others woula. T,

be in the private gedtor. In.one occupat ion thgre might: be a dominant union,

1n another a strong professional associgtion, in a thirﬂ neither, etc.. .

/

To help us seledt occupa,tibns NCIC organized an Advisory Committee composed

of experts on manpower utilization, research, end training, all experienced. .

- with programs Tor pa.ra.professionals in humen-service ®decupations.: With the
assistance of the committee,’ NCLC began Q;cploring occupa:tiona.l fields. 'I'his
process idcluded¥ =~ - _ .,

L mereL oAl . ’ . , .

»

© ' --Examination of occupa.tionsl data ava¥lsble from various bureaus = -
. and government agencies, professions’l associations, state . . o
) 1icensing agencies, state and local coded, and regula.tion,s, T -
~ existing and pendirng legisla.tidn, to deteﬁnine numbers of persons Y -
employed and needed in various occupa.tions,‘and what the leng- ’
oo T erm trends seemed to be_in these occupa.tions. e s Lo

-~ 1

, ~~Reviewing the l‘itera.t‘ure including gorvernment periodica.ls and ,
- - o= = pliblica.tions profeSsions.l bulleting . and megazines, da‘Ea. R A -
) ) retrieval ?ystems and related books and a.rticles, to draw upon - 7

experiences of other projects.and models ¢ ,

. - . Vs .
- --Personal interviews and consultations with representatives . c e
’ '  of-major human-service employers; unions, state and locel Civil i ’
Service organizations, brofessiona.l and occupa.tiona.l associations,

. 'licensing burpaus, and academic institutions, to ident{fy —

e . —-~apromiging-areas as well a,e ﬁotential roadblocks within various . ) . ’

- occupations, . P . S

v - <

e o --Gonsultation with our Advisory Committee, firgt as a, group ..’
' . and then with individual members, &s’needed, to provide - .
. guidance and direction in our efforts. . ! ;-

_: o S --Disge ussions with indiviﬁuals ana small groups of pardéprofes- -
~ o Jiona.ls in diﬁ’crent occupations to ascer‘hsin whs.t they saw o

as their heeds for career a.dxgpcement. ’ , - 2
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' Through this ‘process,*we were able to identify more than 25 occupations warrenting
*. further consigeratjion. - . I ! y :

kY P { .

B - 3 N
- -
- s

N . » R4 . g 3 ' - T . 'q. ’ . .
y Narrowing “ouk cheoice to.five of .these occupations required intensive investigation,

research and épneutrtations ‘The ‘decision to select or not select an occupation ot
,-was based primarily or our ebility to identify key sgencies and individuals = - '
., -willing tt_)"\cobpe;z’e,te withus. Protracted’ negotiations seemed to be inevi‘tab)fé
e befiore agreements*could be reached; this process involved fifgt defining our ‘goals i

in terms-which coincided arith ‘the goals .of the *;gofé‘ntiél cdllaborators end also
shed practical appliestion for’ them.xz?.ps were #hen worked out which specified
_ "the responsibtlities of the collaborators,. »In most instances, the proposed col- \
. . '. laboration:plan had to ‘be studied-@ither by & céimittee of staff ghd/or ‘by
. * directors of &ffectéd depdrtments-Or it v S

S 8. .
‘ ; .
3 Y

v i *

EP
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.I» Reaching agreement with coligborators® wds Lurther complicated by sudden, drastic
.~ ..+ chenges in funding of puplic’ agencies.” Budgef cuts and job freezes curtailed
. _.plans for,erpansion.of gervices and staff in many agéncies: In some instances,.
. 'thig resulted.in shortage ocgupation$, suddenly Peing cotwerted to surplus status.
[ Administrators ‘became extremely cauticus gbout entering into egreements for new
progréms. The general economic, recesgion,fokced private agencies and institutions
to be equally ca?tibug ‘about ‘new c'onnni'pi:i%ﬁ’c'_fs‘ ;hg.?: vwould ‘add to th‘e:'l.r‘fis-f:a.l burdens.. -

- -

T .

-~

. . ¢ L0 : .
'io Sometimes during the’ negot'iatipné with employexs,-the gééupation' under discussion
would be dropped and ancther occupa}idd substituted. For example, in.our imitlal .

- ‘discussions with represeitatives from a State-ingtitution we'were consildering a
N * new oc?{:upationf'of\Mental Health Worker %hich would encompass & number: Qf presentl .
L distinct disciplines‘as appl‘ied to a s’peciﬁc population. Forvseveral reasons (

4 ' - it wa% not-pgssible to work out. a viable, program,.but it becdne apparent that .
., . ~ there wa§ s greet interest and; support' for a different program, in cccupational
+"therapy; working with the same employer, we changed the ocgupational goal. s

v

-0

In gome Fields, . ve gnadv less difficulty than expected in gaining:thé cocperation
of unions, professi al,associations. and Pivil Service départments. In a few -
i .« -cases these groups  encourgged our devel ent work: helping locate collsborators,
* » . . providing consyltation serviges, 'part;cgg.p;tiqg,in Jjob analysis and curriculum.. .
» . (development, and even offering to contribute “soige funding. More problems than .
‘ . anticipatdd were encountered in identifying and working out egreements with s
' geademic institutions.’ g e ' 2
. N e . - R . s A Lot ," ) N
‘Occupations were eliminated from consi_d,ei'a‘t‘::_lb’d for a variety of reasens. The over-
‘riding  faster fornot setting up a program.in an occupation was the matter of™ t.-
tIming. . It wes feltythat a program could be set up at some future gate in most = -
. if not 411 of the occupations considered. For exdmple,'we considered a physician's
~agsistant program) but it presented too many barrie¥s. Since that consideration,
however, New Yori™-State passed e lidensing law for phxs'iciag'g a.sé,ista’.n:bs,- elig -
'minating ‘many barriers.. 3 wopld have been pessible for us to undertake &
‘prqgram for this occupation*if we had noét already se'lgcteg those with whigh we
. . would work. B , . N . - Lo

+
1 , + v - » . ’ ~

]

0f the human service occupstions surveyed by NCLC stalf, five survived preliminary

., field investigetioms: Addiction Worker, Child Development Worker, Occw at'ianal
«,.~. -~ -Therapist, £lassroom Teacher, a.qq‘Public'H“ealth Nurse. The. field Iinvestifations = _
S T . < - - )
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included discus‘smns with'émploye&s pare.profess:mna.ls » unions, professione.l . e ’

associations, educational 1nstitut:r.ons and special consultants in Sel/ecting
these ocaupations whe,re we w.ere most iikely iz be e.ble to develop a success

™ s model. . T . . - o LS ‘.- . . ‘I

‘\;\ . e - ~ / - K .
"7 ¥ Ye rwedd atle to obte.in funding/for and initie.te programs in Addiction Serv:Lces,

v, Child Development and Dccupa.tioﬁa.l Therapy. We were unsuccessful, for a varieb;y .
’ of reaso i/gei;tiag-the«-?a’ad:ie‘ﬁealth Nursing a.nd Teaching models beyond the 3

»

.. . plamni sta.ge., The appendices tp this report contain detailed criptfons of B
- the processes involved in each o;f' the Tive models, At this poirt, ve dre pre- ' P
- senting (‘sﬂmmary description of the highlights of ‘each model. y o R
- Mdiction Worker e e T oo
T, é ) ) o

‘ -This model wa.s developed by NCLC in c,pﬁabore.tion yith. seven voluntary drug abuse °

agencies: Daytep Village, Realim House "Salvation. Army, Addicts Rehe.bilite.tion
Center, Lower Eastside F¥rvice E'enter, Greenwich Hpuse Counseling Center and . R
) Encounter. LaGuardia COmmmit;y College and the City University of New York bacca-
.. ° laureate "program ccg.laborated to edupate, train and upgrade “the skills of 30 °
) - paraprofessionals; most of them ex-addicts. .The educe.tion-tra.§ning program began. .
-, ; in September 1973, and will end imiMarch 1977 by which time most of the partici- )
' pants will have earned e.ssocie,te ‘and bé.cce.le.uree.te degreesd. The .program was ®E

. funded’ vy the Na.tzonal Inst e*o‘f’m\al Health. : 1 LT e
oL /'/( l./r . . . 4 i " ;“ v ; . s ] ’ f C -
o - Chidd Development ..Wor)?;er S ‘m’"‘ ; ‘ B ; » I I

T In coopera.t:Lon with the New York C’lty Agency for Ch'i’ld Development,.ni,ne child .

e ' care centers in Manhattan and Queens, LaGuardia Community College and the City : -

: .University Mew 'raﬂ’;:fncz.c developed a program for the education and training

evelopment workers in dap.pgre, centers and other pre-school, programs. . - .o

Odel was bsed on the new-gre $ial of Child Development Associate proposed .

the Federglso: ¥ice_of Child Dew: nt. Thirty-two participants completed -
B8 ocie.te degree work and are current.}y enrolled in a baccalaureate degr:g_e =

« PEOS pfom. The program was’ funded 1n its first- year by the New York Sta.te Depa.rt- ..

t of Educati«o’i i~ S , S -
\.' /ﬁf B £2 ’::;Dl' ” v, . K ‘ . g . .
. - R 5 - o .-

A Ocq—upﬁiona.l Therepist / R . ’ . .
- . .= s ’ = . - . ;
The occupaiﬁonal thera.pfst model mcludes a consortium of four Hew York Ste,te
" ‘health and mental, health facilitieo (Bockla.nd State Hospitsl,.Rockla.nd Children s

‘Psychiatric Hospital, Letchwort“h V;illege and the New York State Rehabilitation _ .
) .and Research Hogpite ; two acedemic institutions (Rocklend C ity C'ollege .
. and the, Cz.:t Uiy ew York)*"éhe Nev. York State Departmén s of Health

. and M,e ezie, and the American Occupe.tione.l There.py Associe.tion, colla.bora;
ting H NCLC. . h&* program aimed at opening career-advancement opfortunities in
(HE :feld of occupa.tione.l ‘thera.py for economically and. educationally dised~ )
vantaged- workers in four clinical institutions. Up to 16 workers a yéar for. | L
" four years vere educated. and tre.ined ‘for positions ‘a8 Certified Occupatiopal

Therapy Assistants and Registered 0ccupe.tional Therapists, ea.rning a.ssocie.te
. [ - . g




of Health and has $ince eXpanded to include add:.tional cmeges and* c11n1ca.l

n

" "within the' New York- éty Pepartment of Health to positions as Jmior Public

and baccalaureate'degree,s This program‘ves funded by the Netional Institute PN

. fa,cilities in upstate New York. ) , ] ’
, X :r: . " . ,' ’ v <, . o g 3 -A . . o
Classroom Teacher - Ny Y ' Vel ' . ‘ . . 1 . .

The teaching model yas developed by NCIC rn cooperatlon W1th Cammunity Schéol T
District #9 (Bronx), the Berrerd M. Baruch College's School ,of Educetion, and’ .
the United Feder?ion\ of Teacher;. Its objective vag, ‘to, prepare the district's ,
classroom pareprt ess1onals to become certlfiéd early-chlldhood&teachers

This five yeér pro,ject wes to enroll 30 ‘tea.cher a1des a:mually a.nd prepare then
.for tebching roles in a baccalaureate degree progrem -based on teacher behavioral
competencies derived from.pupil learning objects. The .model's high operational
and resea.rch costs created problems in obtajning fundmg and e severesbudget
crisis in New York City fOrced us to disconinue work in this occupa,t-ion. R

-7 g ' . 2 b
Publlc Hea.lth l\m.rse % -, ‘j N L. .
hd v - N . . , -

This was to have been the £ifth occupational area for <ﬁvelopmentf “The orlglnal ,
_plen 1nvolved the tralm.gg, «ducation and upgrading of Public Health Assistants

Health Hurses and e ntually to Public Health Rurses. Thare’ was a strong -
interest on the part of the Depa:rtment of Health and an academic céllabora.tor o
The first problem encountered centered on the Lcity's hiring freeze. e second
inyvolved the Zoss of.-the academic collaborator due to internal administrative
and 'Btaffmg dlfflculties. Other. academic collaborators scould not be located
'b’ecause their regular nursing tourses were fully ‘subscribed; their nursing-
graduates werenhaving,difficulty in loce.tmg Jobs; and there were problems

ebout ¢hanging the thrust of nursing educetion-from bedsi‘de care to public
__health. Many of .the associate degree programs were also hevirng accredltatlon .-
problems with.tRe National Leagué for Nursing. Work on this.occupation was
thus discontlnu.ed. . . ) : . -

P . " t s




NCLC'S Role - v . : : f . .
~
Inltlally, NCILC's main® thrust was reseérchlng occupatrénal areas including the )
$ypes of personnel employed and needed and narrowing possiblllties on the "basis
of established criteria. During this exploratory perlod NCLC surveyed various
human-ser\‘rice occupat:.ons to ﬁnd which had. expanding Job opportunit:.es and
: where c‘nanges in promotiona.l and creden’a-}allng practlces “would be most fea51ble
- and’ desirable. ‘s , ' . ( . :
. s \J ﬂ'\ . ) ~ . ) ) -~ > .
The nextﬁteps ingluded°' o '* .- . o
. -
-Arous:i‘ng in‘berest among pot/ential c?‘lla$onators a.nd persuadlng

them to partd‘\%‘ipate, . . P

[y

A}
’

.-~0wercoming reslstanqe to partl-clpatlon in the proJects,

S A rojes
_-Bringlng colléboratoy”@tﬂr; o '

-'—Detennlniin_g how _to. fund the progrems and obtaining ~funding.;

--Conduct/lng task anafyses to determine‘the naiu.x}e of curricula,
relatlonshlps between formal education.and work~site learning,
the. role of the supernsors criteria for competency-based .
certification’ etc;_ ) L, - "

. . - , p; .

ffDeveloping the basis for institutionalizing the program;.

- - - F o

—-Coordinating the activitids o; the collaborators; and
-~Problen s;;olving.- : . ;, . T -

aNCLC ‘was 1nvolved Wlth a w1de range of forces: clinical and acaemic instltutlons,
municipal and state agencies, unions,.professional associatlon .and others, .
each with s different concept of the project.

’
R

As a third party, NCIC was le to exercise a unlque klnd ?f leverage. Having

. no vested interest in the, rthodoxy of, rules, tradltions and programs, we were

. free to make recommendations which could come from no othey collaborator This
Ted to some criticism that we did_not understand the problems inherent in maklng

such drastic changes . -

push and\ willingness tb take chances, many operational approaches “would not have

been dev oped. s . — e,
’ 47 '

In. somex:.ses these cntlcisms may have been accurate. However, without our ,

In each cage, NCLC's major task’was to coalesce and armoni;e the goals end
_operations of several collaborators at the precise p%int where their int rests
. coincided. This polnt ve.ried considerably from:model to model.
Nt ;

¥




Conclusion S e T o AT T e \Q N
. . 4 . oA LG
Much of our success in bz:i_ngin/g progi'a.ms up to thg_ppéra.tional" and ;‘unding‘ stages
‘was directly attributable to the Dgpartment of Labor's willingness tg"'permi‘t us
. to award ."development .grants" to participating employers and colleges. Thege f .
- - $5,000 grants were the seed monies “for developing colldborative ‘efforts betveen -
) employers and colleges. The grants were used to pay for planning, tagk: an B8is,
and curriculum design, activities for which funds were fot available .from re
budgets. . ‘ o v P

. -
. . 5 +

/ . - e . . ' .t

: We have developed different models for meeting the program's objectiyes. In
B addiction, occupational therapy ‘and _child development there were two éducational
institutions foeging"associa‘.te .and baccalaureate degrees, With a coasortium of
employers in each. Occupational therapy was geared ‘to government employment,’ .
vhile addiction service® and child development involved non-goveramgntal empliyers.
Addiction and child. development were based in. New York. Cdity; pccupa{ﬁ'ion’al ;ghera(py
vas outside of New York City. Opcupational¥therapy included the active partici-
.. pation of a proféssional &ssociation; addiction and child developmehnt did not:. ° -

. In occupational therapy there were existing professiohal lines; in.child develop-
ment .a professional line is still evo].ving;}n»at}diction’ theré is nodwell-defined
professional line: Funding for occupational therapy and gddiction came from the
federal government; funding for child development came from the state.’ T

a8

S\

: While each of the occupations selected had unique aspectss there were also copmon
@lements. -All were for low-level, human-service employees largely from minority
> groups, who could not qualify-for higher level positions under goaventional -
systenms Qespft'e their capability end whose knowledge bf'their cemmunities had 2 -
particular value for new systems of service deliyery. Each occupatitn rioved the
workers from whetre they were in terms of experience and knowledge, ‘and related -
. to the skills and knowledge needed for competent performsnce At increasing lewvels
.+ of respgnsibility. In fiel¥s where eslucat'ipn has been solely the prerogative
' of academic institutions,.the demonsgtration models shifted ‘this _responsibility
50 that the employers.became partners. This gollaboration made ﬁr'épaga.tign for
advhncement more meaningful, and ecomamically more féasible for employers.” In’
. addition, each model met the criteria established in our conceptual design.

4

.

.,

A common and essential element in each model was the I')rovision\ made+ for opera~
tional contnbl, t8 be-vested ind the hands of a board comprised of representatives
of all participasting agencies, institutions and individusls, including the "~ )
trainees. These boards .(Poli;cy Board, Program Operations Coqfnittge or Parity

+ Board,. depending on the model) were given respons.ib,’tlity' for geeing to the -~
. successful implementation of the models. . - : :
. - -, Fe

- o=
.
-

* a . . v o . .
,They were decjsion-making problem-solving groups. NCLC had one yotg,on each” .
“boegd. Contyol of -thesprégrams was in the hands of those closest to :hc day-to-
’dz?r operatiofis. This had a number of important implications.] If permitted NCIC -
) 3taff to deyote its energies and time tq monitoring and evalusting edch model,
- conducfing inter-model comparisons and evaluation, and .working for the replieation .
w ' and institutionalization of the models. By involving patticipants in the Qegisio_n- K
meking proceéss, we hoped to build in. vesbed interdsts on the part of the colla- '

o ' borators-to insure, thet 'the models.would edntinue operdtiod when outside’ funding
ot . s v .. . : ]

"' v-" ‘ v - ' | g . | '" 416
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.
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bed we attempted to,bulld a level’ of N
in part1c1pating institutions. . Tbe
nature of the mode s add the' process for, developing them should establish pre- ..
cedentg for continuing academic-lnstltutz.onal collaboration in other Qccupa{:ions '

’ and in cther settings.
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- IMPORTANT ELEMENTS IN REPLICATIAG,AND INSTITUTIONALIZING THE MODEL - |

4

~

: . R . . T
. ) InVChapter I we ipdica.ted:the,genesis of the ppgra.di‘ng'model and desériﬁ&& the
o methodg an@ pregesses for irgpl’gmeht‘ing it. The appendix contains-detailed - -
descriptions of our attempts to implement the model im five occupations~-three.
v * successfully and-two unsuccegsfully./ The process described in each occupation
) is impertant for those seeking to r¢plicate the model so they may ‘avoid some
_. of the pitfalls we did“not, and teke advantage of what we learned. -

A .
~
B

. New routes to credentialsjwere idzétified new procedures for train.ing,'.ed%tigg,\-' .
o . and upgrading. paraprofessionalsiw re accepted; and thg model in three” occupations &¥
was deemed important enodgh to fafftract operational fupding. Important insti~
tutional barriers were reduced fattitudés and expectations of individuals andy, )
,, institutions were al¥gred; an base was created for institutionalizing and oo )
replicating the design. Certgin élements and problems cut across all occupefions
constitute a generic serigs of items to copsider when implementing an up¥ '
grading program. Indeed, mos} of these items .éould be used when implementing
& program for ney wp’rkers as fell as i:or upgrdiing sexisting workers.,
: < ' T

3 i

{
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A, "The Consortium Approach . N ‘.

-

/

- 3 S
When a single employer or &Ji\ng}&/ academic institution cannot conduct all .
aspects of an upgrading progtem itself, it is often beneficial to attract other 3
institutions to share the respopgibilities and costs of such a program. - In'some ~
instances, a consortium may ilcrease the number and size of the problems en- e
countered. However, our experience indicates that the benefits accxgdng to each

member of the consortium far

b

~—

~—

le some consortia are legakior quasi-légal hodiés,, we found that a Volunﬁarf} ;
association of agencies and ®nstitutions can. #rk very-weil. Decisions are -
, reached by consensus‘of the ers and_contNniiation is waintained by the informal
" pressures brought to-bear by slister agencfes 2nd institutions. - )

~—

' Ea:z@y/ia the design of dur modBT we_recognized the impértance of involving mbre
then one employer. A major cha.ngew:lon, policy, or budget in-one
institution is not likely.to deStroy fhe n}'odel. -In_addiction gervices, for
example, we .originally reached agreement with a sihgle\};argg\agency, and then
baged 811 our efforts and energies for a long period, of %ime wor out a

. .viable arrangment. When internal difficulties forced thi agencykiggﬁrhdmw\, Lo
~e had to abandon much of our work and seek another collsborator. Luckily, -~ *
wé were ablé to intrest a group of voluntary agencies. Thus, no sifigle ‘agency )
can'destroy the model by dropping out of the consortium. Agencies tend to serve

) °. as a pressure group to keep individual participatits together, offering encourage-
.t ment and essistance when internal, problems arise, Further, no single agency
needs.to involve its entire paraprofessional staf? in training; services can

-

- 3 * . Il
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’cont1nue to’ ‘De offered without too much strain on remaining staff, evalua.tion

s, sounder, a.nd there is a.‘better bagis for- ’repllca.tion. o

. o 4L - H "’ .

T In same occu_pa.tlons it is des:rﬂble that tra.inees be given opportumties ina -
‘b’e.riety, of settlngs This was the case in’ the occupational therapy project

. e there wag need to gain experience with_different treatment modalities and
popula.tmns,. mhe, consortium enebled us to.establish. rotating field work.
assignments vwhere trainees from one institution could spend 4wQ or three months

T working iu another instﬂ.tution w1thout manpower or service loss to either.

The consortium approach has led to grea.ter employer participation and helped
bnng into the open employer reactions to program costs and the elements which .
would have made institutionalization and replicati impossible. It is desir- .
able for employers in & consortium to have the same-policies with respect to
released time, etc. Similarly, wdrking out articjlation agreements -between
comnmity and senior colleges.\ often difficult ,pybut the consortium provided
en appropriate arena for doing and also broi the _input from employers to ,
bear on the problems. For the most pa.rt ve found e/ genuin willingness.by -
most- ljsenior colleges to accept fully the work completed a2t a. community college.

Community: collegés have proved to be an, important edugational resource 'in all
our models. Even in occupa.tions where a. ba.cca.la.ur e degree is required, it
possible to tie together the two levels of academia ;profita'bly Treditional
-year colleges usually reguire a pre,limina.ry period of-up: to two years
devoted”to "req_ulred" courses prior to educa,tion in a specific field..

’ f —_
Lmlung colleges and employers wa.s not ea.sy. Proﬂlems arose w%:n 1t was
necessary to satisfy at the same time employers' needs to deliver services and
colleges' bhudgetary limitations, scheduling, end fa.culty rules. The consortium
‘. "" -

plaaged 8 kev\role in holding-these institutions tokether.

A1l pa.rtners in a colia.bora.tive- venture are not equalléy' willing, re urcef'ul

or capable. Deficiencies in ;these areas are often best 1 made up by an, outside .
independent organizat{on such as RCLC. It is difficuit for an employe ‘or, col- \
lege to keep a group of other agencies continuously ‘{nformed of all their )
activities which might affect the program. KCIC sez;ved as a commnications \\

and catalytic agent to alleviate this problem. importance. of these rol U
in ma.king a colla.borative enterprise successful ot be overempha.siZed -

DeVeloping and maintalmng effective colla.borativ rela.tionships among employers,% \
colleges unions, and others involved difficult ontinuing negotie.tions a
willingness to compromise on key issues, and. the/ .ability to-adapt to changing.
"conditions. The parties had to enter into. complicated, highlv interdependent |,
relationships. The need to involve others institutiqns e.g., unions, Civil
] \\Service,,and licensing bodies, nmltiplied pro'b;lFmg considerably. .
=~ The collabora.to were _sometimes troubled by tl;e degree of “their involvement
and_the numbep”of meetings, conférences,and.oﬂ‘,her contacts required for -
planning ang’implementing models. However, HCIC “pushed For Involvement of g11 - -
agencies we felt that only by full pa.rticipgtion and colla.bora.tion ‘can a.
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program be viable.. In the process, thére was considerable i terchange of ideas,

$

knowledge, and theory vhich was-bemeficial to all. -~ . . . )

A] -~
' .
IS

Collaboratidn included:_\ L S T .., a . T

’ N -~ ""
A B

» 1. Joint esteblishment of operating goals; o '

2. Determination based on publiél?‘ 'Shared data; S N
N, . N
3, Relationships growing out of‘concz'etg, here-and=now enéo}mters; o
i / ‘ . . . \ X
- L. ‘Voluntary relationships among change agents, with parties accepting
responsibilities toward each other but free to terminate the
. 7 relationship after consultation: .
- . o~ \..; B . . . . & . \
5, Power distributiom in which the participe}nts\héze/%pozztuﬁities to
o influence each other and the program; o :

>

k]

6. -FPuphasis'on methodology rather than goals. .

: ; RS . e
“Thé opefating a.rm of each consortium was & ‘policy board composed bf one repre-
sentative from-each of the collaboz;ating jnstitutions, NCLC, and the trainees. N €

The policy boards were the key link between NCIC staff.gnd the ag'enciés and
individuals involved in eq.‘ch venture. They served; as policy makers socommnica-
tions instruments, testing grounds, problem-solving forums, settings for articu-
tiontand resolution of grievances, and discussion groups to c¢larify-wnd develop
ew objectives. Each institution, agency or |individual involved in eny w

th a project was represented on the board 4Ad was entitled to.one vote in all
decisions.' HCLC sought no special pawer on'the policy.boards. We diditlds -
to, insure- that the overall design ‘would be followed after “the pilot perdod;-te’ -

s

¥e free to monitor and evaluste the programs; to inmsure ouf technical assistance
would be accepted; and to be able to work for replication and iﬁsﬁitu‘_tionaliz&&, *
+#on, B - ’ PN

4

In our programs, the.policy boards of the various congortia were responsible ” \
for preparing and su‘g:n;itting funding ‘applications, hiring the directors, estab- )

shing recrujtment and selection criteria, developing curricula; overseeing
the evaluations, and, in general, reviewing prégram progrebs.”.’ : (

i :

Each. occupation requires a sohevhat. different combination of members in a con- ,
sortium. ' Thug, relastionships and program linkeges should be established with: <
(a) unions and professional groups which represent workers in the-lower-level do:
3?)8' and in-the higher level {obs; (b) managers who would be directly involved "’
o significantly affectéd by the program. (c) in public programs, the CIvidy .

L]

. Servite Commission and/ other governmental agencies which could accent auccés’s" .

of the program; and, (d) if eq existing credentidl is involved, the creden- :
tialing agency. Prqgranms to‘ehange established employment patterns are
threateding to many ps, particulerly if they don't know much about the
program except that it will introduce change. In some cases, once the nature
of cthe proposed-program is dnderstood; these groups become allies-and sources .

¥
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- program. to a significa.nt degree. - / .

* The American Occupational Ther
sultant”time, the union repres¢ntatives (CSEA) participkted in. the selection

sl . :?'2— ?\\ "" - ‘”

PN . \' oy
* . \ . ’q

~

‘ot information qnd program resources., It is importa.nt to establish a positive

link with every group which would be a.ffected by--—or vhich could affect~-the’

’

4 X T . R
‘. P . . ,’

We have found that there is a crucial role.in the consortium for an organization
which has no sta.ke in a specif:Lc input, (e g. relea.sed time): or in a specif:»é
output, (e.g., ng vacant jobs and getting a petfer job); but which has-

the same stake in of these and an overriding(concern with the success of
the total program, rathér than with the achievemdnt of a single sub—goal. . (This
has been, in general, the role played by NCIC.) In addition to coordinstioh,
the role played by the consortium sheuld be an energizing, searching s:ita.bill- -
zing and guiding role. If the members played their roles perfectly, there
would be no neéd for an organization such as HCLG to be involved-once 'Ehe major
pa.rticipa.nts were brought together, ge;greed on a' progra.m, and VOrked through

g pilot. period. . ‘ . ; $

i

Earl,y involvement of unionms, professiona.l associations eivil service agencies,
credentialing bodies,, and other groups in the development and design of a pr’o—
giam 'is key t0 successful imp ntation. In each case, we found interest and
willingness to. pa.rticipa.te to ;ﬁx;legree. In tihe occupstional therapy mode‘\L' ’
gsociation proyided considerable frege con-

of trainees, and the State Dep nts of Health and Mental Bygiene partici- N
pated along with the emplo 1nst1tut10ns In Addiction Services: the New ,
York City Addiction Services Agency orked closgly with us. In the child
development model: Few York City's Agency for "Child Development and the Jew
York S‘l\!ate Depa.rtment of. Bducation yed key roles., The teaching model included
relationships with New York City's teachers' union (UFT), CURY, and the New

York State Department of Educatiohr., In public health nursing: The. Fational

'League for Rursing and the New Yorﬁ State I.icensure Board fer }‘ursing gave us

some help .

',; ‘ I ¢ ‘.. . )
e L S .- ;
B. Ta.sk.-Ana.lysis' for Job Structuring and Curriculmn’Development‘ '

.

Educa.tiona.l progra.ms are usus designed to meet the standa.rds set by profes-

3

-

sional groups, educatoz‘s, and atcrediting associa.tions rather than the needs .

of the job, the employee, or the employer. The .focus is on an educa.tion 2
rather than a "work" model. ctiona.l task ' enalysis to determine the rela~
tionships between tasks and em outcomes pinpoints the situation clear]:y

WCIC used task analysis in eath of its models A different method was used

in each depending on the natyre of the occupadion, the work site, the - .

/ S ’ N ’

Y e

work of Eleanor Gilpatrick (Health Services Mobility Study), Sidney Fine and
Wretha Wiley (Upjohn Insti: ute for Employment Researéh), and the U.S. Department

of Labor (Dictiona.ry of Oc upationa.l T:L_les and A Hand ooﬁ for Job Resturucturing).

[ N . »
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. of the analysis, In general our objectives were to identify tasks, develop

R was assimed by :lgeopigf who developed ‘pa.raprqfegsional prog}aﬁg that tﬁé mere , .

i

e

“

. . " 4 . i . ," ‘ \ ' : \\.\. . - $
ava:i,la:oility_of trained analysts and other resources, and the specific objectives
training curricula, determine performance standards, restructure jobs, .develop
career pathWays, change institutional requirements and standards, etc. Each
tafk analysis stressed one or more objectives. In addction services, it was tos e
develop g career ladder; in child development, to develop & new currietium; in

‘A

. occupational therapy, to develop’ a curricua.m‘_geflecting changing roles of profes-

sionals and Eare_.professibna.lé.~ In public he th nursing, it wes to help modify °
clinical nursing education to give greater “emphasis to commupity care. In .
teaching, it was to be used to.validate definitions of teacher roles, measure

role changes, and foxm the basis for the state-mandated competency-based creden~
tial.- - . : o - : :
presence of large numbers of paraprofessionals would introduce changes in pro-
motional policies. THis assumption was not justified and paraprofessionals are

peying for the error. o.main obstacles were ignored. The first is that . =~ = .-
employers®. commitments to train and upgrade paraprofessionals are limited by - .
their budget and service ngeds and their willingness to contribute workers' time, 7
ski];_l{s’d sgpervision, faciljities, supplies and other resources for these purposes. ,

' Thessécond*ls sbsence of job standerds for human service occupations.  This is

. abéut a degree of.Job uniformity among agencies, but the'differ;nt treatment

- redic % changes, which need approvel by funding agencies could

a barriersto horizontal mobility and to gaining acceptédnce of work-experience

for credentialling and college credit. - , _ o

- .. - 7 . . '- ’ -~ ‘- ‘
We aﬁfémpted to deal with these problems by conducting a task/ané'.lysis in edch -
ocgupationrto identify common worker utilization and employment practices; to
help employers structure more efficient and effective job patterns; and to con-
struct curricula. - = . . - 't

./ ! . -
2

- . ] .
Ve were-hindered in task analysis.by the absence of sysi‘.ems information and - ¢

‘ systems apalysis. Employers did not know,, and were uné.‘q];e to .determine, their

manpower and service needs, standards for promotion and upgrading, and what
educetion and training were desirable, =~ - « . - ¢
y - " - . - o ‘

Enployers’ should be:able to measure the effectiveness _o'f s%rvice in order to’ -
determine how best to utilize.staff, structure jobs and set qualifications. * Few
agencies were willing, without cutside pressures, to undertake this kind of-
gelf-analysis, In ¢hild developmenf, the creation of a national credential
encoursged systems analysis. In occupational therapy, the professional associa~

-

_tion (AOTA) atteppted to restructure occuptational therapists’ ‘roles. In addie- -

tion dervices, the agencies tried to use the task analysis results to bring

L,
-

philosoﬁhtes precluded generally appliceble systems analysis and einployment ‘ «
structure. ‘ o b s . KR
* 2= 4 ' . % .“
: = . !
Job restructuring attempts founder when faced by problems of funding, vested -

interests, and lack of technical talent. . These override considerations of” C v
service needs, skill utilization and wc?rké_r mobility. Addiction serices and C
child development gre fields vhich are funded onm, short-té¥m, incremental bases--
invife dimaster.
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Occupational therapy, in urjmodel ¥as budgeteﬂ, clets\i-fi d ‘an .
a rigid civil service ‘systiem. Existing emplojees, tmni ' and-@ivil sefvice : &
’and “budget bureaucrats Hadl a continuipg interest in prev nting change. The "
use of the consorti\ﬂn enabjled us t‘o overcome most of these problems ( ' ’

, . » 4._!&‘

_ ' While there has been a grejt deal of talk about, competency—hased crpdéntials, : .
*.  there has been liftle acti®n.” All of our models used competency-’oaSed educa.‘tion
> ! and thus relaked to compet ncy—based"credentia,lling.. N . .o

. . . v
Our,work in the ehild deve ent area resultéd i‘n RCic be:.ng awarde& two con-
tracts by the CDA’Consortiuln to develop instrumentes to measure classroom

.. behavior. v He used our 4ask analysis of. child»development work as the basis
"'éor identifying necessary competencies and cmnpetency lévels. The American
‘Occupational Therapy Association hed a. funded pi‘o;}ect to. develop behavior—based
* proficiency measures ¥n which our.0T project vas used as one. of the testing : .
'grounds. . - . PV
¥ - ) ; % '

- Y The gask ana.lysis ve conducted ?or ea.chloccupe.tion wa.s- a factorr in curriculmn’

ot design. .The academic institutions initia.lly gay. curriculum ag their sole ' '

responsibility and resisted involvement of the employing agencies., Many diverse '/

« and, divers#nary issues were ra.ised, including cost of changing curricular and ’
teaching approaches the impertance of tra.dition the superior. lmovledge,
experienpe, and respons:.bility of the faculty,; ducetional standards; pre-~
existing course content and requirements which, could not be changed: college T
curriculum committees which met only twice & yegr; ‘end ever academic freedon. d

. Employing agencies tended (to see the progre.m primarly as a means to meet their

= tra.ining and operational needs. - . L

-
‘»
.

’ It' vas easie,r to o'btain curriculum change in fechniaé.l depazjhxeﬁ%s? ‘such as
occupational therapy, mental health, ;e.nd child development*,.than id liveral
- arts departments such_as English, psychology, and mitheraties, | which had “less
direct contact® with. the programs and staff and which resisted the i:mplicatf.ons
B and directions indice.ted in the results of our ta.’sk a.nalysis. :
S Occupatiina.l anﬁ vocational edugaftion tend to have lower prioritie for college
faculties, even in.those scheols whose’ ‘prima.ry purpose is the operation of* *
.. + such programs- ., These prografns a,re seen 'as less prestigious than liberal arts,
g a.nd science programs . N . _— .
It is difficﬁlt to a.ch:.eve change in an institution where power is diffuse and .
- epme where a veto over decision‘making—is i the ha.nds of people who will get. no -
nee&‘ sb.tisfaction from the proposed c ge. .
The ability to affect scheduling of courses, hours i‘.n whmh they are given,
/ _ .. .. manner in which they are‘taught, ‘and pimilar factora will have a crucial effect

‘on program success dnd institutionali_zation. - \’ .

Few colleges are willing to consider the question of how much formal educatiou

is relevant to the jobs paraprofessionals would“eventually be eligiblé for. -
From the ¥iewpoint of most college faculties, job competency ‘is less important . .
/tfhan having the prescribed academic oba.ckground ‘and credential. o

e
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lems in the developmerit of’ ur models, but our a.cs,demic collaborators did make
. some changes in, course offerings and scheduling At La dia. Comé.m.ty College,
the science department revised its,core course for the child devel P
for addiction ,services, i included a human blology course . on ‘the
. drugs on. different bodi tems and org&ns. / /

) ) ‘. a e
‘service workers need. Each occupa.t:x.on tends to develop ifs own Yeq irements '
,and its.own approach to human beha.vior, meking transfera ilityr of kills and -
horizontal thobdlity more dirricult. Wg encouraged an’ i er-occupa.tional irxter-
disciplin core area to help workers mpve ‘from, ope oc upation to another with ~
meximum trdnsferability of. credits,. such as the mentp.l health core for ‘addiction °
workers which can #ead to & host of occupations, ~ We yere only, partially success-
ful in getting colleges to nodify their courses of s dy, usually employers’ .
and workers made the concessions. . - :

Howeyer, the tgsk analyserwere*tmportant in relating the objec’tives and progra.m
- activities of the employing systems, the past and future frork experierfce of the

trainees, the educational curriculum, selection of program pe.rtn.cipants a.nd
_ brogram eva.lua.t:x.on. ) L -

¥

- x‘

There are many systems of task analysis, and the particular a.pproa.ch selected
" depends upon the resources availeble, the kind of information required, and the
objectives. We combined several: a.pproa.cpes in order to stress -

.
oz

»--Services’ to Ye provided by the systems

--Need satisfactions of the employers ' .

--Use of nonprofessional tasks as stepping stones to
professional competence, . )

--Linkages between school and work ' .

--Acedemic credits for work ’

~-Nature of. supervision heeded ”

~-Intermediate job levels between pa.re.profess:.onal

_énd professional 1evels.

, ‘«{ R i ' -

‘a.,..g -

C. Precegtors ' L

A key element in our work-study model was the early identifica.tion and involve~
ment of competent, dedicated work supervisors to serve- as preceptors and adjunzt

. faculty, In the child*‘development progran ; these were often the Centdr Directors
themselves or the Educa.f,,ion Director if the center was large epnough to have one.
In the Addiction Services program the preceptors were selected from gegular
e,gency supervisors. In the occupatio%al therapy program,%he employing ‘insti-

_ tutions were- unable to provide staff for this ‘role so the program itself hired
four registered Occupa.tlonal Thera.pists and pla.ced one in ea.ch of the institutims.

In each program, the preceptors were given a.dﬁ’unct faculty status a.t the par-
S ticipa.ting colleges o 'tha.t what wss ta.ught and experienced at the work sites
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cdﬁld be college credited. The preceptors weré 1mportant for assutring worth- ,
‘while work experience, linking clagsroom theory and workplace reality, and ‘
o -éasing problems related to special program,needs.~nThey became the trainees' ©
“teachers, mentors, and role .models, apd the link bétween the 'colleges and the :
. work sites--between theory and practice. To~help them in these roles, each °
- model had a "training the’ trainers" component which included férmel training
... 8sessions, workshops, and JEminars focusing on paraprofessional and professional
. roles, supervisory and training techniques, relationships between theoq’pand Lo L
pfactice, and program evalugtlon ’ : : “

. ST
Since many of the preceptors were forced to carry extra loads--th ir own fuIl— Cos
— time work pluB the new supervision goles--we tried to provide some "additional o
" incentives. These included in ggdition to the adjunct “faculty positions, some'
eddi{ional, pay (addiction services and child development), and, graduate credit

v Goccupational therapy) ' _ e

. »

.

™

Preceptors played maJor roles in identifying problem areas apd recommending ney
directions for the*programs to take. They not only provided the. major link |
between colleges and employers, but also attended program bokrd meetings vheke .
they were able to influence Program pollcy. ) . ) ‘
. o s ) .
D. Credbntials andéQareer Development T , .
- p Credential, for .our purposes, refers to any- license certificate form of regis—
tration, or academic degree reouired for workins in en octupation. Vhile the
.mejor objective of. gredentialling is to protect the public, credentialling regu-
.lations generally follow professional guidelines not service reqnirements.
The quality of service and ntilization of workers in "helping" professions are
. largely determined by educationsl standards rather than by service needs and
worker. competencies. Jt is.generally agreed that many professional tasks can be * . .
performed by persons with less formel - educataon than that. required of profes- .
. sionals. . S

[e]
¢

On the negative side credeptials create (l) irrélevant demands - the difference
between what certifiers require and what employers and the Jobs demand; -
(2) overly specific demands - ruling out alternative ways of developing competence;
. (3). too_early demands - meking it difficult for people to bloom late, to recon-
. .sider their interests, %o experiment vith different kinds of experiences, "to o
delight i mobility ng o _ S
) Efforts to reduce the adverse effects of credentialism have focused orm:
T (1) inpreasing the number of workers with needed skills; (2) reducing discrlming-
tion, (3) reducing the emphesis on formal educatioén, (4). ingreesing, the employer' J s
role in detérmining who will do what on the job: (5) mekihg greater career .

. oL \

“=)

i 0 0
-~ - ® - G

# -M- Miller, Towards More Development and Less Credentiallinéj Some Notes, .
D.Discussions on Educational Credentials-(Paris, November 1973}, mimeo,;p.l. e
g . p:.;‘. N - ] . . .. . F) . 7o
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mobility pogsible for adults and people with little forfial education; and (6) ;300
restrygcturing to,increa.se“'bﬂe number-8¢ jobs which do. not require high ‘edu'qa.tizon
reqiiremests. — % . .- b0 - T

- 1 e
3 M - [
.

" We considéred the folloying 'stmt.egQEZi? .our }1;9(181; .

) e
I

. ) " LI - B .
--To eliminate credentials entirely,  -~.° N

--To &dap¥ existing credentials to £1t'mew zoles. °
~--To reduce requirenents for credentials F
T e

—To-develop new crededtials.
_~=To develop ney rout

f
;

es to existipg ‘credentials.
v K v - .. - . - . L]

* . . . Eliminating credentials,.adapting credentials to fit new roles, and réducing
> °  requirements were beyond our capabilities and resources.. Each calls for'far _ __
more power than we had to ix}fluence;profess:_i.ons, reguw:oryk'bodies’ » legislatures,
and employers. :Further, paraprofessionels we interviewed indicated that they .
~ wanted the samp credentials that others in.the field had, not pomef.hiﬁg different,
‘and certainly not nothing at all, Our efforts, thergfore, were channeled to '
degeloping new credentials and new routes to existing credentials. o 3
- - - - ‘ H] O.‘ e : : \.

JIn addiction services$ vhere there are a multiplicity of acedemic discipifines -
“and credentials including social- work (MSW), psychology (Ph.D.), psychiatry (M:D.),
.our aim was to develop a meaningful intermediate generalist credential in mental

 health at the associate degree level, leaving the areas for further credentialing

' ““open_to the individual. Thus, our addiction services trainees have gone on
for baccalaureate degrees in social services, teaching, administration, psychg-
_logy, and pre-law. . = ' ‘ - : =

=

=

& roo v : ’

In ¢hild -development, where the existing credentials were at the bachejor's and
master's levels,.a néw competency-based credential--Child Development Assacidte-~
. _has been instituted by the Federal Office of Child Development. We accépted ’

- “as obr imediate objéctive preparing workers for that credential. However, we
found that our child development trainees preferred the traditional credentials,
and after obtaining assocjate: degrees, glmost all have gone on for bachelor's

- (degrees in early childh education. Most are ignoring the €DA credential beca: '33
they:feel the regular adaderic degrees far outweigh 1it. > .. L

- s L 2o —
. .
- ¥ . ~ .

In occupational therapy, our efforts went into developing new routes to existi»i
* credentials. . We were successful in obtaining the approval of the Americen Occun.-
pational Therapy Adgoéiation for our associate degree program leéding 3oa
. credential as. Cert¥Pied Occupational Therapy Assistent in addition to the eca-
. - demic degree. We a&lso have the first, and to date, only baccglaureate program -

to.be -approved by the Associatior which is'conducted in a non-0T school--a univer-

. sity without wells. Trainees are eligible t5 take the AOTA's examination for
Registered Occupationa¥ Therapist and to be licensed by the State undexr its new
OT licensing board. . PR ' , SR

-
-

“In each of our programs it‘g, werd able to obtain cfé)git toward credentials with a

- .“vombhinatfon of regular academic courses, field work experience, én-site training,

and life éxperiencq. College credit. .for work knowledge and experience shortens

. +

¥
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a\
‘neededrto. coﬁgtfeﬂ the program;.reduces the costs, ties sghool and
- A ogetheroﬁ/re effettively, and motivates worlérs. While colIege rules may
rohi:pit fiore - than nominal credit Without examination, there are a number‘of )
> ways_Yo provide additjon .+ One is to include supervised work applica- -
/ jion of classroom g as an element of the formal educational Sequence. .
A second. is )o a,ccredg;ym—servioe tr}lining. A third is to credit tested work

. _,competency 13 earned in_these ways should be transfera.ble to other aca-
— an demic IBS e ¥/ u!é‘ . . Y PR ’)B‘..‘, .
A — L e .o W

] -’/' do not éfigve that 1/_11Lpossible ‘or even'desirable to eliminate all cre- _

- dentials, T,‘ertamly«not in terms of. consumer protection. The trend for the _ -
,// past 100 years.has been to increa.se the use of creden.tials. “On the basis of

_~our experience, ve belieye that the-fiost, that “can be’ done is to reduce .
.. ) unnecessarily high requirements for, creden%ials. However, a head~on attack on
/ " this socially desirable and less dif?icult objective proved to bhe beyond our
o . capebilities. Widespread reduction of requirements for credentials requires
action by the appropriate branches ‘ot government and professional groups. Ve |
.belieye that our linited gdals helped to provide career a.dva.ncement ‘opportunities,
for e large group of peop’le & ..

-
=

. The estaSll' hment of a. credenti to eéogxgz.e & level of competepce and to give
° " job,stability and mobility to & depressed group is dot undesira.'ble, e.g., 'Ehe
a.ssocia.te degree program to help people qualify for the ¢hild development asso-
ciate credential is nét a new barrier, particularly smce the credential can
be obta.lned on’ the basis of performance alone. . L
We recognlze that .once people, get into highei' lepel jobs’ they have a vested
, Interest in retaining high requlreggnts for’ their ,jobs Our Jbrimery goal was ' °
P .getting higher level jobs' for parsprofessionals .and others who are barred i‘rom
b A, these Jobs by credentia.l:.ng and educational requirements A X
i -‘ N . - vo e .
We could not guarantee that every ‘Trainee would succeed' some participants in
. our programs were upsuccessful and thus‘were double losers, but, many made it.
, Ve believe that sucoess in leerning cannot “be insured and that it is socially
| more desirable ta.risk failure than to ‘fail to give people a second chance, -
. . We a¥so believe that there should be opportunities for.eil, but not necessa.rily,
e €he identlca.l opportunltles\ or in' the same ‘program or at, the same tim; )
oot N % '
- ? - N

':“ ProgramCosts\. A o .

3
&

- »
8.

The oost of developing and c;onducting special: paraprpfessionai upgrading _progxans
o4 d’ is very hi The typical consortium of agencies ‘and individua.ls cannot “affor

. . under ordin circimstances, to pay’ the developmgntal and’ evaluation costs. . g .
‘ . Other’ fundlng sources should be soughit for these one~time costs.” All part:ues . W
"' "must shére the responsibility for examining the’ costs of, the program and #

eciding ho to a.chieve a stable base of support Wher# evidence exists that ° .

. K& the progr ‘has'a. long—ra.nge potential and that the dema.nd for tra.ining will con~
tinue, programs, should be incorporated ‘ag . ra.pidly as possible in their regular
, budgets, A key decision in plannin& is the relative prlorities of cost and
. : effect'iveness. The. decisidn Yo meximize effectivenegs for a fixed.vf‘oost ox .

oy

{
v‘:" %
T

a

<

.mnimize cost for a flxed effectiv'eness ean ha.ve grea.t impact on the pgogr i u
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If a tre.i‘ningée\guca‘tién strategy is to be successfully replicated or institution-
g alized, information sbout the cost and effectiveness should be available to'
the decision makers. A model which ylelds cost/effectiveness data gives p'rcjgram
-~ designers a base for Judging alternative approaches, . 1 " .
- ———— . - L - {
Releaged time is a’necessary condition for employed edults tor complete & demanding
e@gcationp.l program in a relatively short time. While released time is importent,
, ovg¥-emphasis is.a major obstacle to instituting and institutiopalizing & program.
L ;,Feli*'enjl?}gyegs are willing to underwrite career advancement programs which requiye:
T sgyafdghificant amounts of released-time. In addition to thé cost of released time,
i there are other counter productive consequencés. ”S’oﬁe are: -lowered morale of
) oyees who are not selected for the program, but who may have t6 carry out
£ ‘the work left undone by the workers in the program; resistance on the part of
"o -consumer representativés, who see the consumer as the one who pays for the
.3+ . released time; disruption of Aormal work processes; reduced manggement respon-
. sibility; a lesser commifment on the part of participants tq 'the achievément .
. of work goals; and, ih some cases, lowered Father than higher performance“stand- - .
ards, Not only is the amount’ of ‘released time crucial,_'but when the released -
time is.taken is also.important. Unless the educational institutionms, change

. their courfe offerings and make special arrangenents, it is pEible'that workgi_s.

will be going to school_ for substantial)parts of each working {ay, Time may

e ’a.lso be required for supervised iiysez;vice practicum and reguler course work.

Significant réleased time requirements ':q,akei inter-systen pi'ograms impossible
unless an- oytside source pays for the cost of this time. Sometimes the released
. time burden can be reduced by replacing 'relemsed" workers with students or
 interns._ Most employers (public or priv_afEe’) cannot carry the full burden for
: réleased time. In any évent, it will dlways be the consumer who peys. If .Y
'> released time is socially desirable then society as a whole should pey, not the _
“ _ consume? of specific services. Progrems have a better chance of working and
. being replicated if the worker is required to make a significent contribution.
Trainees; contributions of t and effort cenndt be’considered as merely “icimp
_ “on the cake"--a minor supplement.to the employer's con¥ribution. It must be -
& major contributioy complementing the contributions of thé employer, the edu-. ’
"« cational institution, ani other supporters of the program. An employee's
contribution is a measure of commitment fo sucegssfully complete the program,
7 ~ The employee must not only master the academic con%en‘_b “of the program, but must °
_ continue to perform regular job duties at an dacceptabld, level., o

Ano‘ﬁxe; gignificant cost _:f.s the need to supply supportive services such as |
_counseling and tutoring. Provisions for supportive services are needed if an
. employed adult is to succesffuly complete an agceleral@d progranm, particularly

.1if the adult has family responsibilitiés, has not attdnded school for some time,
) "“and had an unsdtisfactory school experience. The natuke, range, and intensity
. of these services should ke based upop the spécific wirker population and the _

] demands of the specific program not on general assumptions.  Employer and school
X .have a common responsibility “to provide the student with supportive services. -~
--. The agency can provide counseling and assistance on job~related and career prob-
lems. The.college can furnish educational guidance and counseling focused on”*
Aimproving the stddent's learning. Personal counséling and other supporjbivé
sei'v'ic?'s can be'prévided by comunity agencies. It is difficult to estimate
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in a.dvance how much sugh services will cost since thepr will “oe based on :.ndivi-
dual need, but progra.m spogsors should be prepared for some atdditzonal costs. .

< ) U e . ’
F.' Evaluation : i S

] E"‘a.lua.tion should be built in from the beginning. Program design may’ha.ve _to i
- be changed to make’ meaningful evaluation possible. After commitments are made,
it may not ‘oe possible tcf:ﬁchange the program.“pfnetimes there is the difficult
* choige between a success progran and a thorough evaluation. It is important
to. recognize. this, and make the difficult decision involved. Ignoring th¢.
issue result ¥n an unsuccessful program and useless evalustion. Evalustion
shouid provide feedbadk for improvement of curricflum and work methods in |
. addition to.providing data for mea.suring the _guccess of the program. ‘It should
- include information on: _ A . . A 7

f . .
S . T e T ot 2 , . e e m—
e L .

- - " '; 1. Career deve]g;gment of individual tra.inees

IR}

. Job assignment salary; promotion, pegntage completing two-year . )
¢ o _ and four-~y€ar components; cereer mobility; job performance; time '
and cost. of program; kinds .of 'peo;ple pa.rticipa.ting, applica.tion '

of learningven_,;job ete. - ’ ) - .o

e 2 hmploying : organizations =~ oo

- Staf‘féné, duties assigned to paraprofess}onals generally a.nd to
= paraprofessionsaels in an educationa.l program; ‘recruitment for
-—= z.<peraprofessional ‘jobs; cost of program;:pature and quality of °

. _*supervisfon, training, and'services to clients; use of task . . .~ .
} analysis; expectations of- improved performa.nce~ use of perform- e, -
: ance- evaluation;. etc. : _ .o S
- 3'—-Educationa1 institutions . . L
e T e . o s : o
7 s < - - .-—-;_,____f . %
— Competency cred{:t, wgrk-studs credit; use of adjunct faculty; -« - .
requirements for entry; relationships with employed siudents; v

admission and specia.l programs for working-sdults;. use of task ’
Lama.]:,"sns curriculum t;a.ching methods, etc. .
. Y L e

o 4. Cereer development model - ‘ ' o : .

* Cost effeotiveness 3 repi:.ca.tion, standa.rds of professional - ' -
associations; acceptance By unions, professiona.l e,SSOcia,tions, ,
‘ Civil Service, ete. '

O 4
»e

i \ “a <

o e - . =~ . TP
o’ . . o 5
G. Genera,l Conclusions and Recommendations . o , o~
.,‘ On the ba.sis of our experience with five occupa:bions, we hs,ve rea.ched a number oy
of conclusions and are in a position to make genera.l recommendatiOns to organi-
-zations which underta'ke such«programs . S e
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The needs and petential of employed workers ha.ve been neglected in
favor of the ydung end the unemployed. More programs _are needed to
provide opportunities’ “for ‘upgrading workers and encouraging them to
continue training .and educa.tlon. This, in turn, opens up enbry
level jobs_for new workers, as the older- employed move up the career -

e~

ledder,. . .. ' .

Our approech--the development of an integra.ted work-educatiou—car%
system-~is viable and can be utilized ‘both in human gervice occupa.tions
and éther than humen -gservice oceup&tions. T . .

. . _.-~~

Lir

Job shortages xn an occupa.tion a.re ‘a neccessary condition for a success-
program, Howeyer, even-severe shortages do not insure. that u_pgrading
Zrems .will be accepted by .employers, employees and others. and that -

the program Will be supported by°a funding source. . While meeting the

need satisfactions of the paraprofegsionals is the’ primary objective ‘of -

these programs, the need satisfgctions ef others mist be considered

and met to a reasonable extent [for programs to succeed. ;

An, employer-college-employee

upgrading programs at present

‘only a few special
2. More work

-should be done to reduce the costs of such programs *and to include

funds for them in na.tlongl educa.tion efforts. . \ g

There is need for, better and more accessible infofmation on funding
sources.
ditions for multiple source funding.
funding agencies cooperated in 6ffering joint' funding
forcing the applying agency to pub together E°fundlng consortium.

Human serv&ce occupations offer ‘good opportuni‘cies for adults. Eknployera
unions, and credentialing agencies shmﬂ.d seek to restructure these °
occupatz,on"s to establish several entry 1evels for adults with differink

It might be more productive if
, rather than !

14

-

Pl

life and vork_experiences. Ch e

Credentialled workers are frequently unwillmg to cooperate in prOgraiﬁs

..-21}-»‘ 1e .‘7. "‘\."{ ‘ ). v’A -

‘The FeQera:l govermment should encourage and simplify the con- - ’

to upgrade para.professiona.ls as_they feel their needs are not beipg met.” - ¥

Continuing development of credentialled wox;kers ig necessary ta.gain o
their support. .

- , LA
k, - 4, N v N

Poor articulation between two.end four-yea.r year a.cademc programs makev
advancement to the full credential from an 1nter1hedia.te gredential o
(},«}ﬁ’icult. . Articulation should be 'buil‘b into the program. . :

in general aotwngra.de voca.tional programs " This is an i’ *7'

quuca.tors »
Proj ect ’

obsgtacle -in establishing and conducting work-study programs.

staff must work with faculty* members as well as, a.c.mnistrators to
overcome “this problenf‘ “ - )

we ks
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10. I-ii1ch more study i/s needed im evaluating work competencies a.nd in |
determining the galue of W rk for college cred:Lt. Task analysis is ’
the most promis 8 approg h.

- - N
* LIPS

11. Vocational pre ation for h\nﬁn service occupations can start at’ the .
high-school level if these programs are articula.ted with college pro- N
grams. Development of.a core curriculum for. a11’ human service occups.— : . ]

' . . ‘tions would engourage this wishout unauly restricting student career _

- . choices. ; ) e

. % f -~ ~

10, Fmployers who requi're academic credentials for career advancement should
" help their paraprofessional employees to attain these credentia.ls.. '

s -~

~a

13. Neither employers nor workers can afford two hours travel t1me tQ> . .
N '’* educatlonal sites. Educational programs should be located at the work- .

site and near mass trsnsporta.tion fa.cilities. T N ) =L .

1k, F‘unding agencies.should encourage more Jisk in pilot programs. ( - ’_- ‘

15. Competent neutral consultants to serve in the several roles played by '
RCLC in these projects may be essentip.l in complex programs~involving
severel independent asgencies. The ding sources may well Qake the ’
involvement of a ‘'neutral" a require ent..for funding complex programs.

~ » N~ A

Ny 16. Under the pressure of employed and ¢redentialled groups, employmént g
requirements ‘tend to éontinua.lly inerease. There should be.a mandated_

. employment and the’ process for att: g these to protect consumers
: both from poon service and inflatel costs. - -~
' o 3 - - ' Y4
. H. Conclusion ”» . to " .- T s& :
- ~ - Py +

»-

Educational and manpover progra.ms generally fycus on initia.l ,jobs ‘and are rareﬁ
concerned with promotion and upgreding, ‘earee la.dders, integrating work and .
education, and meking it easier for an.employed\worker to obtain credentipls.
Ye have focused .on helping the employed worker. \We have identifi 3 0me of the
problemsginvolved and have demonstra.te?l how sohe ©f these can be solved. There |,
are no 1nctly new program elements in’ our desi . What is new is a non—
doctrinaire. approach, using the results of many othér programs, which resulte

w inm a different set of ele,ments’ and solutions for each of our models. Beca.use
of our problem—sol ng approach, the models, changed from our original designs
as time went on{ and ew needs arosé. Actual pract Storted-sdhe of our. .
theoretical con truct , . - : g :

."' : -~

RS .

Ve identifq.ed and atteppted to dovelop progr in five different occupations.
We, were successful in seeing three of\:hem fully implemented and funded. Egch el
may be considered, an unq_ue.lified success in thht m&st of the objectives we ’
established for ea.ch were achieved. New routes to -credentia.ls were identified.

‘new @rogvdaﬂts ‘for training, educating, a.nd upgra.d.ing pa.pa.professiona.ls were

T

“
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~~ . They were able to obtain up ‘to 30 credi‘i;s for 1ife exper.ience and demonstrated
-~ . _..an ability to teach others.&s well hs'learn, | - -y r

]

-

- .stulents. It hds expanded tHe program from.our nine dsy.care centers to: 35

".“»"" ‘ _;26._ .’ ’ * ’s ,-‘
g - P . . . :

*

. ) . - s . BN . . . . . T .. y _
.accepted; and pew modlels attracted operational funding. Important institutional
barriers were reduced; gttitudes’snd_expectations of individuals and institutions
were-altered; and a base was created.for ingt,ggltionaliziqg end replicating the s
. design. ' . _ B e BT : S * .

-~ -~ A - - - .

" NCIC's continuing participatia in Tigbnitoring the programs, eva.lnatfng thenx and* . ._
providing technical assistance, helped us £o learn and to feed this learning--
through éxperience--back into institutionalization and replicé&tion efforts.
Tt is inevitable thatsa design which does not use a fixed model for’all programs
will have varying degrees of program success, On an overall evaluation, we -
believe that the project has achieved some splid successes and that our experi-
ences have important lessons for these contemplating sim{lar progrems. Edch
program has been s4uccessful' in certain areas. -
¥ . LY

IR T . . e i '

ddiction Services - e ' .

dfct eddiction serviiceg workers, most with criminal records, have success— .
completed academic programs for assb@iate and baccalauréate degregs,

taking many of their classes with police officers. Most Have advanced to higher
positions of euthority within their agencies. Some havé left the addiction e
field to enter teaching, socisl work, and law.

. » 4

At ) ; . . B - . .
= . Numerous.other addiction agencies have indicated a strong desire to xtep];icdte
the .program when funds bécome gvailable... ‘ o :

- -1 [ Y Q-A

s v

[ [

~. . A . A ! , : .t * .
..The suceess of the program led directly to another funded progrem for voecationgl
Skill treining progrdms for younger addicts. - . . ' -
;‘. * J = 4 = - = . -z i
. Y T ‘ - )

Chi..ideevelompnt R o ) N

-

LaGuardie Community.college had ext,ende@ our model to include regular college " . -~

cinte_rs,,:and increased the /mumber of stud.enﬁs‘fx;o? our originel thirty-tvo to 15.0."”
' ’ < 4 . 3

o'

x ~ . . . i . .- 4
. The qourse and experience credits obtaired at LaGiardia foy ‘the-assddiate degree
have been fully accepted by Adelphia Univerisiy which Yas enrolled the majority

of our students' in their early childhood bgecalauteate prégram. . , =
.‘ ’ '/ ‘ . - - A 3 .v ! ;' . . ' \." ‘
The Federal Office of Child Development h_astutilized our ‘task analysis ahd methods
for identifying worker .competency in promulgating the new Child Development - L
Associate credentials . o vt o
. .. i . - ,.'

v

Y

o R oL, ) . . . . . -, N -
. - M -, . , - .
o ! ' - ' .
2 . . v [ LY . 3 (e
K. 4 [ 3 R . F . ” £ .
. x 0 ) - " 3 * ‘ co, :
- * - * . . ~ .




\Occuﬁationai'Therapx

.

The\program was the/first.of its kind to be approved by the professional gsso-
ciatiion for awarding baccalaureate degrees in a non-OT ‘school. 5’\

' SBignificant changeS'are being made 1n the State's oT career ladder based .on the
~ program's success.

-~ - o
. Expan ion to three additional clinical facilities and ‘two additional colleges
" 'in an%thex‘geographic area has taken place.

>
.

Negotiations are underway for further expansion in the Upstate New York area
where ths need for such a progrem is critical.

~Regulations of the professional association have been altered based upon the _
development of this model. - -

it
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. Addiction Worker Model,

" Child Development Modei N

L Occupational Therapy Model .

Public¢ Health Nursing Model

Teaching Aldlc;d;al -
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" A, Introduction’

+

_— _ ADDICTION WORKER MODEL S

' - N - v
ps

[ ! v N = ..
The nation and its or urban communlties havé responded to the threat of
drug abuse pro'blem th a wide range of programs involving a variety of treatment
itiés, ,While these programs obyiously have been of some help, it is clear
that the nation is far from reacbing a satisfactory solution to the total prob-
.lem. Among th€ reagons for the lack of progress are: (1) limited resources spread
"£00 thin:*(2) inadehuaté knowledge of what is usefyl in®prevention, treatment,-

’and re ilitation (3) disagreement over which are the most effective approaches;

i

and (4) or gaps :m staff training and development-—'both theory and practice.
Our program concenbrated on this last point.
Early in our searcl) for occupations ché.racte:::.zed by shortages of skilled workers,
and where the employment of paraoroi‘ess:.onals was much in evidence, the field ’
of addiction came readily to mind. ' The constant media coverage given the drug
abuse problem in N bvr York City frequently connected the diffieulties in coping
with the problem t the lack of skilled practitioners. In.addition, NCLC staff
had some personal knowledge about staffing patterns in drug rehebilitation
agencies eand the heed for more highly trained personnel who. understood the field
and were capable o!?.' assuming higher levels of responsi'bility. _

.ot

The need .for well—-?rained staff had 'been emply documented in Hew York Cltj in
1972: . .

More than 2,000 new personn€l are working in sthool-based
. DFOZIENS and perhaps an equal nukber _treatment prograns,
. ) Al1so the—rea.lization is steadily growying.among Sther ( '

: °  organizations (e.g., hospitals, sogfal work sgencies,
correction- institutions, and indu$try) that they have &
) mijorerole to pley in fight:.ng drug abuse. Despite - -
° . these fa’ets a major shortage exists.'of manpower possess-
; ing the clim.cal, experimental, oxr academic bagkground
to 49 the Job. Few medical schools, colleges or univer-
. } sities, .or other manpower institlrbions have addressed
- themselves to this probled.¥ ‘ -

—~ -
-~ -

X Hany 8ddlCtht seryice programs émployed ex—-addict-s on the premise that’ direct—-

service staff should be drawn from, and related to, the communities they serve.
Thus, ex-addicts are assigned to work with addicts on corrmmnity problems related
to drug gbuse. - , . S

S .
The effectivenegs of drug abuse progra.ms depends upon the competency of workt
in the field. - There were relatively:few professionals in drug abuse programs;
most workers were paraprofessionals who were themselves ex-addicts. This pre-

,dominance of paraprofessionals was likely to persist. Thus, ‘the effectiveness,

of drug abuse pzograms depended on improving the service-delivery capabilities
of paraprofess ngls. . . _ aie
n b ) /,, P W .

¥Graham S. Finney and Raymond H. Godfrey, Jr., ‘Heroin Addiction and Drug Abuse
in New York " City_.umanac, Vol. 6 To. 6 (A.pnl 1972), p.12. .. A '

¢ . " - . . )
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The paraprofessional addiction service workers have® developed considerablé skill,
insights, and expgrience in dealing ‘with addiction. - Despite these skills, they

_ were locked into jops-with little career opportunity. Higher positions within
“ meny of the addictipn services agencies and in egencies offering related services

(e.g. employment, rehgbilitapion, probation, and parole) use thése skills but
- require -academic or-og¢cupational credentials. The credential is particularly
- important for the ex-addict. Regerdless of his skills,' experience or motivatiom,,
he was cpnfixied to_working with other addicts in the only human-service job o 1
for. which he cvuid be hired. : - - ) o

o
-

v

o 4

-

4
’

Vhat was urgently needed were progrems which would enable the,ée workeps%move

.  vertically into administrative jobs in the drug sabuse field, and horizontally -
‘ , into allied fields. . ) !
- B. Development of the Model . ) ;e

—— - 3 ;

In September, 1970, NC: ¢ surveyed ‘tHe educationel and training needs of parapro-
fessional g.ddiction workers employed in New York City's Addiction Services

. Agency.-, !:Iﬁfle education and training was considered a worthwhile objective by 7
these workers, they did not see education as & recessity. They felt they
were able to advance in the Civil Service ladder withHout mcademic degreés or’ |
professional certification. , o ’

o -

<

The Commissiomer of ASA, however, steped this wes not the case., The addiction ’
specialist series was newly established and all the'workers would be required
to compete in an examination for these positionms. Convinced of the value ‘of
sshe peraprofessional addiction workers, ASA did not want to risk lokipg them
through i‘l:he_ establishment of a system”requiring conventional é.?:’e:slgmic credentials
and passage of a written test. Thus, at the time of NCIC's initial contact,
~ ASA felt the need for. an innovative “educational and upgrading plan and conse-
N . quently agreed to participate. The Horizon Project, one of the largest and
~ .. best funded under ASA's aegis, was designated the laboratory-ccmponent for our
project. - L= . .

HoriZon Project, funded by NIMH, operated a large residence for ‘drug-free thera-, -
‘ peutic tfeatment, an out-patient facility, a number of intake and community )

— education storefronts, and was prephring to open a second residence. | - -

" A well-¥nown ealtern college, a ptoneer in fostering innd¥ative programs, agreed

- to explore the establishment of the academic component patterned on its external
degree program for meture students,); NCIC provided a $5,000 developmental grant
for this purpose, The goal was & program which would include: independent
study under a faculty mentor; the contract fprmat; stydent and mentor evalua- °
ation of programs and progress; credit, for previous college work and significant ®
life- or work experiences college-adcredited in-service training. and édcquisitio

of & baccalaureate degree within four years or less. '~ o .
z ) - o ¢ T
- ’ The program included: one week at the start of ea.gh semester in residence at ‘“, -
the college to work out étud{ contracts, attend seminars, and utilize the e
research and library resources of the institution, four intensive, Hew “York- .

. based annual workshops; and reguler visits by faculty to'provide academic anq’ ..

- ‘. - -
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. adminlstre.tive supe{v:v.sion fo the students a.nd the counselor-tutors.
In collaboration with, ASA NCIC conducted an intensive analysis in Horizon Pro-
Ject. ,We hired an expert consultant who first trameiJIorizon staff to conduct
Y interviews and edminister questionnaires to elicit pewfinent data. Supervisors
" . reviewed the data for accuracy and/to provide additional information. Th .
- following 13 major <£unctions and 47 explicit tasks reflected most of the);rork.
being done in the agercy. ' . ) .

L

Administration . = ¢ -

| / Tasks: clerical work- administrative services. o ' .
: N ‘ . ) PN .. ?
Lo 2. Supervision R : .
e 3. - Self-Training ’ " : -

Tasks: training new staff; .tﬁra.lnmg' trainers; supemsmg
. educa.t:.on programs for the conmnmity, training of .
) , residents. - ) ¢

;
.-

4. Reports o - : . <7 . . L
N i
MWWMWES ' -

5. - ’Recrui‘h:};_ng‘ . - .

Y

PR

Tasks: making contact; engagement ; involvement o/f a,ddict‘ .
N assessment” 51 needs. ang referral.’

e
- ;—‘ e ———

- ——

6. Orienting the addlcmto “rehabilitation . C T S

»

Tasks: involving the prospective program participant; ..

. giving him facts he heeds to maske decisions; )
pr:.enj:mg him to groups; evaluating the prospec- .

s - - tive/participant’s potentia.l for rehebilitation .

- - and referral. ' ’ ¢ /

‘ . »

. 7. Working with addicts \
f] . R B v e
~ Tasks a.ctivn.ties d1rected to making the addict drug-
- free ahd. emctionally sound; activities for giving .
” him skills ahd responsibility; evalue.ting his ‘. , '
growth ard development. ) , ‘

N ( b .

W

A

E A

8. Commun’ity £e1 lations .

Tasks. identiflca.tion of agencies; establighing contact
" with agenéies identified; opening, -developing, and .
, meinteining working relationships with agencies}
reporting back on relationships developed. o ‘

s
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’ 9 Community e,slucation . s ) . oS ° . /
. - T Tasks-. ' establish:.ng appointments, makmg presentatlons :
S - ( . "follow-up with the. part:.cipants, serving as
Y ] i - information officer.
0 ' 10. Counsgling L. o . . ' ' T R
. Tdsks: making contact with parents of addicts, pre-addicts,-
. or youth i programs;-making contact with the o
schools: individual counselmg with young addicts; - ’
, . follow-up on. otﬁer activities. ' '
‘ -
s - 11. Forming conmnmlty groups .
© Tasks: ma.king contact for the purpose of orga.n:.z:.ng groups,
organizing a group, follow-up. )
' 1z, Rupning a community group . ‘
4 o ; " Tasks: group i'apsE seminars; running an encounter’group;
- * .~""engaging the group in activities. . .
13. Interviewing ) ‘ } -
- Tasks: making céntact; -ixét;erviewing evaluating; making 4
. , j - determination: referring escorting to other -
’ Programs. , . SR .
Based on this analysis, an HCIE spe !J.ist with the help of ASA a.nd Horlzon staf" )
1dent1f1ed the following skills and knovle , '
;‘ %neralﬁlns and knmrled ) - ’ o o AN
’ --Orientatlon for all staff concerning addiction theory and programs as well ar
- general information about the community, the Horizon Project, end the Addictior A
- Services Agency. ) e
. ~--Basic_skills in reading, mathH, and commm:.cations techniques for trainees
defic:.ent in ‘Ehese areas, - ¢ .
_-Admm:.stratlve and technical skills, parbicularly problem—so ' s plannipg,' )
and sﬁpervismn. : ‘ ., . ‘
aie L . T / 4
’ Substantive skill areas . S
_ --One-to-one flynamics.' o~ B . . N IR S
--Groui)l dynaﬁics . ' .
4‘ 'Y ’ ' ’;;_‘ s Ay ) ¥
e —Community relations, commnity service, ind gommunity. organtzation. o ) )
‘ o SR = - roT fr
y “ R g - » - \‘fﬁ’ S o= ,
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The task analy31s provided a basls.for examinlng the’ simnlarlties between the
drug abuse field and related occupations, and provided the framework for estab- ]
lishing a horizontal mobility plen. , /, .

. FY - . * . [}

A proposal'was submitted to NIMH in October 1971, for the educatlon, training,
and upgrading of 2k paraprofes31onals exployed by Horizon ProJect\ ] ) "

" RCLC held a two-day conference with representatives of the college, ASA and
Horizon to discuss the in~service training and the academic program. There was
general acceptance of the skill and knowledge areas identified, but some dis-
"agreement with the proposed educational plan. College representatives wanted
the in-service training closely tied to the degree program's format and content.

, ASA vanted in-service training focused on cperating needs. Both the college ahd
ASA wanted a1l workers included in in-service training. This raised the ques~
tion of how credits could be eccrued by workers not selected for the degree )

-~ pfogram. . "
. y - .
Further problems arose related to the amount of credit to be given for life-~
experience, and the selection of 24 paraprofessional participants from & staff
of 80 eligible workers.

Y A new proposal dealing with these problems was submitted to NIHB early in’'1972.
A Horizon Learnlng Center- would be established, manned by college faculty respon-
sible for in-service tra1n1ng of the entire staff and superv131ng the study
contracts. .
In April 1972, NIMH rejected this new proposal. Its mador objections centered .
on the proposed baccalaureate progrem; failure to link formal education to in-
service tral ng needs, and the playing down of vocational advancement opportu-
nities. At meetings with NIMH staff, we learned that it would look fﬁvorably /——'
upon progrems offering ex-addict paraprofessionals the option of mov1ng out o
the drug abuse field eugirely ? . -
" - At this time, internal problems at Horizon Project ‘forced it to withdraw from
the program. We began negotiations Hlth‘SERA a large independent Bronx-based
drug abuse agency. Ho program could be established as SERA in81sted on its own
in-service training “Program, not coordinated with the 1iveral arts program, whil-:

- the college could not modify it$ existing program to meet the goals of the agenc;
The in-service goals of the first, and the édueational philosophy of.the second,
could not be changed sufficiently to meet the basic conditions of a strong link-

' age between work and education. We were forced to seek new colleborators.

[
]

v

Couv;nced of the viability of our model which took.two years to develop and\-"
refine, and under pressure to submit ‘a proposal‘to NIMH ih one “month (September
= 1972), we obtained from the Fiorello H. LaGuaraia.Community College of the
City University of Hew York and an association of voluntary drug abuse egencies
commitments to participate. A two-week extension of the NIMH deadline rmitted
,us te—submit a proposal by October 15, 1972. In May of 1973, NIMH fund
° program for three years. L r'

€ “

»
LY

B

The budget provided for aNProgram Director and secretary, reimbursement to the
’ agencies employing trainees for rele e-time, funds to sqppiement the tytoring

" By LaGuardia, tuition costs for those students reqnirlng it, and money for - L
T plies equipment , &nd travel. .. ®
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C. - The Model ‘ - ! ' IS " ’.
- N . ‘,.' . . . L ." . ,‘v; “ o i . C e -
A 1. -Overviey . - . s i‘,,._‘ P
. The National Child Labor Committee collaborated with’ a.. consortium of seven New .
~,  York City voluntary agencies, LaGuardia Comunity College, and & City University -
3 of New York senior college program, in & démonstration program. The objectives, K
based - on an analysis of the skills and knowledge needed to perform adeibtion P!

service tasks at both elementary and higher skill levels, were to increase the

u professional and managerial competencies specific to the drugrabuse, field end

— to develop functional competencies which would permit paraprofessionals 4o use
their skills, 'understanding and Eeqhniques in a broad range of human service

and mental heaith occupationg. . _ e, ’ e ’ .

¢ . . PR - N

Thirty paraprofessional employees of the seven' voluntary ;gencies vere e;ggl}@a'. e
in the.three-year program, and began their forﬁ? .education _and*treining g% ° -
September, 1973. The trainees wer? predominantly young adults, Fformer-ad icts),
and.minority-group members. Ttleir work histories included valuable experfence - :
as addiction Service workers. However, they lacked broader functiopal kngwledge.
and skills, formal education and .credentials needed for'promotion end job - ’
mobility. A, two-stage program was implemented including an_sssociate “degree ’ 7"%« °

. iq Human Services with a concentration in mental hedlth, and ihdividual_ized -
baccalaureate programs at a senior college of- City University or in the CUNY o
BA program. The program included formal academic study at the above-named

| @ institutions, in-service training in the addictiod agencies, and related work
. experience, all college credited. . : _ -, ,': Ny a
2. The Colleges : K - - 'ﬁ o S . |
. ‘ a. LaGuardia Community ‘Coilegeg, one of 20 branches of the City Univer- .

sity  of New Yqrk, opened in Séptember, 1971, ‘as"the only unit of CUNY-to offer*
-work-study programs to'all of jts students. The college is dedicated t® the ,
concept that learning-occurs both in the classroom &nd on'the job. * Ite~educas - ~* -
ot + __tional program-provides the traditional academic foundations For l8arning, T

" while helping the students to meet the requirements of urban living and empley- .

‘nent. Instruction end work assignments are coordinated into & cOherent educa- S
* tion program. LaGuerdia College operates on 2 yea;:r—_round ,, four-qua er 'systen, R
with each quartet of 13-weeks durationm. The usual full-time student attends”™ - = %

classes during three of the. quarters and works the fourth. During a student’s - .

working quarter he or.she may be allowed to”teke a course or two.° Similarly, _ -
o in order to neke the faculty work-year consistent with that in other CURY .

colleges; éach faculty member takes a. quarter's Jgabbatical” each year. o

In Octobér., 1972, LaGuardia College committed itself to collEbo/r:tion_ in*“the )
NCLC. program by incorporating & mental. health™curriculum into its new, <
Human Services Division scheduled to begin operations during thé 1973-7h dcademic
R year. The mental health curriculum was based, at least partially, on the task .. #
W gnalysis NCLC bhad carried out a year previously. The curriculum emphasized BRI
: . the skills and knowledge required to work effectively “tnfffental health settdings, .
including drug gbude agencies. The académic courses were to be articulated
with accredited in-service.training and work e;tperiencé*"at the drug sbuse -
agency site which would be supervige&lby LalGuai‘ﬂj.a faculty and agency personnel. .

Y.~ - . * .
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: 5 AThe LeGuardia College commtment was’ of great significance because NCLC was a‘ole
. o~ Yo use it in securing commfments to participate from a number of drug sbuse
agencies. In addition, the LaGuardia commitment made 1t5\possible to. reach

.~ ¢ agreément with the City University of New York for a.senior college component ( -
.« T of the NCLC program-~the CUNY Baccalaureatg Program, using John Ja.y College of
e ’ i _ACriminal Justice@s the base. .
. ,,~ . - *

g4

- ’ ' b. John Jay College of Criminal Justice was founded in 196h‘ and devoted\
., U * ;tQ the study of the criminal Justice system. The need for such an institution
* grew outeof the New York City Police Department's” recognition of the increasing
complexity of lav enfprcement and a groving sensitivity to relationships between
%he police and the community. Although the college has attracted large pumbers
’ of students from the New York'City Police Department and other municipal, state
. and federal law enforcejent agencies, as well as correction officers, firemen, ‘.
and ‘others in public- service s 1t has from the beginning also attre.cted regular —_ 8T

3 gﬁe students, . .
D - Y
. llingness of John Jay faculty to experiment with innovative programs, as -
7 " well as itgcentral location, made it an-ideal choice as a base for a CUNY . N
- ' Ek%roya;*céﬁponent articulated with the LaGuardia College humtan services
2 " curriculum. In,#ddition, and to compensate for the changing work shifts of the
public servants who attend the college offers sle.t course offerings. ]
~ each day--a morniﬁg or ea.rly at‘ternoon class being' duplicated in the evening
hours and taught by the same. instauctor. A student may attend either depending
upon Ris job assignment on any particular day. We saw this 'factor as a plus v
for the drug gbuse worker vho has' ¢ 2k-hour a day commitment to his job.
c. - The CUNY Baccalaureate Program pe té ma.ture “#nd highly mort:urated T
/ "'students’with a clear idea of tHeir educational and career oWjectives to design -
their own acdademic ‘program which may include up to 30 credits for life/work .
T - experience and ipdépendent study projects. Graduates .of "the CUNY BA program
are awarded the BA or the BS from the City University of New York rather than .
from one of the system s senior colleges, CUNY BA stdents seléct one senior col-
lege a5 a "home base" sthool for purposes of maintain matriculation; courses
= may be taken at gny or all of the university's senior colleges for credit toward
“the degree., Frém the outset NCLC had viewed the CUNY BA Program as & highly |
‘ *  desirable option for Our students because: (1) they were mature; (2) their ..

. motivation was fairly well assured as evidenced by their own'efforts at self-
rehabilitatio ; and (3) the opportunity to acquire a maximum of 30 credits- for —
1life/work expeyience and independent study offered the “short .er route toa .

?recognized er ential" which lies at the heart of all NCLC? training and up- ("
gradfng models, - ¢ - - R . . ]

TIormally, tbé student participating in tre. CUNY BA Progre.m plens his or her . o

‘ course of study under the aegis of a two-member faculty mentoring committee’ of |

. which one member mast hold professorial rank. For our program, a ‘new group .ot

model was developed, offering considerable savings of faculty time.. At offered < -
- " .a choice among three tracks for the paraprofessionals graduating frem LaGuardia

‘College: “pre-clinical (psychology), commnity worker (sociology or social work)

anq‘public administration. ’ . — ' .
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PR All of the collsborating drug sbuse agencies were zyembérs of AVANT (Associatio
- of Vollntary Agencies in Narcotics Treatment) AVANT agencies had a long-stan
. commitment to, offer improved career options to their paraprofessional vo kers,
. The seven AVAKNT agencies which-formed the inifial employer comsortium wére>

N ‘e i ' ’ ‘

« PR

P

y W, Addicts Rehebilitation Center, the largest and only full-service -

/ drug sbuse agency in Central Harlem. Thé agency operated’a identtal facildty .
/ in addition to a day care component at its Crisis Intem’rentﬁ%iter, both dr

. free. The agency had g staff of 70 including @ight trainegs. Thrke staff members
participated in the HCLC program in a@dition to two }omer staff mezg'b,e;s for -~

a total of five trainees.’ = - -

- -

. . _ ' ‘BE o= Bl
b. Daytop Village, establishew@ “as. New York%até’s first non-

governmental therapeutic community, is ope’of the largest dru‘g gbuse agencies -

. in the United Stateg. Althpugﬁ the agency has had ag meny agd five staff members

. participsting in th® NCLC progfam at obe”time, dll participants had withdrawn

from the program by the start of the 1974-T5 academic year for a veriety of '

redsons: two resigned from the agency, one was terminated by the agency for a

LN . Job infraction, one returned to drug use, ang one withdrew hecause a Jjob promo~

) - ‘tion demended too much of her time: - : . ’ -

- 7 N i Ty T ) ! . h ) - . i . v LS %
_{ ' " ¢. “Encounter, Inc., & relitively small drug sbuse agency lécated on

' the Lower Wedb Side of Nenmhetten. Seven Of its staff memérs took pert in the
\JCLC program at one time or another. In April, 1974, Encountér-moved to a new .~ °
location. and -immediately came under attack from a neighborhood group. Erogram-
matic chenges—end—intérnal,rifts veakened the agency's resolve to fight back.

By the-early part -of" 1975pi¢st fundidg ‘had b€edi lost and Encounter was foreed
 to-close-its- doors. For Bwgfuile three three of the staff codtinued in the HCIC

emplojment. Two of ‘the three are- still in school. .

.~
> b s -

.- d. .Greenwich House Counseling Center was founded in 1963 ¥y Greenwich
House, an old and well-established socia%;service ‘agency. "The Center offers
counseling- services to addicts, ex-addicts, their families and relatives, and
s methadone maintenance program in collsboration with St. Vincent's Hospitael.

The Executive Director of GHCC was instrumentel in securing the coimitment qf ° -
the other AVANT agencies to our program. Of the five paraprofessionéls on staff,
four elected to participate in the NCEC program. .. ’ ST

-7 prpgfm’ff}ﬁ’lev seeking

»

. . ' . e. Iower East Side Service Center offers programs for out-patients and .,
.. _ methadone maintenance. It operates inm-cdllaboration with Beekman Downtown =~ - '
.. Hospital and.Beth Tsracl Medical Cemter.  Its staff bf 18 included four parapro- [ =
* . % fessionels and three.of these enrolled in the program, Two with@rew fromrthe ’

prograni, one almost immediately. , THEYtWipd remained in the program until the -
% beginning of the 1975-76 academic year when he withdrew from bgé progrem ‘and

,"also resigned from his job. ' . \

7

«*

£, Reality House is a.’?éz;ug-ffee dayfhare program in Wést He ’

_the inception of the ACLL, program, Reality H e had just received a \long-term
~“grant from the National Institute on Drug Abuse which allgwed i 3 :
services and double its original staff ?f 50. At the start of

. . ' S T 2 ,
A . ' ’ E - .
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‘fiscal year the ’\IIDA budget was cut foreing a laxoff of 25 staff members. The
agency's” commitment to the NCLC program saved the jobs of thepparaprofessionals .
. ‘Participating in- the program. Of the five who started the program, three are
still in school. , . .
, - LS Y .
N g. Stu,vvesant Square Center for Viomen, & residential, drug-—free program
B operated by the Salvation Army. A small out-patient program is also operated
~ which includes some male clients, Budget cuts have reduced the staff to two
full-time professionals, consultants and a handful of paraprofessionals. Three
of the paraprofessionals who sterted in the program, are still.in .school.
Stuyvesant Square Center was not included in the original grant proposal as a
potential collaborating agency in the program. A letter of commitmént ‘arrived
from its directc? more than & month after submission of the proposal. When
., the ar 8 avarded it was found that four of the 30 program slots could not .
ed by the original six agencles and Stuyvesant Square Center wag allotted

th se as a¥eventh participant.

: ] - @
L. The Paraprofessional Trainees v
Although the grant ‘became effective July 1, 1973, actual Yrainee participation
did -not begin until the start of the fall quarter at LaGuardia Community Col%ege bews shED
i September. The full complement of 30 paraprofess:.onals vere Yegistered. .. s .0 B
They included four trainees from Addicts Rehabilitation’ Center; five from Dayto;c% e ey
Village; five from En¢ounter, Inc. (plus an alternate for whom the agency naid
. tHe first quarter college fees and for whom no stipend was pa1d by .the grant) ¥
four from Greenwich House Counseling Center three from the Lower East Side
‘Service Center; five from Reality House: and four from Stuyvesant Square Center
* for Viomen. In addltJ.on, Encounter enrolled one of i_ts clients‘who wvas in the
" final phasq of his rehabilitation and for® whom the LaGuardla College human’ ser-’
vice curriculum with its mental health concentration had special appeal. During
the spring 197k quarter at the college ke became an Encounter staff member and
was accepted into the NCLC program as a replacement for a dropout.

-

All 30, of the paraprofess:.onals plus the alternate .were employed in jobs which
. included diregt service to clients whether in treatment or some phase of counsel-
mg. Job titles ranged from executive director (ARC) to trainee and included
group worker and supervlsing group worker; house counselor and supervising
House counselor: resource counselor and vocational counselor therapist and
theraplst traince; court l’ia:.son worker and community affairs worKer; addiction
speciallst and ‘tase aide; and audio~-visual specialist Work experience in the ®
addiction, 4‘1eld ranged from elght months to 16 years.” One-third of the parti-
c1pan:hs had been in the f1eld two or more years, , .

. - 4 . N
There were 21 balcks s four ~of Hispanic origin and five vhite participants, 22

* were males and eight were females; the average sge of thg enrollees was 30,
the younigest 22 and the oldest 49.- Six of the. tFainées iere married and living,.

with a spouse and in most cases had one or more children. Elght of the trainees
vere sing_le three of them still living at home with their parents; three lived
a¥one and two with ofhers. 8Six were separated from their spouses, three living
alone and three with others. Twe of the trainees had been divorced ene living
dlone and on friends. Of the males who were separated or divorced none

. had custodf/of their children. . -




Although, as outlmed in the proposal it was t‘heoretically possible for a

trainee to undertake college level work ‘without .2 high school diploma or an_s
ehuivalency diploma, all thegtra.inees hed a minimum of the GED. In addition,
13 of the trainees had some. transfera.'ble credits fyom prev:.ous college atten= Vv

d e Fiv% had three credits each and eight had from nme to moré than 30“§ S

. E

Although the claims mede by the tra.inees a.s to the high ‘school diploma,/%he '
" GED ‘or the availability of transfer- credits were eventuslly proved to be true,
ruch wes a.ccepted -on faith d" ing the ‘first academic year. The former life :
'Style of the ex-eddict traine¢ was not condycive to the keepingyof aceurate’ .
records, nor did it preclude the use of an alias from time to time. It was
hard, for example, to obtain ra.nscrlpts for evaluation. of prior college wotk
and equivalency tests if those teste were taken underean alias, or while id .
_ prison. In cases _where ‘the igh school diploma or GED was not’ readily availsble,  _
we had to pay the tuition coBts of those students as fon-matriculated students.
Yhen records.were finally found and forwarded, HeIC rece1ved credit from
.LaGuardia for -past overchar es. - ,

As the third - ~~u ended in. June 1976 17 tra.inees were still participa.ting.
Of these, three had received, their bacczlaureate “degrees; two of them intend .
to enter.a master's degree program in social work gt one of the CUNY collegeﬁ,
;Ehe, third may take s-semester's Yreak before entering a Ph. D. prograin in socio-
1ogy a.t CUNY 's Gra.duate Center. Two more trainees had completed work' for 3

«sB.AL ,»Iﬁ(:the end ,of ;the, summer session at John Jay College and two during the
fall semester. ‘211 sevép are~from the Qriginal group of 30 enrollees,
rema.mmg ten are still, working towerd ,the BA; eight’ ‘of these have be& a.wa.raed =
the AA degree:.two bypassed completion of the AA in order to -enter the Cuny BA
or senior college component of the program. Of the ten, ,two,are repla.cements

. for dropouts. Of the 17 still participa.ting, a.ll but two were original enroll,ees ‘
in the ‘programs = . ‘.. i . Z _ o, /‘( IR
The program has nad®18 dropouts three of them replacements for ea.rlier dropouts.
During the first academic quarter at LaGua.rﬁia. College there wer\e two opo ts,
one of whom had resigned from his job. At the end of the first quarter \thé pro
gram lost & trainee from Daytop Village who was dismissed by theiggency for:
ina.bility or unmllingness to perfdrm his Job up to sta.ndard while a.ttending
college. 'By the end of the second academic quarter, ‘Pour more trainees had -
dropped out, one becaus& of 1llness dne left her job at Daytop Village 'beca.use
_she had been passed over for a promotion, and the other two because they were
unaiaxt to handle the ual roles, of full-time worker and -t:.m student.

By the-end Bf the thf ‘quarter, five more had left’t aprog,r:am including the
last four Daytop Village trainees.. Of Daytop‘s four, one gave, up ‘the egluca:bionr' '
opportunity because she had received an important promqtion she fel cO1a .
not do justice to while attending school., another left his job volt tarily 0
attend college full-time to pursue a career in tea.ching Since he was an ex-
.addict with .no prior college experlence before, hJ,S expdsure to our program, we
. considered him a program success ra.ther than a fa.llure, a drop ._'9_ ra.ther than a.
dropout. ) . . 4 .
. C S
The rema.ining f;lve dropouts lasted through the second a.cademc year or slightly
beyond and in all casés there were severe prgblems w:v.th Job, femily, 111ness,
ete., which influenced their decisions.
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In retrospect it is easy to see that tﬁe dropotit problem could have 'been lessened
hed there been sufficient leed~in time before the first academic year got under
way~ When the grant hgeame effective in Julyr 1973, RCLC was also involved in
getting“two addition ograms “started. NCLL and representatives from LaGuardia
College and the AVANT agencies met regularly to plan the program, hireg a program

. direc;‘:or, establish guidelines for the Progranm Operations, Committee whicp would

give directions ,to\the progra.m and gomplete the work on the first yea.r s curri~-
culum. . ' , .

. - \ v

It wasn't until Septemher that the program director cov.ld start. ‘4ea.nwhile the
various collaborating agencies had started the screeni,ng of* potential pertici- .
pants from their pa.raprafessio l staffs. ‘It was in this pyocess that -problems .
arose. Had the prograf director been on board earlier, ctioning in concert
with NCIC and the newley-fortﬁed Program Operations'Co tee, greater attention .
could have béen paid to reviewing the quailficatlons and motivation of the para- --
professional applicants. Retter guidelines could have’ been established for the
particip%i:g agenci¢s to choose the trainees ’ . -
It wasn't until the program hed started that we reqlized that one agehcy ha.d merely
posted 8 notice and accepted the only three paraprofessionals to apply; thet -
anotier: ‘egency diredtor. had virtually forced all his paz‘aprofessionals to apply,
with no'assurance that they all had the necessary’ qua.li}fica.tions. At a third
agency we might heve been able to spell.out the relense-time more carefully and,
at a fourth ‘agency, to persuade the administration to include warkers with more . . e

. experience who could better benefit from the’educational opportunity. At times et

¢ it was surprising that after three years 50 percent of the pareprofessiornals

g renm.ned. This/ compares fevorably with the general '‘college dropout rate for fresh—

mwen aldnes .. = * » - .
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< 7o, Program Operetions Committee i y
N = %, . ’
A common- and essenti’.al element in each 6f NCIC's model 'orograms has been the' ‘pro-
vision for vesting operation’a.l control in the hands of a board comprised of o
“epresentetives of all participating agencies, institutions and individuals
(inciuding the treinees) :These boards were given responsibility for seeing to .
the successful iﬁplem,entatlon of the models. They were seen as decisi’o’n-ma.king, .
. problem-solving groups with HCI€ heving one vote on each board. By involving..
- participants in the decision-msking process, we hoped to build in vested interest:
cn the part of the collaborat rs to indure that the models could continue opera~
tions when oute@funding and, support were eventuelly discontinued and NCDC 8
contri'butions ~were }10 longer eva.ila‘ole. . “ =

. L . . R

~ ~4

: '“he board for the Addlct:.on Services Program wes known ad the Program Operetions i

© ' Committee. At the start of the program it was composed of representatives from
the seven AVANT agencies, LaGuardia Commtmity College and NCLC. Although the
trainees were invited to attend,' few availed themselves of the opportunity unless

+ a scheduled monthly meeting was being held at their agency site'and they were - :
not’ attending classes. As the program progressed, represenatives from John Jay

¢ GCollége and‘the CUNY BA program joined the Committee. Agency representetives wer: .
usually the preceptors- who l2d’ the responsi‘oility of conductj.ng the on-site or
'pre.ctidum comporents of the training. _ "
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During the first two years of the program's operation, fthe meetings of the POC?

s

were, well attended amd programmatic decisions were made on the basis of con- '

sensus. As the community phase of the program was nearing gomplétion ahd. the

on-site ‘training component diminished, fewer prec
» faculty attendedsmeetings. John Jay College and

eptors and fewer LaGuardia College
CUNY BA representatives began

to play a Targer réle. It was through the work of this committee that'the erti-
., culation of the community and sSenior cqllege curricula and credit systems vere*

worked out.

_ 6. <Linkages. ) j&/

-

i

. i

- -

‘fhe operation of a program which requires coordination of two acedemic componepts,

-

in-service training, related work experience, and thp personal problems of -
trainees who are both working and going to school, cannot be handled. by a Program

Operations Committee alane. Although the ultimat
was’ the program director's, aedditional mechanisms

e responsibility for' coordinatior
for® assuring smooth operation

were worked out.. During the community’college phase, when students were receiving
credit for an wh-site "practicum” as well as ,one credit of a regular eollege
course, close cooperation between college and a.geneyﬁras of paramount importance.
To this end, LaGuardia College held faculty-preceptor meetings monthly which

- covered subjects ranging from course design to standards for giving grades. Vhat
—*.! evolved was a mechanism for continuing close contact among college~faculty, agency

preceptofs, and the program director through whic

h close supervision of the

trainees and their school.and job performances was institutionalized. Counseling

.. was available from all thrée sources, end it was

rare that a trainee dropped from

the program without someone picking-up warning sighals and providing sore form
of intervention. Most of the trainees who have remained in the program have™ -

availed themselves of “these supportive services.

. 7.  Relationships between work and study

[

The original'proi)osz;.l made provision for sgqgteﬁing'the time spent by trainees

imrcollege classroomg. It was proposed that the

trainees #pend the equivalent

of one day.each sreek'in formal college work and the equivalent of one~full day

a week in @ structured, in-service training component which would teke place at’
the work sites. Preceptors--regular agency supervisors-~would be considered
sdjunct faculty of the college and would be responsible for the in~service .
training compoment. It wes envisaged that formel workshops and geminarsg, indi-
vidual and small group research projects, demonstrations, field trips and audio-
visual presentations would constitutg the bulk of the imstruction on-gite.
Emphasis would be placed on relating the principles, practices, and methods

of, competent, job performance to the academic coqlponents_ of the program. It was
estimated that epproximestely four acédemic credits weuld-be avarded for this

'.”L"n-sezrvice training each quarter ;‘or an 18-month
Tn eddition to the time alloted for the' scademic
week, the trainees would spend the,equivalent of

total oF 2k.

and in-service components'e'ach ;
three full days a week in regula:r

work assignments in their own agencies. There would be an attempt to tailq:_' and
sequence this work so as to reinforce the academic and in-service components. ¢

Mine credits would be accrued for this component

during the 18-month commlinity

collgge phase.. Our‘\traih"ees, since they were ﬁzll-time‘t-::mployees_s’at their - R
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agencies were not required to. take off any qua.rters from the college for
"cooperative" field assignments and were ¥ earn their nine creditrs at the rate .
of. one-a.nd~one-half credits per quarter. ; . . ) - f

<

fo the end of six’ qua.rters traifnees vere expected to earn 36 credifs for aca-
demic study, 24 credits for "in-service training and nine for vork experience, for
- a total of 69 credits during the 18° month period. ,
As mght be expected things did not work out quite that well. The authorities
at LaGuardia College, ineliding ‘the faculty committee, were not wflling to accept
24 credits of in-gservice training, particularly if, earned away from the college
. in course work taught by agency preceptors. The nine credits of "cooperative
=, work experience were allowed under the rubric of a weekly preceptor-trainee
pra.cticum session where tra.inee.g related work experiences were logged, examined .
and discussed as a basis for averding a grade. In addition, each of the precep-
tors taught. one hour ofa two or three credit LaGuardia course weekly. . There
were four of these “té¥d-taught" courses during the first 18 month period for ,
a totel of four credits. The credit.requirement for the degre,e was 66 ra.thez“ than -
69 credits, 13 of which were awarded for on~site activities and 53 for classroom
vork at the college. When it is considered that of the remaining S credits
- needed for the BA degree under, the CUNY BA Program, 30 could be for a mix of f
life experience and independent study, the program can take credit for sqme inno- v
vative accomplishment. Although the CUNY BA Progrem demands that at least 90 A
of the 120 credits needed for the BA must be earmmed in the clagsroom, officials
~ of that program did accept all credits awarded by LaGuardie while still per-
mit‘hing the mpaximum of 30 for life expenence and/or independent study. Some
of the traineshave been, or will be, awarded the BA with -as many as b3 credits
alloved for prior experience or for work copleted outside the college clasg-

roomv -~ . . — \

. L]
. . »e

D. Replication and Institutionalization ' s

As a direct result of this proJect NCIC was ewerded a contract by the New York

. (City Addiction Services Agency to manage and direct e speciel program for addictr
to enter into training in private trade schools. Working together with ASA, the
State Office of Drug Abuse Services, and the State Offjce of Vocational Rehabili-
tatiody NCLC provides prograr operation and fiscal management services for up
to-50 addicts. - - ; .

t . - . :

Other programs and agencies haaze inq_uired about esta.'q',‘l.ishing gimilar models and -

we have provided them with consnlta.tion and technicel: assistance. In eddjtion,

we held a one-day s sium for interested people to discuss barriers to this

‘model and how they %be overcome,. ¢ : -

LaGuerdia Comminity College has institutionalized the courses developed for
this progran in its mental health curricultm for other students.

- The prongam has been extended through the end of March 197"{ to allow more time -
' for evaluation and follow-up a,ctivities. b
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E. Conclusion C ' .

Paraprofessiouals whose expenence and traming are almost entirely hmited to .
the field of drug abuse are ih a. disedvantageous position when funding for M ¥4
their programs is reduced. ifost of-them do not possess recognized skills and c
knowle needed to make the tramsition to ancther field; employers outside

,sthe dr abuse field do not value their training and experience. The ex~addict

has little chance to "make it",on his own in the competitive ma.rketplace. -
. This educationuexp@:‘;bnce-training program gives part:Lcipants the ab111ty to
move out to —broader‘, _more generic fields and occupations. .
[ - _ The data .gathered by IICLC during the course’ of the program will be dissemi-
nated for the information of organlzatlons interested in repllcation and
institutionaTization. . . . . .7
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" A, Int webion ., - ’ -
u . ~ . 3 ,e

The 19}: Whitet House Conference on Cluldren estimated ‘that $10 ‘billion annually

would be required for, chil&«c’a.re by 1980. The increasing number of working

mothers and the grow:mg attention accorded their needs both by public and pri-

vate agencies and organizations ieaves no doubt that increasingly large sums

will be spent.on such programs in the next fe'w Years. < ) ..

The Senate La.‘bor and Pu‘biic Works Committee reportea. that more ‘than 5 million
pre-school children needed full or part-time day-care services while their
+ mothers were away from home; that there were fever than 700 »000 spaceg in’
v 1icensed day-care progrems to serve them. - - . e y

add'ition( to the babysitting function of all day care programs, there wes an
educs.t:.onal function which was beneficial to the child's social and merftal
development. Thus, the change in emphasis from child cere to chiid development.

~

T Awide "vifietiﬁrograﬁ?tmder many different auspices were estabfished, ‘fron
counnunity-‘oasea‘ ghettc opérations to chains of franchised private day care

- fagilities. All of these° programs-had a need for competent, well-trained people.
to steff their programs, lNew York City's Human Resources Administration esti
mated that the¥e 'vas a ’fotential national need for 456,400 professionals ané}
529,000 peraprdfessionals in the child development field. Only/5, 060 college
_graduates and- 105000 pa.ré.professionals vere entering the field ennually. -

In 1970,, “the Federal government esta‘blished the Office of Child Development (OCD)
for 'a concerted national,effort to expand and upgrade the ‘quality of childe -
development services. Funding for child development programs has been con en— N
trated in this.agency. Local agencies were established to dispense fun

monitor progress. In New York City, the Agency for Child Development (ACD)

hed this responsi‘bility. . : .

- - *
] « T

. Reeognizing the need for prdviding competen:t staff and for simplifying the con-
— fusing local end state licemsing requirements, OCD funded 13 competency-'based
.+ pilot training programs to initiate training for & new category of certified -
staff: the Child Development Associate (CDA) who is intended to be the backbone
of professional child development  center staff. ' p;

The new credential will be based, not on courses taken or units acquired, but
demonstrated jcompetency. . OCD dgscribes the Child Development Associate as
a\ competent professional person who is knowledgeable sbout pre-school children,
«can provide valuable experiences for them, and is capable of taking responsi-
DIty for the dafly activifies of a group of young children in day-care, 'Head
Start, parent-child centers, pr1vat% NUrgery schooIf and other pre~school -~

N
1

..+ The War on Poverty, pa:rticularly the Head Start programs, indicated that in —

" Programs. - . NSO .
,'.“‘ — 0CD assumes tha.t the Associate will. . = . -
> . . ‘ ' )
K , S eD-1 o
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L " of the educational service; and )

‘e .,

' . with the administrator of the Human Resources Admin stra.tion and the cheirmen

in existing patterns would be welcomed. ) =

- Within Hew York City, child development was a. ra.pidly expanding field. In
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'-—-Have available and be in close contect with more tra.ined a i )

. and experienced staff members (e.g. a master tea.cher) to - ; _
I ¢ provide p,ersonal and- professional support, . o -

B -—-not‘have direct respousibz.lity for the ex‘bended activi‘bies '

o o .-,

--hé.ve the a.ss1sta.nce ‘of apa;:aprofessional ai% T T
3 T

This delilneation is an attempt to ’bring order out of a cha.otic st“é.ffing,system,
standardize training, establigh levels of competence, and offer to participants -*
a ca.reer péth with recognized rand transferable credentials. . , =

W"; y\i.\

The child develo*oment field mét many of our criteria.' it was a large and growing .
field, it hed a confused array of credentials, curriculs, and training patters;
it employed many paraprofessionals who hed little or no opportunity for career
advancement , and the Federal CDA program.wes a strong indication that chenges

—

v
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B. Development of the Model ( . . . -~ .

P

addition to Board of Education sponsored programs, there were between 150 and
200 Department .of Social Service dey care centers, 122 Head Start Centers, some
1,000 homes used for family day care, approximately 500 private facilities of
various kmds, a.nd & number of new commnity—Sponsored day care centers.

0.

In 1970 New York City established a centralized Agency for/Child Development
under the Human Resources ‘Administretion, with responsibilities {except for
those under the Board of. Education) for funding and setting standards for -
staffing, training, and programming for .sll child-care centers. NCLC staff met | 4

of the Task Force'working to get up the Agency for 14 Development (ACD) and

its sub-committee on training and new careers. They Suggested e significent

role for NCIC in ‘helping ACD with the difficult problem of comstructing training,
models that would provide quality and flexibility and lea.d to recognizable, -
tra.nsfera.ble creden‘cials for child care staff. . -

e 3

In September 1971 ACD agreed to develop: ' L - o L
.o-St,affing pa.tterns for child development centers,
fnspecifica.tion of skills and knowledge required for competent - '
_ performance at. different assignment levels,. , oM I

--o'bJective methods of. a.ssessing Job performance, and :

— -

--& sy,stem for ena.’bling para.profess:.onals to assume higher : ’ ) ..
) assignment levels and for gaining credmtids/ﬂtLthe oo ’ -
25 grea.test possible economy of time- a.nd money. ° S .
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A senior memberwf ACD's central a.dminlstra.tlve staff was a,ssigned responsibility
fon\vcarrying out. its commitment to the proJect and serv:.ng as liaison with WCLC. .

KCIC agreed to design a work-study educa.tione.l model emphasizing on-the-Job
-rraining, credit for previously gained knowledge, gkills and work experience;
and an academic curriculum which would permit continued full-tinie employment ;
. "o obfain an scademic collsborator; and to involve state authorities responsible
. for licepsin=. accreditation, college proficiency examinations and external

A > .

?
degrees. oY : ) — T

—V‘

Ve met with several private institutions and CUNY colleges: The problem of

high tuition at the private instititbions was not solvable. Child-development
(pre-school) progra.mmng at CUNY°community a.nd senior colleges was at the .
early planning stage, colleges recommended &s most promising would not be ready
to diseuss plans with us until late April 1972. = o ) '

¥,

In May, 1972, we bega.n discussions with two CUNY sem.or colleges and one comnm- o
nity college interested in working with us, None were training pre-—school per-

-

sonnel, but all were préparing to do 'so. . X

~
_ =

The Cit:y College of New York (CCHY ) of CUNY, was on the verge of laum'ching an
_experimental program for paraprofessional child care workers and an arrangement ,
was proposed that NCIC share some of the costs of the project for our develgp— . -
mental grant funds. The progrem was to be related to an associate degree
program to be developed at LaGuardia Community College, a new work-study college
in the CUNY system. , These eFrangements were agreesble to NCIC. By August,
however, CCNY's. plans had to be abehdeaned because their funds were not forth-

) coming. College officials mdica.ted they might be a.ble to particlpate ‘by

L September 1973. ] ‘ e

-~ .
Y

Meanvhile, NCLC reg’c’hed an sgreement with LaGuardia Community College to design

and conduct a program to prepare child development workers for the Child Develop-
zent Assocla.te credentigl and an associate degree in its Human Services Depart-

ment.
P . —

-

+ ,LaGuardis worfed out a colleborative a.greement for the Hunter College School
of quca.tion of CU"IY to. provide 1 the ba.ccalaurea.te phase of the program.

NCDC esta.bl:.shed criteria for pﬁrtlcipating child develonment cent-ers on the
. " dbesis of a study of 15 centers and conférences swith CDA staff and lay and
;wofessional leaders in the field. ; , .

o, ’ .
.
. - . C e -

The ¢riteria were: ‘ ) : ’ 7 e -
5

1

1. Willingness to particinate ﬂotively in e.task analysis, )
: modify, off the basis of this analysis, ‘its sta.ffing )
patterns to prmride for levels of responsibility based r — .
Tt on the skills and knowledge needed,-and to base Job )
) assignments’ training, and salaries on the required .
- competencies. . . o

— . . 'S - .




2. Villingness to Integrate steff tréining snd formal éduéa.tifﬁ.

"3, A relativély steble administration and board, respect and
cooperation of the community, and a demonstrate¥® record §g '
. accomplighment. o : ‘-

aaan

L, Assurance of promotional positions for workers successfully o
completing. the NCIC program. - : .
N : S B

5. ’Proximity to the colleges. .

Other eriteria were that the centers would, (a) have a minimum of fhreé workers
who were interested in training; (b) be able to release their paraprofessionals
for two helf-days each week to attend dlasses at LaGuardia; (¢} provide ‘on-the-
job experience for dey.care interns (regular students) from LaGuardia College:"
(a) have a professional staff person who would quelify as a preceptor for b

_ the paraprofessionals and the interns; and {e) provide the preceptor released-
time to conduct training and attend meetings with the faculty of the college..
7 - P . “
ACD identified 10 centers. When we were unable to reach an agreement’ with any

of them, we decided to locate centers on our own. This was a frustrating process. -

v -

- Many centers were interested but could not participate for one reason or another.
After a series of meetings, we were able-to reach agreements with nine centers,
"§€€eh’vﬁf;qt_iigghmere"i‘deﬁtiﬁed by LaGuerdig.” ~ ~~ ~ -

. ——
4

.*The size of these.nine centers varied, One served 15 children, another served
. 250. Some served only pre-school.children (ages 3 to 6); some had infant and
pre-school programs anid others had after~school programs for 'school-.-a.ge.childreng

ol
. e e A PP .

- -_ P_:;gg;;a.mé _vg.ned«fa'om extreme informality to a high degree of structure. Staffing:
. patterns varied from an egaliterian approach (all workers perform similar duties

-~ regardless of educatiog and experience) to formal d@fferentiatio'n of roles,

S L 4

. dudties, and status. -

*. From the summer of 19"'(2~ fo early 1973, NCIC employed twd -consﬁlta.nts to design

. - 2nd test task analysis procedures to.determine: < K _
5 . .- 1. Program activities in child development centers.. - ’ I o A
3 . - 2. - Centers’ éxpectations of their staffs. \ ) )
; -4 ~3.° Goals and plans of the classroom team. T
" =,  lhr-Specific sctivities performed;. how they ¢onbine into tasks, o
. and 'how tasks help achieve center objecbives: - . A N ¥
. 5. Relationships with Ghildren, parents, apd community, end ’
interrélationships -among; menber's-oF -tHe ¢ladsroom team and ‘ -
"“‘betveen members of the team and superwisory staff. . ° C -
1 S . _' 6., Uée_ of community resources, information about chil@ren,;’ ,
Sy 77 Feducetional end pley meteridls, ete,, (7 Y
[ P T ‘ . - - oo . opar . . . )
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T Competenc1es and competency levels exhlblteddby staff in the !
‘classroom. (A modification of ‘the SKAD system was ysed, .
¢ This broke competencles into: Skills to perform tasks "involving P
e - data’ and things; Khowledge and understanding t6 perform tasks; .
N Ablllty to perform tasks involving people; and Dlscretlonary o0 .
. and dec151on-mak1ng demands of the job ) R ) L e

Wy

.

_ - . b
Instruments were deVeloped and tested in a field triel at two child developmenE’lxﬂ
- centers. . Using observation gnd interviews we defined each classroom job in )
terms of major functions, tasks comprising thesé functions, and activities .
., involved in carrying out each task® identified the skills, knowledge, abflities
—_— ““and decision-meking employed at each Job level for each task; and estlmated
the treining needed by workers ‘to reach these levéls. - -~ : }p;‘
LaGuardia ¥sed-these data to de51gn the curriculum. The same approach was
used to obtain data at six-month intervals in each of the nine cooperafing
centers to provide us with information to measure individual learning, afd com- ’
petency and to indicate needed modifications in the currlculum and training.

C. Funding ' ' .- .

i
,,/// NCIC submipted a- synopsis of our tralning model to the Office of Chlld Develop-
- ment's Regional Office for funding. The .synopsis was considered by the Regional
Office, but as "*OCD had only enough money to fund a handful of programs "for the - )y
whole_countryj-we were turned down. ég . - .
At this stage, LaGuardia agreed to assume«the major ¢costs of the"program if
NCLC could pay for the costs of evaluation, \errlculum development, and o oing
technical assistence. NCLC prov1ded a $5,000° develepment. grant to LaGu .
for curriculum development , but LaCusrdia needed some additional money. we
9upnorted their application to the New York State. Education, Department and sought
‘funding from a number of other sources, including the Office of Economic Oppor- \
tunity, several private foundations and the Manpower and Career - -Development .
Agency of New York City. s ) o
In early 1973,. the’ New York State Department of Education agreed to fund
LaGuardia for thé Ch11d Development program.

-

¥

1. Ove rview

XNCIC collaborated with LaGuardla Community College, Hunter College and nin

child development centers to demonstrate how paraprofessionals in the f1eld of
* "child development could be trained and educated for 1mproved Job competence

.and enhanced career development.

1 d

D. The Model . ; ’ A
. - ’ ' N ' ' . ’ /
"

The design of the program was based on an analysisvof the skills and knowledge
needed to perform tasks at beginning and higher skill levels. The progrem
included academic study, in-gervice training, and work-experience--all college
accredlted : T v T , a .
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- Thirty-two paraprofessionals employed by the nine cooperating centers were s)e_'lec'ted
- end began their traeining in September 1973. They spent the equivalent of ‘one
~ day a week in \f/ormg.l academic study st LaGuardia, the eq?f'v’;alenb of one dey &
. week in structured in-service traihing and supervision ih their agencies, -and |
_three days a week in regularly assigred work activities. When they earned

. associate degrees they werd evaluated for recommendation for the Child Develop-
ment Associate credentidl, if they wanted it. - . Coe ' ) *
i - . . ‘ - . . . - k v M . T' .
. At that point the.students could work as CDAs with a recognized credential and .

could continue for a bacca.la.ui'ea.te degree in early education.
7 - ‘ T . . T ) ' H » ‘
%~  In eddition to the 32 pdfaprofessionals, the program included 18 LaGuardia deay ’ *
. gtudents vha served as interns, obtaining work experience at the nine centers. ©
The interns replaced the paraprofessionals on the job when they were attending = = -
.classes. ' o " T ’

& P

>
- ~

e It was expécted tha.ﬁ: 28 the curz:iculum; based on classroom Beh_é.vior and task '

analysis, was tested and refined in operation, the program would produce v body
of generic knowledge applicable to many positions in the child development
field- ; R e R

2. The Trainees -~ T R

- ———— e = e

A

The trainees were selected from ammgthe classroom gides by the centéer directors - ), '—:
) - of the nine participating child development centers. The trainees were adults <.
with a variety of life and work experiences vho met the college's entrance -~ ;ﬁ__- .
‘e .reguirements. -Some Jl;;?;ie-r— college credits. This enabled ‘them to entér with .
»  -advenced standing. interns had little work experience znd’vere no more than -

. ome or two years out of high school. m -t =R

(

\
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@@tchipé@h‘g peraprofessionals and intems had’ 's’ign_:[fic nt ‘impact on the students,
the college, and the profession. The trainees came ‘to RlAss with more 3ife wnd
work” exﬁ’erience, d femiliarity with the child development field. The dialogue

: petween the two groups was beneficidl-to both.

-

i Prainees were given tests in English and methematies to determine their acaedemic
“ placement and remedial needs. Based on the joint findings of the NCIC task
*  analysis and the academic requirements of the -college, procedures were establishcd.
ol ~ to award advanced standing for pi'ior work and academic experience; ‘determine the
_needs of students to reaeh the prescribed level of competence £or the CDA cré- _. .
dential, and assess students progress in relation to the programs ’ob‘je’ctivés.

4

H

. B t -

— ;;Most of the paraprof?ssiona.ls were female and between the ages of 20 and §§, the.

majority of .them weke married with, children. Most of the paraprofessionals

. had completed .11-or 12 years of high school, and some had attendeéd college.

.Although the majority of them did not speak & second ‘language, there were a
number who did speak Spanish and other lenguages. .

- SN . ' - - .
*. The- originé.l_’program design had called for a one-~to-one replacement of parapro-
<, fessionals Dby college interns, providing the centers with adequate coverage on -~

i . . 28 ¢ ;f;\ -
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" days that the paraprofessionals were attending classes at the college. How-
“ever, there were not enough interns forwone-to-one replacement, and the center
= directors hed to ‘meke.-mafy schedule adjustments in order to provide adengte

coverage on the daysthen pafhprofessional ere at the college . \
N B\ .
We had anticlpated thet many of the, paggpri;jssionals would continue their educa-

“4ion. through the bgecalaureate degree., To date, .several of them have already’ o

gradusted from a senior, colleget. Oth have currently enrolled. We had hoped
.that all of them would ‘have o received the CDA credential. Rowever, very
~ few applied £6) this credentiel betause they felt that.the associate and bacca—
. ‘layreate degrebs meant more than the CDA credentlal. o

- < = )

. ’ '.

,
: Yo . i
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- ’ . 1 L / . B ) N . . . i" D .
; B The ollege - +- . L "
pi . :
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LaGuardie Communitg/College .one of 20, branphes of the .City University of New
York! cpened\in .September, 197%. It is’ the only, upit of; to offer work-
“study programs to 3ll of its students. The college offers poth career and trans- .
fer‘programs and offers the associate in arts (A.A.), asso ate‘in science (A.S.),
and assoclate\inxapplied science (A.A.S.) degrees , )

‘| , ) :
) Laﬁuardla oper tes on a yeégLround, four~gzgrter system, W1tﬁ eéch quarter of

. 13 weeks duration. . Co X , e
a/ '4 ~./ 4 . * @ Y * ..

<£:The -college, in conjunctlon with the employing instltutions and NCLC developed
the child development course of study whlch em?basizés the skills and knowledge
identified in NCIC's task enalysist R e
PSS "c/ T -

~§;ﬂhe college a&grded the 32 ‘studests assoclate 1n arts degrees upon completlon of

-

-

’ b\ 66 credits.” - _

s -

\

- The,academic program included a corejgg human-service courses combined with
1iberal gxrts reqpirements and electiw with specialized electives comprising
. +the” child-deveiopment concentration. The college conducted the campus-based

. courses and structured and supervised the in-sérvice training and work experience ~

'-at the cconeratinggcblld development centers. N, e ,

&5 & ” !

The students took between el f¥-and-one-half. to twelve—and—one- 1f credits a '
guarter, completing fhe 66 credits required for the associate in arts in from"

"tsix to elgh} qnarter§ f‘ ) -

2

H

A?has’c tenet of the® model ‘one that_ underpins the Child Developmené/Associate

creden ial, is bhat competencies can be developed best by interplay between <
~ practic and theory. The program used the l&borétory approach to learning._

Students\werge -exposed in classroom to the, theoretical "whys" of a concrete acti-

'. lvity that™{hey have, experienced in practice, and Were given immediate. oppa unity

-i
s Y

1 4

Lo interpre college-presented theory 1n the practieal 4ett5'ﬁg.~

P -

1

At the work site veekly seminers werégconducted by center ®irectors and super-
visors. These seminars pfovided a link between practical.app cation and the
theory- learned at the college. They used demonstrations case studies, role
playing, etc. .The obJective was to help workers ain functional cggpetencies
‘in the following areas: -, : : .




bd N - - . . . ?j A .
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. . ‘ : — L . [ n - - .t
“~ 1, - Provide for the child's physical safety,.health; and comfort. »
- - [ ., : . o -
. ® 2. Develop the child's physical coordination and dexterity g ¢
) . " (motor ‘development) P . L R
’ . v o . ‘ ; ' “\\ o . .""
. 3. ~Develop positive concepts of "self!
4, Foster the child's ;hflependence N o . ' \ .
- A 5. - Postersthe child's sound growth R T e
~ 6. Increase the child's intt'e’ll.ect(ual and ¥anguagé 'competencef;i 22T L
. “ TN Lo e, ' ’ =
b * 7. 'Evaluate.the child's performance and encourage achievément . .
‘ i ﬁ’ . -~ = . = e -
8. Provide the child with -new experiences, including a¢sthetic ones
. ) . J' . . . .
‘ 9. Evaluate the child's individual and group progress o
.- .- . : . L T IS
10.'. Establish posif:iVe relations with parents ™~ . ? ﬁ"“ o
o . n 1. Devﬁ classroom management and maintenarce skills 't s,
N 12. FEstablish positive working rglatidx}s with other staff members. '
v N e
After the task analysis, cvonsultationyith experts in the field, and discus )
with the eooperating center supervisor-preceptors, four all-day conferentes
held during the summer of 1973, to determine curriculum coht , methodolo
and procedures, and to develop th linkage between college and work-site l¢arning.
b ] ) s
The college.had a particular prqg.em in dealing ‘with credit for life expe: ience,
and was not able to awerd such credits. However, they awarded each of he
paraprofessiomals one-and-one half credits per quarter for work experignces
) for a %'otal of six credits. While tkgis was not a great deal of credit, it was ., ,
/-/_ . a movement in\f;h'é right direction. ° . P -
' r - . I @%’ ot @ R A
4., The Efmployer fgencies “3{ ~ B ' Co o,
The employers were nine,cgntef's located in Queens and”on the' iov}er Eastkide of .
. Manhattan. Tv’b of the centers were observed as part of NCLC's initial ta 3
- .analysis. ~ ' ‘ . l ' ) N
— - “ ] R -, ‘ - .
: N \ ;
Th’é"r{ine cooperating cente;s were: ° ) Y
R * ‘ . T ’ ‘ ® ' . .
N . ', .Better Community Life S SR .
. ' Grand Street Settlement : . R
i . Hallet Cove T .- S
: . e Macedonia . e . R
. L Malcolm X ' - -
. . * Ylegro Action ‘Group - . L -
. - North Queens A '
Resurrection - - S - N
N . . Woodgide ot ! ¢ v~ ’ * . T . -
E ép-8 5¢ g
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' The centers serviced a total of 688 pre-school age children, with & classroom
}. ‘ staff of 110. Each center designated one professional, staff member to work with .
_LaGu and NCLIC to serve as preceptor, develop curriculum, receive preceptor, .
,tm%ervwe the on-site work of the paraprofessionals and interns, conduct
on-$ite semMars, and’ prov1dre the college with regular evaluatien of students. h
. » ’
,°  Preceptors attended monthly meetings and pro&ded feedback —between the centers
and the college In addition, LaGuardia facu¥ty members visited each center, .
twice a month to observe and provide on-site consultation for students and pre- -
ceptors. The monthly preceptoxs' meeting prov1ded opportunities fof center
supervisors to discuss common problems ang share information and experiences in
child development and staff training. Other members'of the Centers' staffs vere .
included in the on-site seminar sessions. A training manual with audio-visugl
components, linking child development learnmg theory more, closely with classroem
practjgce vas developed. , . .
. 1 r.
" It was expected that as opportunities in the center. opened, trainees who satis-
factorily' compléted the program would B’g promoted. A key to the success of this

-

“~model was the pa.’rtlcipat:v.on of gi'oup teachers with whom each trainee worked. : ‘
LaGuardia held quarterly meetmgs with the group , teachers to integrate_them 1nto
the’ program ) ,

>
'.‘ ' -~ -~ '

The work-site training was started in conjunction with the core curriculum. It ., t;/

Jrelated closely to one of four subject areas in early childhood educatiop and - N
+ dealt with the pragmatic aspect of classroom-teaching. It also served as &

discussion giroup on problem children and other problems related to the care of

. young children. This tied in very closely with the course work atvschool, which

dealt with the theoretical bases of early childhood education and specific problems .

such as discipline, nutrition, and conceptual understandmg for young children.

Curriculum ,materials vere shared by college faculty.and work-site supemsor

(44

>

N \ . . .
. The Center Directors were very much involved in curr’culum development and provided
. the on-§1t'e work<dnstruction. However, when the city was faced with a fiscal

crisis, the’first area which was cut was the college adJunc't\sﬁtus of the
directors. They are no longer personally involved in curriculum changes and they

no longer teach & course at the worksite. - .o o »
] . . . Js D ,; r -- f.}y ‘.\

‘ 5 Policy Comm.ttee Role ©. : ) . o .. ;!
- o ’ = - » ; -
" The Policy» Committee was a very strong, effective, group. Its co sition %onsisted el
of the nine center directors, the college faculty person who was in charge of the”
~ _program and- a representative from' the National Child Labor ’Co‘mmigtee. The Polic,{ )
‘Committee was ipvolved in curriculum planning and changes, approval of evaluation )

and assessme;tt techniques, and the discussion of program problems. It provld,ed ’ . “

¢ " the’ necessary linkages, among all }&ﬁi@ﬁt/s and a mon'qu)-r_.- forun for airing - --

‘ grievances . i ] R -
e S » ) ) b : )
'S . . t - - ° : ' ’ b -~

- » = 6. Role of NCLC : D 7 , / ..

= It was the reeponsibility of HCLC to iden?ify the various parties who participated T
.in this program. The Agency for Chi

elopment was contacted,initiala,y and




aoffered léttle or no help71n locating centers. Once we had found and reached’
agreement with.LaGuardia Community College, fhéir -Pacuity assisted us in the
search for qualifx;ngocenters. Eachncenter that finally came into the ‘Progran
had had contact with both an NCLC staff person and a member of LaGuardia faculty.

Thexdwere told the nature of the project that it had some rough guldelines and
outlines, but that it wés not completely formulated and that we wanted them to
participate 1n the final design stage.

r 4

Throughout the period that the paraprofe851onals‘were engaged in training at ]
LaGuardia, an NCLC staffémember attendegiggch of the monthly policy meetings, made
periodic sits to the cénters, and coo: ated evaluation and essessient effo;ts N
and @rocedgres. . ] ~ i & ' -~ i
The evaluat n was.a composite of a variety of assessment questionnaires for both
the college ulty and the worksite supervisor observations by college faculty
and observations by 1ndependent assessment teams, which were conducted twice a

ye&l‘. - » R . PR

The second round of data gathering for purposes of program evaluation vis post-
poned so that KCIC could develop and test procedures and instruments for the
assessment of the competencies of candidates for the Child Development Associate
credential. * NCLC received a $20,000 grant from the Child Development Associate

. Congortium_for this purpose. This study was a natural concomitant to oyr earlier
efforts at gathering baseline data. The findings of this study, which focused
on the critical classroom tasks performed by experienced group'téachers and °
paraprofessionals were published by NCIC in May, l97h This work, in turn, led
to another contract with the CDA Consortium in the' emount of $32,550. Under thisv
contact, NCLC conducted a field test of the critical éask anproach to evaluate .
the performance of Child Development Associates and the training program for
assessors. The critical task approach tested was that developed by NCIC under
the first grant. -

] .
In performance £ the'centract s required services, NCIC collected performance
"data on 40 Chifd Development trainees, using its observational and interview pro- _
cedures. It also collected.performance ratings by college staff on these trainee:
Finally, it provided this data to the CDA" Consortium fobr use’ in a reliability
study of performence criteria. It was an attempt ‘to validate the findings of the
first study, using the students (paraprofessionals and interns) in our own pro--
gram. Results of the study were fed back to the college, the cooperating centers
and the studgnts for progran modification. RBCLC's selection by the CDA Comsor~ ~
tium to. carry out these studies was an indicator of the impact our child develop-
ment model eand our task analysis have had at the national level.

TE. Institutionalization and Replication -

;The child development model has gone through sorme significant changes since its -
first year of operations. "For the first time in three»years student enrollment
is down. Paraprofessionals at the aide level have been cut back to 20 hours per
sweek. .This hagpcaused some frustration among our paraprofessionals who have' not
_peen able to move up to %he assistant teacher level. However, the CDA program

‘,’t
N -

> i . -
£




. - S R
. o .

is being continued and expanded in spite of fiscal difficultles in the City of

" New York. The program is applicable for Head Start and other educational and )
development programs for young children. ZILaGuardia hes been very resourceful .
in tapping other sources to identify more paraprofessionals and workrsites. .

— Our basi® fear is that clirrent cutbacks in funding of day care centers will lead

. to fewer people entering(the field o . ﬁ

L~ The college has extended the program to some 38 day care centers, has initiated a

. -~ and set up a day care center at the college, and has worked with the Brooklyn
_Family Court in setting up a/géntsr for clients utilizing the court. NCIC N 2
“has been serving as an information service to other day care centers and colleges
vwhich have shovn 1nterest in setting up similar models. . .-

ey . L] ]

. With some minor variations ‘and modifications in the model, we feel that the

.« cost of repllcation can be kept low. Vhere colleges cannot or will not partici-
. Dpate, a group of centers can pool their professional resources and train their
‘ own workers for the CDA‘credential. Technical assistance is_available from the

i . CDA Aocal assessment teams.: ' N ~

In March 1976, we held & one—day institute, "The Process of Developing a Compe—
tency-Based Training Progggm‘for Paraprofessionals in Day Care,” to help others
establish similar progrems. Work.~ shops were held on task analysis, curriculum
development and evaluation and organization at the worksite. The week following
the conference was an active one as we had calls from several of the»participants

—

seeking information or asking for-appointments to talk to RCLC staff concexging .
the projept N - ) ) . \
L \
S, K . |
Foo Coficlusion . - ST - . v
- v i

Vhen the Office of Child Development announced the creation.of 3 competency-based
CDA credential, NCLC gonsidered d;zigning training programs §§£ﬁout college credit
tp ‘qualify paraprofesEionals for this credential. We decided against’this ‘approach
as the CDA credentiel had not yet been established and the college degree would
. open up  other opportunities‘for upgrading and mobility' =
¢ -

The child development worker in this program hae several upgrading opportunities

/ movement\to an assistant ‘teacher position; epplication for the CDA credential;
continuation for a baccalaureate degree in early child education; and movemgnt to .
a related humen service or education field. The four-year degree will open other =~
options: group teacher, supervisory or administ§ative positionis, and public
~ehool teaching. Thig|career lattice will be awvailable 1o recent high school

’  gradustes as well as to adult workers. Work-study progfams prov1de young peopla
srith experience in & career area before fully committing themselves. Our child
development program can serve as the basis for other#areas and other occupations.

- t R
L . - 4
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.5~ 7 A, Introdustion. . .. S

Qccupationa.l therapy is a hes.lth profession vhich employs purposefnl a.ctivities
to improve Physical -and emotionel well-being. The patient is an active .- '
 participant in the use and development of rusnuﬁF and sociel skills directed
+ toward attainment of -immediate and ultimate life goels. “The occupational thera- .
pist evaludtes the patient's work habits, endurance,-motivation, abilities, and
physical, cultural, and psychological chs.ra.cteristics in relation to his goaIB,
potential and achievement. .8 '

¥When we examined this occupation, the dems.nd for occupational therapy services
™ was increasing more rapidly than qualified personnel vere being trained. -

The Bureau of Lebor Ststistics estimated the average ‘annual number of openings
for 0Ts to 1980, a.t 1,150 & year; for OT assistants, 1,300.

4
The’ American Occupational Therapy Association (A0TA) estimated that 7,800 OTs
wére working nationelly as of November 1971 and tha.t the 36 accredited schools
5~"weregradnatimgabont7803tudentsayearw Y P IR C e

In 1969, the, Rew York State Department of Health surveyed £ull end part-ﬂime ofs -
employed in hospitals in the state and foynd more than 330 unfilled, budgeted
positions—<33 percent of tbe'tota.l budgeted for OTs. Additional positions were
needed but unbudgeted, A _19T0 study by the Department recommended that New York
try to reduce its dependen e on out-of-state schools for the training of OTs by
,supporting additiona.l schools vithin the state. ] .

Occupational therapy services are needed and used in'a Jteadily increasing range
of health and mental health facilities, including hospitals, rehabflitation
,centers,/nursing homes, schoola, and- home health-care agencies.

o
‘\s!

Far-reaching changes in hea.lth-care ta.cilities and patterns of 9nre have taken
the OT-field.well beyond its traditional functions and work sites, Prevention
of illness ‘and disability through commmnity information and education programs
. is increasingly emphssized. OT3 are serving as staff members and consultants for

a widening range of commmity~-basegd facilities and services, such as halfyay-
houses and store front centers. OTsi'are key mernbers in the team-approach to
prevention, treatment, and reha‘bilita.tion. There will be increased utilization
of 0Ts as local programs expand and centra:tized institutions are decentra.lized.

Restructuring of the OT profession ,snd upgrading ot paraprofessional skills are
needéd to reduce costs and increase the number of trained therapists.’ This =
includes nevr steixring petterns, retraining oi‘ present staff, and new educs.tional

nrogrsms . ‘ o . A :

The credentials required tor an occupa.tions.l therapist are 8 ‘oachelor's degree in
02 and registration by the American Occupational.Therapy Association. The

latter is obtained by successfully passing an examination. gome states, such as
New York, have recently passed liconsing requirements; L . )
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Abont 15 years ago, AOTA sdopted the concept of training and utilizing 0T
assistants. These workers, Certified Occupationa¥!Therapy Assistants‘(COTA)
are trained in either.e 20-week hospital-based program or a two-year coxmnmity s

: - college program. The commmity college program is preferred because the- aca-
.demic credits earned are often transfe leto baccalaureate programs, o

¥
it ey

Unlike most other professional associations, AOTA is actively seeking to open
) the proféssion to persons who can demonstrate OT knowledge and skills, however
~ - -obtained. AOTA passed a resolution making it possible for a Certified Octupa-—
tional Therapy Assistant without & bacca.laureate degree to sit for the registry
examinition. B ) oA e e kil T

PRl
K

oT departments in every health institution employ workers in assistant and aide-
type positions who are familiar with OT work and have developed some &ill ag
knowledge of OT. If given opportunities for edvancement, these workers can

- ,provid,e -an excellent and large}.y untappéd source of 0T skills.
. In addition, there is a much larger pool of aides, attenda.nts, and assistants

' - with similar attributes and skills in health institutions. Many are from

’ minority groups. Their familiarity with minority community needg and problems
can be valusble as the delivery of O.T. services moves into poor comminitiess -
These workers are ba.rred by economic conditions from attending\existing programs

LR TTLE B s
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3. Development of:. the Model

LS

Early in .1970, NCIC explored the possibility of o‘btezining a maJor New York State
agency as & collaborating employer. Meetings vere held with the President of
the State Civil Service Commission and her statf, the Commissioner of Health, -
the Health Department's Director of Special Manpower B!‘ograms, and officials

the Department of Mental Hygine, .

The State Dencrtment of Hental Hyglene. (MHD); was deemed the most appropriaye
agency. It had 55,000 employees, many at the _paraprofessional -level, end &

commitment to €he union representing these employees to develop~career 1adders
& and anpropriate A¥aining programs in nine oecupation‘s~ - e R

>

,Cs.reer ders. were established but were incomplete or deadended at several rungs.
Rigid requirements for licensing and, credentialing at the associate, bacca-
laureate and graduate degree level wveré bars to advancement. Ro provision was
made for a‘ccr ting work experienc or in-gservice. training. .

hoh

Y It took little effort to obtain the Department's commi tment to participate with
NCIC in a demonstration program. i .
. S |

The nine human service occupations were examined Jointly by NCIC ‘and l"iHD from
the standpoint of the existing and future manpower and service needs of ‘the’

: Department. Of e nine occupa.tions, -physical therapy had the highest percentage
of vacamcies, Oc ionel therapy was second. However, there are four times *
_as many OTs as PTs, and ocazpationsl therapy is more important in mental hospitals.

.

v, The seven other occupation? considereg. were




_ =-Psychiatric nursing, psychiatric social work, sﬁeech ther.
hearing therapy, and recreation therapy. Each héd too few
workews to serve the‘ ‘project's pu’rpos'e;’ e

--Psychology. This called for a Ph.D. degree,
--Mental health- generalist. This was a new. occupa.tion whose
roles apd functions had not been delinea.ted. )

OF vas the“natural choice. ’ _ c-
" An agreement was reached in January 1971 for MHD to change the .job specifications
« for the Qtf's it employed, to designsa career ladder, and to recommend an appro-
priate institution-for a demonstration project. - .
. NCLC agreed to design the training model and to i}entify a.nd involve colleges
~ and licensing and accreditatfon agengies. . . S

Negotiations were undertaken with a number of hospitals identified by MHD. The
head of one, hospital proposed that we replece OT with a new profession: rehabili-
tation specialist. After discussions with several consultants, it was determined
that our goals would not be-met.by preparing workers for a bew and ill-defined

profession. A

Extepsive negotia.tions wit,h another "hospital with a strong in-service training

program, were discontinued after several months when-statewide cutbacks in the

—_MHD budget resulted in a job freeze that raised doubts that the hospital would ~
be dhie to carry out its commitments to provide promotional opportunities. .

-

HCLC'!s continued search for: a clinical colleborator led us,_aeb the suggestion

of MHD's manpower util¥zetion specialist, to Rockland Children's Psychiatric—

Hospital (RCPH), a new facility with no training programs. The hospital director,

was most cogpera.tive. However, RCPH could ‘provide only four tra.iuées at ohe time,

and OT experiences solely in'the children's psychiptric se'bting. There-was & -

need for other institutions to provide trainees énd further clinieal experiences.
. At this time, the State Job freeze was 1ifted, end RCPH's Director o'btained the
.o -cooperation of three’ other Rockland County State hospitels. S

L4

- -

The State Hee.lth Department 8greed to permit one of‘ its institutions to ‘oe parl}
of the consortium. .This is important since tra:.niﬁg opportunities in OT must
inelude work experiences in physical ‘rehabilitation medicine as well as in mental

health . ' .
. - ) Y .

The ‘three éther institutions who'ﬁagreed tb..collaborate are: v \/ '

- -

+. ~-Rocklend Stste Hospital: A MHD inpatient psychiatric faeility —— —- -
" vhich provides care and treatment for pa.tients 18 years of . .

age and older. . - ) - .

-
-

~-Letchworth Village: a MED inpa:l;ient facility which prmrides
care and treatment for mentally retarded persons thrée years
of age and older, and specia.l care for the reta.rded with
physicsl hand:.ca.p' S.

(23




-~New York State Research and Rehabilitation Hospital: ~“a State . *
Héalth Department residential “reatment center and out-patient ' <
‘clinic for the physically haﬁdicapped of all ages. ; : NS

RCPH itself is a VHD inpatient facility wh:.ch provides care and treatment for
children from six to 16 Years-of age. S - o

MHD agreed to offer graduates employment and if tne progra;n successful to
_use the.model at other 1HD mstitutions.

.

“Barly in 1971, AOTA officials endorsed ‘the concept and agreed to participate in
the development of the program and to provide consultant assistance during the
Planning stages., The director of AOTA's Committee on Standards ehd Educational
Requirements was designated as liaison to the project and particfpated in program
design and cm'ricu;unn development. .

The Hunter C’ollege Institute of Heslth Sciences indicated an interest if we

could obtain community college participation, since the Hunter Institute offers
only the third and fourth years of a baccalaireate program. Contacts with City
University of N¥New York ccmmuﬂity colleges rroduced no results. o -~
Horwever Rockalnd Community College, part of the State University system wes
interested and we quickly reached an agreement. Rockland Community College was
alregdy conducting educational programs for~employees in the four colleborating
clinmieal institutions. The State University of Mew York and the State Department
of Education hed designated the college to develop curricula to prepure workers

in a wide variety of human services agencies..

with a cormitment, by }LCC the Hunter Institute egreed to offer the two-year senior ,
college program for OTR's. The facilities of the clinical institutions enabled
both Hunter and RCC to open OT programs without the prohibitive cost of. setting i

f_fup ‘clinical laboratories. Their qualified OT personnelr'are availeble to augment

_tke imbtructional stﬁi’f of both colleges. _
I"rom November 1971 through Mey 1972, a lflanning committee met regularly to pre-
pére a comprehensive funding proposal. The committee consisted of representatives

© of the clinical and academic institutions, AOTA,  HCLC and State manpower consul-""
tants. The comeittee decided that e job analysis vwas essential if we were to ,
effect changes in OT )repa.ratiorz and practice, and that a curriculum should
reflect the job analysis and new trends in the (T field. NCLC provided a
45,000 developmental‘ Zrent to RCPH for the conduct .of the analysis.

0f consideraife i rta.nce to the Job analysis was a study conducted at g{io State
University. RCPH's chief OIR conferred with the director of the Ohio State study
regerding the, kind of issues to raise in structuring the local Job analysis. Jobs
performed by OTs and OT Assistants in the four hospitals were studied to obtain
information which would: (1) distinguish the tasks performed by OTs and assistants,
(2) determine the kinds of experiences vhich could be given academic credit,

(3) provide the basis for develdping.classroom and clinical curricule; ‘and

(4) indicate: neéded greceptor training. =

The O'I'flE and” OT assistant pOsitions were analyzed. Questionnaires relating to
tasks perforned and estimates of theiz relative importance were administered.

! ~ . e -l T
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These were spot checked at-ore institution. There was good agreement among res-
-pondents and with the field-check. ‘ " L '

Job analysis ﬁndings led to & redefinition of roles for OTRs a.nd ,COTAs to include

*~ functions not in the task ana.lysis and to reallocate tasks for more effective use _

of the work force. The new OTR role is supervisor, cohsultant, educator and ) _
highly trained specialist? the COTA role is that of "general practitioner."

”
> ¥ , s

The a.ctivities of OF perscnnel were defined:” I : R

1.’ Evalua.te the individual's need for activity by elieiting information

.. from interviews, tests, reports, records and other sources which o

- ' indicate the nature add extent of impaired functioning; the nature '

- and level of work capacity, attitudes and self<care skills, and R
the need for remedial a,ctivity. .

—

2. Plan activities aggmriate to the individuals defined needs and
goals by identifying the kind and level of learning which needs

to occur,/end in what order:; selecting appropriate activities;
. identify{ng the skills required to perform these activities;;
. identifying contraindications for involvement in e given acti:7.
- consulting-with’ other -staff, -and investigating resources in the
~ -~ . agency, other inetitutions, the community, an,d in the home

3. Fa.cilite.t\and infiuence the individusl's participation in
activities by counseling the ifidividusl in preparation for, and

participation in, activities;.utilizing and reinforcing the indi- . ol
_Yiduals stage of development and level of Tunctigning; using —_—
group and interpersonal dynemics to_enga&e and ma.inta:&n the indi- ’
vidual in the” ac’tivit:?‘. A L

4. Evaluate response and assess ‘and measu‘re change and developﬁen‘b
" by observing progress, testing, consulting ‘with other staff, and
discussing\progress g_@,z:gviewins goals with the- individual

~

5. Validate assessmentsL share findin_g;s, -and make appropriaste recom-

mendations by retesting, modifying evaluation procedures;: . :
: comparing. £indings with reports ﬁéf other individuals and actvi-
o . ties; summarizing for further’ interpretatiqn and planning, and
Pt prepa.ring oral and written reports for other etaff )

. . . Under the task analysis data, 8. curriculum covering both acad.emic and practfcmn
'  elements was prepared by a’sube omposed of the Dean of Academic Affairs
at the Hunter Institute, two OTR! 7eu1t 8, and HCIC's liaison representative
tothe OT program. -~ - \ .

-

Six broad areas vere identift ed.

7y
N
.

I. Generic Knowledge and skills R -~
II. Normal growth and development
III. Cognitive and perceptual motor dysﬁmctions
® 1IV. Physical dysfunctions

- V. Daily life tagks, including vocational evaluation e.nd tra.:l,ning‘
, vIi. .Psychosocial dysfunctions. ' [\
- LY — N «
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Areas I and II are common to all allied health occupatzons and could be uset
the b351s for a core curriculum.

-
—_— . 11

e

c’. F"undin v : A oo - :_- M . -_ - ’: .-" - . * ~ _

'—"'———'g' . . - / - . "
A first drafi of a grant eppllcaiion was prepared for submission to the Bureau
of Health “anpower Education of the Nationgl Institutes of Health in early 1972,

A revised draft appllcation was submitted early in June and a formal anplication
vas submittéd June 30, 1972. S p

AS WIE's deczsion'was delayed, we requested the New York State Department of
£ivil Service to fnclude this proposal in its Public Service Careers Contract

' We were turned dowvn. . 7 .

-

AP, considerdble correSpondence, a series of m9etings and an aborted site visit,
we were informed, in April 1973, that our p"""sal had been approved by the
Council and Review Committee at BHIE, but that no funds were available. Ve
turned our attention to private funding sources such as the Johnson, Carnegie,

%yand Rockefeller Foundations. However, in June 1973, BH'E notified us that

¢204,533" for the first year of our proposed five-year progrsm ‘wes approved
effective July l, 1973. We were one of.only three Imogfhms funded natzonalxy

by BRME. ~ 7 ) . . ;;!ig

U
D. Overview .

A consortium of four Ilew York State Bospitals, two degree—granting institutions,
the lew ork State Departments of Eealth and lental Hygiene K and the Américan
Occupatiopal Therapy Association collaborated vith *CLC in designing and imple-

menting the project. & . “ e
.- P -

Up to 16 workers on full salary status were enrolled annually for a four-year
period. Their goels were to become certified occupgtional therapy assist

. (COTA) and registered occupational therapists (OTR). The education based/on job
analysis combines clinical practice In the hospitels with academic instruction
at the colleges and in the hosprtals ‘ -

-

-~ T~
The clinical,institutions-—Rockland Children s Psychiatgic Hospital, Rockland
. State Hospital, The New York State Research and Pehebilitation Hospital, and
‘Letchworth Village--pooled training facilties and traineee to provide broad, diver-
sified experiences.- : .

The collaborating colleges--Rockland Community College'end the Hun -College
Institute of Health Sciences--initiated OT programs using the hospitals as labora-

tory. facilties. They credited clinical and academic work conducted at the work

sites by ¢ollege instructors and staff of the employing institutions. The two
college components were articulated to eliminate duplication of academic work.

S

The participants wvere prepared to perform the newly defined COTA end YR roles.
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T The collaboratzon _among émploymg a.nd academic ms;.i‘hlons,, a professxonal associa~
] "'biﬁn a union, State agencies, and a natio voluntary agency, makes thls project

.o ._vmtmique. . .

- / o

The part;czpai:mg 1nstitutions were orgenized ;i.nto a Consort:.um for Occupational )
Therapy Educetisn (€OTE). The founding members as shown in the list below included * -

X Tour hospitals, two colleges, two, departments of the State of New York, a brofes- . .

+ ~ sional association, and the grantee. ““In 1975, & hospital and a college vere -
a.dded, and in 1976, the final hospital Joined t'ne~ccrrE . o L

N - —~ -
« o . . - =

, Founders ; 1075 - v 2R ‘o

B

—
-

o

National Child .Labor Committee (Grantg ) T e e e L
- ’ /H”glen Hayes Hospital . , .
. Letchworth Village Developmentai Centér -
7 *Rockland Children's Psychiatr:.c Center e <
Hunter College School of Health Sciences (CUNY)¥
- Rockland Community College {SURY)
. Department of Mental Hygiene - -
: . Department of lMental Health
1 American Occupational Therapy Associatlon
- Vassaic Developmental Center - -~
- Dutchess Compunity College . ’
-  -Harlem Valley Psychiatric Center L e

v

s

The COTE is a tempora.ry system. It was orga.nized in June 1973,~for the duration .

Py of the grant,when the program was funded by T the Bureau of Manpower
Education of the National Institutes of Mentel Health. The grant was origmally
for five years, but it was cut back to four years in 197’4 ) .
The general pu.rpose of the COTE is to demonstrate a model for training allied health
personnel on technical and professional 1eve18, in which non-professional hospital
employees are the trainees and hospital clinics are the ma,jor educational site, =

o

}
A
Lo
!

P

P -
st - N 6 . "

[ R -

PR
‘ -

. TR - .
- oI ' . o
"In 1975, Hcsns’withdrew plans for initiating an OTR progrem. The COTE program

. wes transferre‘d:to the CUNY Baecalaureate, an external degree progfam.
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E. Objectivej ORI e L
v s - . * r'. taX, . . .
A series of-n e objectives was establishea for the prOgrmn. T . ’ .

., Td’ﬁemOnstrate an alternative Troute ;o COTA end OTR credentials for
noﬁprofessional health employees that is shorter, more relevant, and more -

* " ‘economical than conventional routes; - . - .

2. To increase the supply of qualified health personnel by broadening the
population, base from vhich they are drawn, and by recruiting @fplicants from T
educationally and socioeconomically disadvantaged groups;

*e

3. To develop and utilize a curriculum whioh 1ntegrates academic learning

L -and job experience,and which can be used as a model in a variety of situations.

-

. -
L.” To articulate community and senior college programs in occupational
therapy educations; . ‘ , - .

-

LN

5, To develop a group of occupational therapy professionals with greater
ability to relate.to clients, professionals and nonprofessionals working in
health and mental health'ﬁelivepy swstems, - e

. 6. To restructure the roles of COTA's and OTR’s in State institutions,
to maximize the utilization of their professional skills, and to facilitate the
expansion and change of service roles of ogcupational therapy personnel as
consultents and specialists in the coordinated delivery of services in many
settings including both institutional and community;

e

b

. - 1., To develop a professional career mobility program within the State.Health
and Mental Hygiene Departments for low-level employees;

8. To recruit 80 hospital employees for the program, sixteen a year ‘for five
years, four from each of the participating hospitals; .-

. “9. To develop a program model which can be replicated efficiently in a
variety of institutions and 1 different localities, . .

The balance of this OT report discusses the processes for achiev1ng each _

* ohJective and the successes and failures we experienced.

. .
- L T .
LY + B " -
- - 4 K ., .
, . ; E 1o . . .
.
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Objective 1 ~ To demenstrate an alternative route to COTA and ) »
OTR credentials for nom~professional health employees that is -

shorter, more relevant, and more economical thay conventional =
routes. . - - - -

P

The conventionalroutes to COTA and OTR credentials are programs of academic studies
fq;&owed by apprenticeship periods in occupational therapy clinics. We have’

_ tested an alternative route in a program that combines’ ‘academic studies and .
clinidal work in which the students are non-préfessional hospital Smployees.”
The assumptions are that the combination of experiential learning and experienced
trainees wouldjegq to & shorter and more relevapt route.to credentials. It was
expected: 1) tfiat previous life and work experience would be evaluated and *
awarded some coliege credits, 2) that experienced hoépital employees would learn

-
’J
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more guickiy; and 3) that new educational methods “of individualized learning ,
and learning modules would replate the conventional academic setting. - .-

~ = = e

’ These expectations were not realized in the COTE program.A 1) thejacademic ' )
institutions had not established a method to eyaluate life and work experience .-
and therefore would.not award life experience.credits to the COTE trainees; %, . )

2) hospital expgrience of the trainees contributed little to their sbility ~ 1

h’} !

.
.
N,C ) - ) - - o d T
a i * B v T - i ) >y . x

in the 0.T. curriculum. Their previouﬁ*experiences were in caretaker positions,

with little . exposure to creative occupational therapy programming. New ways

of thinking about themselves ,and about patient treatment, had to penetrate the

barriers 2f habits built up over the years. Furthermore, there was a deliberate
selection of trainees from disadvantaged backgrounds who required ‘moré-time to

become ‘acclimated to the searching analysis of self, patient, and treatment

methods of occupational therapy than academicelly oriented middle-class

students would require; 3) new educational metho -were rarely utilized, The

academic institutions maintained the semester'fo t, thus keeping each year's
trainees in the same level régardless of ability. In addition, the faculty -
had no training‘and little orientation in methods of teaching other than.what’
they had experienced in ‘their own conventional education. The COTE program
vas not shorter, _except 'in the sense that it took the same amowat of time as a
conventignal program while the trainkes were also working on a half-time basis.
We feel that the model described here is certainly more relévant,

The c0nsortium of clinical institutions--Rockland Children's Psychiatric Center, -
Rockland Psychiatric Center, Helen Hayes Hospital and Letchworth Village d
Developmental Center--have pooled their training facilities for broader, more
efficient and more econgmical training than any.one institution could offer.

The training staffs of academic and clinical 1nst1tutions have been ‘pooled to
strengthen the effectiVeness of both. Employers retain trainees at full sdlaries
throughout training while rearranging sciedules to facilitate training. S, .

The collaborating colleges-Rockland Community C llege‘and Hunter College Schoél

of Health Sciences--have initiated 0.T. Drogr yithout needing to construct _—
costly new laboratory facilities. They are accrediting clinical and academic
work conducted at the work sites by regular college instructors and qualified
staff of the employing dnstitutions. . : Yo ,
. N = t "'i"-'w A‘r‘.v WT - . T . “"
Objective 2 - To increase the supply of guaiiéiéd health .
. ersonnel hroadenin the ulation base f3 m“which?the ]
E vy
~ f-‘w s ; Co —
In general the’trainees represent a different population from the avetage S
occupational therapy practitioner in sex and ethnic/cultural hackgroun@ For
example:
~ the age of the trainees, ranges from 21 to h8 More than half or’them were
over 30 years old at entry to the progrem, £ "
- About 3/4 are women and 1/ are men. This is a higher percentage of men than
is usually found.in occupational therapy. , > . ) .
“ Almost 1/3 of the trainees had no previous college education. : . L =
~ More than 2/3 of the trainees had more than five years exPerience,as workers . L
in state hospitals. e R i
- More than 70% were in lower ward personnel grades 5 - 9 at entry to the - ot 5
training progr - . . ; . ;
for ' 0"‘9. - o ) . ".— _;._:.}’
- - » v, - - mp - . ‘-;\
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"--The suﬁply_of qualified occupatioﬂéi»therapy‘practiiioners in Rockland and -

Dutchess Counties has “been inéreased.. Thinty-five State hésﬁital‘emplgyeés have
. become COTA's by participating in the COTE program and ten of these are oy

progressing toward the prqiegsionéI/Q?R status., Fourtgen'adq;tional emplqupé-
. &re ining for ceptification as, 0TA's, .o -7 e L s

- LY - - ’)_ . —
~ The sekgqtign process was modifigd.eéch‘year,tokggovide the ‘selection committee
with more objective instruments. The procedure that was utilized in the +

"

- 5election of)Ehe last group of trainees is as:follows;. . ~ . :

- L~
o - 5 N

Applications &nd recruitment notices were éenﬁ to the education and training
directors- of ‘the participating "hospitals, with instructions to bost the notices-
'ih locations where all'employees would have access.to the information. The
-applicétionsayérg distributed to employees on request, ‘AppIications were to be
completed and returned to the hospital personnel office by a specified date.
- Betweén tenﬁdays to tyo weeks were allowed for the filing of applications. Then

—~ e

AL

- @ seleodion committee for that hospital, defignated By the education and traifing.

. 'director or the persdnnel di{ector, reviewed the applicatfons for eligibility

based dn Lhe applicants’ job’'performance and the willingness of supervisors to
manege their units without ‘the &pplicants!' services. This latter point caused
som:iproblems since. some of_the most able and deserving employees were denied the

opportunity to Ebplg. Applicants o passed this review were then‘interviewgd by
& COTE, felection’ committee, BN X '

. - .

-t

The applications were then sent to the project office where ‘they were reviewed for
eligibiligy on, the basis of previous education and employment in patient services.
The acceptable applicants in each hospital were interviewed and tested.-by a ‘ T
-Selection ommittee composéd of an OTR preteptor, 0.T. chief from another hospital,
end & col¥d;ye coordinator. A group of up to 12 candidates was assembled for a
30-k5 minute group discussion where information was exchanged about the individuals
and about theé progrem. The candidates were then testgd on reading ability,

abdility to,follow_girectioQ§ and language skills. - - .

The- group next participated in’a group actividy to observe group process and the
indiviqnglsf interactions. The candidates were theh given a macrame activity to do,y4é
%o test ability to read and follow directions. This{was followed by an interview, ~ °
‘Of ‘each candidate by a member of the seléction committeey in which motivation dnd~ -
.aspirations-were probed. - The entlre process wds repeated for_each group of
candidates, <} . o

5 Cos - ' ~ " .
------ Objective 3 - To develop and utilize a curricylum which . ..
. integrates, academic.lgarning and job experience amd which A . '

‘.. CBo_be used.as s model.dn-s-veriety of ;situationse oL

& « .
e ' ”, .

_Qqalified Q.T. practitioners are educated and trained in physical and psycho-social -
dysfunction. 'As defined .by the pgofessionalég;gociation: . e vy
Occupatipndl therapy is the art and sciende of directing
“man'g participation’ in sejected tasks tor réstore, reinforce .
. and enhancé performance, facilitate learnipg .of those »
" skills and functions essential for adaptation and produc- * :

=g

tivity, a®ufiish or correct pathology,and to promote and . -

. ° . maintain healtn, . Reference to ocdupation in the title is , ;
N T .o\ " . . . b » : c .
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LTI 4 the _context: of man's goal-ﬂirected uge .to time, A
‘ P energy, igterest and attention ¢...' Occupa.tione.l - - )
oSSl v ————%heg provides; services tothose individials . Lo
s e b~ oo - WHOSE a?b:flities to cope with tasks of living are” | il
T R = threatened or impa.ired by develepmental déficits, d ‘.\ 4
o the a.ging process, poverty and cultural differences, "/ " o
s A physical injury or’ illness, or psychologic or .
A s ,gocial diSability (AOTA, 1975) . .
s s ) ) , |

-
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The certified occupati’onal-thexapy assistant (CO'I'A), at the technicia.n level a.nd .
"= the: registered occupsffonal therapist f@‘I’R), at the professional level, require ~
knowledge, skillsy #nd<€linical education affiliations that are obtained in - P
- programs thes have.bgen approved by AOTA, The OIR is a’senior college or--_ °
_ ' ' master's degree pro ram, followed by e na.tiona,l examination given by AOTA, The
. €OTA is awarted “AGTK after completion oY an approve’d course of study and * ° .
. clinical educa.tion. COTA programs aré usually locatéd in technical institutes or-
¢t ... community’ colleges. Most. of the COTA programs carry an: associate degree, but <

some are‘ certiﬂcate programs? . ... . -t

¥ - : " N

= " In mpre traditional o; ’I'. edpcdtion,, field experieg;:e is deferred\until a.fter
academic le&ning takes place. “Such an s¥rengement usually means that the .
lee.rning of theory and its placement in practice are widely separa.ted by time. ) .t

A ma.,jor innovation in the delivery of educational experiences developedtby the
' Consortium is ‘the rota.tion “of students. In this model, students learn most of
' their occupa.tional therapy. skills in the participatmg 1nstitutions, 'working with
! selectedxpa.tients under the guidanceé of registered occupational therapists or
- other personnel with special skills and qualifications. .
Two additionﬁlﬁp cts of the integra.ted curricgtlmn are unique. One is the
déployment, of full-time clinical gducators in the hospita.l 0.P. clinics. The’
other {& the use of & curriculnm and student eve.'l.ua.tions based on, specified " o
, Iea.rning obJectives. ) o r . N )

‘.' X - . - #
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t

Initia.uy, the COTA progra.m was designed to grant an a.s,socia.te degree from’
_Rockland Community ‘College anfl certification from AOTA. It was 21 “months ir
length, spanning four full sémest‘&rs and two six-week summér sessidhs.” In’the
‘first yéar, the trainees were in, classes three days of the week and im O0.T."
.clinical work two days. In the sedond year of* the program, the trainees were iﬁ\
classeés two days a waek and in the 0.T. ci,inical work .three days a week. This
format prevailgd for thee first two ’years ofﬂthe-'Consortium program. V_/ . )
The, Consortivm found it necessary to altex;, its a.ssista.n‘b program at Rockla.np.
Copmunity College for the last two years of .the grant due to economic situations

L

. within the participating. state hospitals. The four state hospitals from which . -
* traineés are recruited %vere no longen”able 10 Pelease employees for more than L
‘one. yeaxr of training. In response tg this “and in order to.fulfill. the grant's .
804l of offering educational opportunities to employees of these institutions, it
i‘ was necessary.to ghange the OTA program m a tvo-year asgociate model to an .. one

1l-month certificate model. Rockland Co6 ty College Was requested to awa.rd ‘ ’
& certificate in.O0.T. for the Yl-month p gram, but the a.dmi«nistration da1a not

: comply We xélieﬁ solely on the AOTA, certiﬁcate. Y : AV ,
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'. The certificate model carries the same number of 0.T. courfe credits as the AAS S
. degree mog,el. This was accomplished by Wworking outside of the traditional semester
- & . System and shortening the length of courses vhile still satisfying the contact

: ) & Hours-necessary for the amount of credits the course carries,

- S~
. % .

-

-

, ~ ¢ . . : ’
Foiir general sfudies courses were deleted from the certificate model. Tﬁey were: A
. N LY \ . ’
. : EnglishII - 3 credits . S
. . - Sociology - 3 credits ) T~
S . . . * 4  Speech . g -.3‘ credits ’
T o . C Genergl Psych, "-"3 credits . '
Tra.}n,eeé’ cen complete these courses on the:;ti' ‘ovn time §f they are not relgased by
;- their. employing igstitutions. The remaining six gefefal studies courges werg. . -
_ '‘taken on a rejular semegter basis,’ .. M v oo moreEanEEe e i
[P . A . i - ; . LR - .
. There are 49 credits in the certificate model ang 61 in tﬁergg%%%‘mp'@g]‘» s CU
. possible fdr the thainee fo’ complete the.degree Dby errrn_l‘nng;f?‘r he ‘gdditional ™™ "
R » 12 credits at his own expense. The, objectives and course §ontent of the 02 ' .
P . courses.‘were not changed. . - oo . , . -
R _Bothp‘the degree program and the cetrtificate program offered more than the - _

- '.ininimmn essentials in class contact, hours réquired by AOTA. The degree program
was surveyed by a professional team appdviqted by AOTA, and, officially approved.
. The- modification of that program to.n certificate format also received AOTA

. P2
e b, -

approvals

.

The baccelaureste level of tf_é:ining'was initiated.in the third yéar of operation
. to continue the traiping;of qualified partiejpants. The objective .of integrating :
academic learning an& Job experience was extended into the Jbacceélaureate level.

- Admissiiv_ to the baccalaureate program required a separate set gof procedures. ~
. Objective U -:To a.rtieulafce—'commuﬁizﬂgy and 'senior college -
. ~ programg ip occupational therapy, ‘educdtion.. T, L

H LA 3 . N . . -

. ’:I.':he COTE staff has des;j.gneé: a COTA and gn OTR curriculum based on a comprehensive
task analysis. The curriculum is built on skills and knowledge that are required
for competence at.increasing levels of“responsibility. It structured and

sequences work-site learning experiences that are related to ctassroom activities.

. ¢ ¢ .

Trajnees who have completed the COTA curriculun and who have met’ the pdmission _ ’ ,
' criteria pf she' CUNY Baccalaureate/Hunter College Schpol of Health Scignces fre .
_qualified to enter the professional OTR level traﬁlipg:‘ Bgcause all of these '
. =~ students are COTAs, a level I field work experience and a ‘genéral’mhatomy and
physiology course, vhich gres customary .in ba‘ccalaui‘éate 0.T. courses, have beén
* eliminated from regular baccelaurcate reqhirements.” ' -
. - . Y ot -

“ ot} -

. The orijginal plen for the baccalaureate-in 0.T, was & two-yeay program of :
professionak. courses, clinical ap#®cation and livetal arts and s’tiené&_ﬁ&or ‘a
totwl of 67 credits in the Junfor end senior years at Hunter College. A series of
- events, traceable bo the economic recessiop, forced a change in the plen., Hﬁﬁter
y &/ .. Coldege had to relinquish plans for an 0.T., program. The CUNY ‘b'accalfaui"ea'.tg . ’

. program provided a substitute progrsm thatt was acceptable to the AOTA, Since the '
' ' A " " e
‘- s -~ ' - " A .

.

. -
*
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‘grant was cut back to four years,only the first yédr's entrants would hava the A
opportunity to complete their OTR training. The greater flexibility of the CUNY
baccalaureate program permitted us to .change the OTR format. In the mpdified
“plan, the 'professional courses were taken in the juniar year. The fourgiyear was
devoted to liberal arts and science courses that did mot require our sygervigion’
or sponsorship. The modification permitted us to offer the QTR professional
course® to the secgnd as well as the first group of trainees. Six traifiees’
completed OIR training in .the l975—76 progrhm and six have béen acoepmed in the -

1976-TT program R e e .
. ',‘ B N . \ . L )
(Y Objective 5 =~ To develop a group of occupationdl thera ’ , TN
" . professionals with greater ability to relate to clients, . B
co professionals -and non-prgfessionpls working in health and .2 .
,mental hdalth deliVvery systems? . R !
. R : B . . ’/-;_‘ L ® L - . 1 v .
Our curricula stress interperiggal relations and the trainees areeevaluated on |, .
théir ability to relate to clients, pro?essionals, gud non-professionals in their . °
0. clinic a851gnments. s e e
’ To. test the trainees' abilities to relate to clients, the evaluation design ) ,

included comparisons of consortium students with cohorts in other occupational
therapy programs. Students in the occupational therapy assistants program .
at LaGuardid Comminity College and our students were compared on demographic A
characteristics and on attitudes towards psychiatric dysfunction, physical dys- :
function and dysfunction. In September, 1975, we addkd the bacgalaureate and
certfficate programs. There ig no program comparable to the certificate program A
within a ressonable distance. However, there are baccalaureate programs in the
- area’nd the program at Columbia Unive151ty was selected for coMparison. R
T The 0.7. program at Columbia admitted lh <tudents in September, 1975, all in: their.
" Junior year. The cénsortium program had seven students in the baccalaureate
program. A more complete comparison was made when the Consortium adnitted the
! second class of baccalaureate students, in September, l976 In the’ interim, it may
be, noted that the Columbia students are all white women with an average age of 22,
the, 31 COTE stuztnts ave an aversgé age of 3L.6 years,25% are men, 39% are black, .

.

——

-~

" -+ anfl 30% are Puerto Rican. The Consortium students came from families in which
. mdst of .the fathers had.no college education. * Five completed hi gh schoyl only, .
one did not finish high school and one-: father .bad some cpllege, .. 0f:12 Cofumbia

, + — students’'¥ho answered thé question, two fathers had professional degrees, \four
« . Wvere gollege'graduates, two had some college education for a total of ei , -
with more than a high school education. It is obvious that the two programs ~

educating 0 T s with different background characteristics. .

. ; A —_—
ﬂanpaxisons of the attitude questionnair results have been computerized but the .

. information will not“be complete 1l a2l the tests have been given. Until the . e
. full results ag%%aVailable, ipterim findings’are briefly reported here.

' PR

9- 3
. % [

I\

The groups«that are compared in thié'report are.

e - ,.‘, -
. A s . et - o ,

,:;7 PRI N 14 faculty members assnciated with the Consortinm o N L e . .
- and with.LaGuardia Gommunitywﬂollege L : ' T e

7 . . e —— —tin .l

LY
”- ’ - -

~ .. 2. l6 Consortium studente who ‘were selected from ghe staffs , o .
. : of the occupational theraj departments of-the four -~ o - .
S “participating hospitals, E‘k of whom entered the Con-" R

, 7, " sortimm baccalaureate programxin September, 1975

-
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‘ " = 3, 14 students who entered the Occupatienal Therapy ‘, ' ) ’ -
e program at Columbia University in Septem‘ber, 1975 ’ »

'Uhder the’ assmpt‘ion that. faculty are role models for students, and that students —

will_ emulate faculty opinions they progress in their training, it was hypoth-

faculty opinion at the end of the ¢ e:.ning. ‘Statéd in the form of & null .

hypothesis' “There will be no diffenence between faculty and students in their

opin'ions about patients, with psychiadyic, physicaly or developmental dysfunction,
= 3s me_p.sured by the factors in the three opinion surveys, at the beginning or the
end ining, and tested by’ the statistic "t," at the 5% probability

leyél. (See Tebld I.) . A T

. - . & — M
re are 19 fagtors embedded in the three attitude surveys. In almost every

~

the differences between faculty and Columbia students. ’ However, very few of the

v differences are statistically'%igniflcan L = - S

. ¢ = : o

, ey of
opinion ahdut men illhess and mental retarda.tion were significant fyy the

. compariso; and COTE students, = .007, on factor 1 and on fa tor 17
as well as £5t th:izse('éxg of the scores for the total survey on opinions ofi mental
, illness (p=.02). - . - e . ’

California study of the ‘authoritarian personality. In te % éms on the
survey instruments, the authoritarian person -believes, that Qys ctional pé.tients N
are morally inferior people,\that they are not to be trusted gnd cannot. benefit ——
from education. The best that can.be done is to maintain them decently dbut - )
separated from society. "That non-professional employees of state hospitals- hold

. these opinions is not unusual. The finéings are in line with other studies of N

" . workers” im res'identia.l institutiops.” . .. - \ o
The factor. scores of Columbia students. with little or no working experience
, among dysfunctional patients wefe closer to the faculty, yet the aifference was
nea¥ly Bfgnificant &t p=.062.—~ Columbia University 8tp.den§ .Opinion § ffere_d X i
‘more from faculty than COTE students opinion on the hopelessness “Pactor 1§ 1 theé "
survey of dpinion about mentdl retardation: p=.121 ¥s+p3.066. One-fourth of
, the ‘group of Consortium students in thé comparisons presented h here are employéd
by the residential institution for the menta.lly reta.rde,d, and one-fourth are t
efiployed in work with psycmatriWedﬁhﬂdren, many of whom are Judged
to be mentally retarded to semd uiikhown degree. (It is difficult to.test them.)
Possibly an attitude of hopelessness would preglude a.n ability wo work with
mentallx eta.rded patients. . s . : -_

e ey e e Tl T e . » Y. . . ‘ )

———-ﬂiijj i ; -3 “

Several of the items in th auth,oritananism factors were

’

= TR The re-test at the completion of ‘the prog:r.-am will be o int'errest‘in eveluating.:

““the’ efﬁectiveness of the faculty as role models a.nd in eveluation of increased - {'
ability to relate to clients. Additiona.l ‘evidence on’ improved interpersonal
relatipnships will bé available from the _preceptors' eva.lue.tions of tra.inees in

0 .T clinic :situa.tions : ' .

- . 3 i +
N . b I3 K : B ¥
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e T ABLEA, | comparison of OfT. Faéulty and 0.7. Students in_ L
SR S mammmersiw t" test of mean” - S
o : Co - differences of factor ’scores for mree opinion el B
' surveys - ~ - . ] G

\)

- Col. AR Col. B® - co1. cey- -go1. pd col. ES

Opinions of . : o . >
Mental Illness <0, . - '

. N Co. . ) i . @ .
. 1. Authori- . T.h11. W - 2.92}4 ‘ L00T##
tal‘ia.nism LT . 3-321 10955 B 0062

2. Bemevolence - ,1.875 . T 892 T 381 -
-1.500 ..  -,661 " .500+

- -

3. iiental Health .-1,929 : -1.476 152
Ideology : ~2.500 -1.579 .127

4. Social Re- - o3.21h . ( 1,729 095
strictiveness ‘ - —.5T1 -.325 .500+ .

'5. ZInterpersonal 1.500 - 1.061 - 326 e
Etiology =571 « Jhks 4500+

‘Total Y 120 . 2.hbg -, 021%
. . ., . -1.821 =139 - 500+ )

Opinions of S . ‘ R . B

- . Pnysical Hendicap . ‘ . . e

|, & :6. .Soctal Strain 10888 | .. - ° 1180 | ;.248
[N o 70 . Inf,eﬁﬁrity ) . - 09&/;”: T ’ . "063 " 500+

" .8.  Dependence---- - 438 ," , . 250 . - .500% , *.~ - -
e @ » . . 0 *

T :"(b . 0571 -3]4-7 = 500+ /.

C 9. Benevolence - 1.591 . 1.724 .096‘ '

10. Personality .1.705 . : o +808 Wh26 o

T .Primary . - .35T ﬁ oo w277 " 500+ - o
\ ‘Relations .0 . 0 o .. - - :

., - .

- - s 3 N .
0 , - LA -
, N *

v N - .
. . . - .
- » . N
* .
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", .DABIE 1, (contimted) - - . R e
| PEN ’ e . COJ' ¢ AE : - T ) i} COl . BP:- . Cbl. CE‘ o . .COl D@_ L col Eg'
" OPH -, 4 -, " ~ ‘
‘ 12, Etiology .87 L ez 500+
. COUTE T L as 19~ Tk
. L N

. 13. Revulsion 60T ' 626 -1 500+
. - =1.357 . -1.19% o .2hb

Total Cohoks - N

g -1.102 a2 - 7 500 -

Pd

- - " Survey of Opinion ' o _/ \ S
_{Mental Retardatiom). - 7 ) R

‘ - 1h. Segregation - - -2.434 1,068 295
‘. via Institu= . 357 -3212 ] » 500+
‘ © tionalization o . . ’ - -~
15. ~ Cultural - -1.k00 ’ 83T BT
Deprivation , 1.529 999 - .32f '

16. Hon-Condems. .006 L= .00k .500+
. natory ' . 1.429 - 1.043 .307

. 17. Personal 1.651 T ' . ."?h S 500+
Exclusion’ ) ©1.657 .689 :
‘ . ‘ ol .
18, AutHori= - T.797 ?E
© terianisw .
E 19 ~Hopélessn'éss o 2.196 . : ’ o . ’
’ L ol 2.929 . 1.926 : 066

i s o 'Totéi ) d 7'7(.’4911

,
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& names of suzjg;.é?rs an:i factors . . s = R
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' -3 fdiffe,vénce‘in mean.scores, faculty vs. C.U. students R A G
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e 7 ~~ ' = T <
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. Objective 6.~ To restructure the .foles of COTAs and OTRs . ... 4. -
in State institutions,' to. maximize the utilization ‘of ) . -
: their professional skills) and to facilitate the expan- : T ~
s sion and change of service roles of oecupational therapy e e
-~ personnel as consilténts and specialists in the coordinated
. ‘delivery,of services in many settings 1ncludlng both )
institutighal and community. - ] ‘ .

- sy -

3

-~ .
'.The ability.of the 0,T. Departments to restructure the roles of COTAs and G T R.s
" in New York State institutions is affected by: 1) budgets; 2) availability of
‘trained personnel; and '3) policy decisions concerning the allocation of "items"-~-
‘budgeted positions—-ln “departmental budgets. For example, the frainees in the
COTE'program whose items are on the nursing department budget cannot transfer
that budget 1tem automatically to the 0.T..Department when they flnish their
0.7T. tralning. However, if there is a vacancy in an appropriate 0.T. item, a :
qualified employee can be appointed on the item and the grade level can be
adjusted. One or more of these llmitat;ons affect the hospitals in the Con-
sortium. Interviews were held with representatives of the 0.T. Departments,
usually the director, to obtain current informatlon about the structure and .
operation of the 0.1. Departments.- . A
The COTE presencé in the state facilities has not had the expected effect np to
" this time. -Occupational. therapy programs that were instituted by the preceptors
and the trainees were either continued in a weak form after the trainees left
the site, or were diScontinued. "'The expertise of the preceptors was not welcomed
or well used by the O.T. Departments. The preceptors' attempts to institute
new or expanded programs were 6ften thwarted by hospital persopnel who appeered

I8
Kd

e’ to resent the intrusion. into their domains.
bjective - ga develop a professional, career mobility - ."
program within the State Health and Mental Hyglene - N
Denartments for low-level employees. -’ , . 7"

. narly in the implementation of the project it became clear that problems exist E|

with the Civil Service Career Ladder for Occupational Therapy in the State of

Hew York. A major problem.is the failure of the Gareer Ladder to awapd credit ‘
for persons receiving certification as Occupational .Therepy Assistants. Accord-

ing to*the Career Ladder, the accumulation of 60 college credits for an

Associate degree enables an-individual to move up the occupational therapy

Career Ladder to Dositions Just unﬁer registered therapists. This requirement s
means that perséns who have acqulred random coldege. creQ}ts regardless of which
area they are in can move to fairly high p051tlogs in the Chreer Ladder wlthout
any specific O.T. coursé work. , - -

The é%cond’prohlem with the Career Ladder -im¢the existence of an examindtion_fbr
movement up the Career Ladder. Known as the Trainee I exemination, it is a
general test of—knowledge but has'nothing to do specifically with O.T. skills,

N ~ "
- 1 ..

_mhe exigtence of these and other deficiencies in the Career Ladder became a
méjor source of concern and. dischssion at a symposium conductdd by the ‘Consortium
in Mgy of 197h. At that time, it was specifically recomménded that en Inter-
departmental Task Force be pulled tégether to concern iftself with recommendations
for change in the Career Ladder tructure. The Interdepartmental nature of the

) Task Force was felt to be significant becauSe both the Departments of Mental
. -

- :‘ v B & ' ,-‘.:'t..
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Hygiene and Health were involved in the utilizatzon of occupational therapy .,

personnel and had a high stake in, the improvement of the Career Ladder. In addi- :
tion, it was felt that*the interdepartimentdl nature of the structure would do

much to help Tnsure the’ eventual acceptance of its recommendations by the State
'Department of Civil Serv1ce. ’ -~ .

.
£ . . .

Following the symposium, a Task Force was organlzed with leadersh1p provided by
. the Director of Education of the Department of Mental Hygieme. Representation
included the two Jtate Departments, the American Occupational Therapy Associatlon,
) the National i Labor Commi ttee, end the Consortium. ' A
Follow1ng a series of intensive meetzngs, recommendations for médification of
the Career Ladder were formulated by.the Task Force. Before the recommendations
could be forwarded to the Department of Civil Service, the Director of Personnel
for the Department 6f Mental Hygiene had. to approve them. This approval was
obfained. agter enothey-series.of meetings and a lettgr from the Personnel Director
was sent to.the Deparjment. of . Civik Service recommending the chariges proposed by
. sthe 'I‘ask*Force. L LT AT R S
A major problem in the acceptance of the practzces suggested in this letter was
the impact of the Cereer Lddder modifications on (areer Ladders'in physiceal K
therspy. and speech and hear1ng theraoy. Each of the other therapies is modeled’
along the same ling¢. , . ; ' ‘
The American Occupatlonal ”herapy Assoc1ation/played a significant role insupporting
the suggestions end offerzng consultation in formulating the recommendatlons.
A major problem in gaining approval @f these recommendations is the slowmess of (
the Department of Civil Service in, responding. - ’
In April, 1976, with the passage of the 0.T. licensure law, significant changes
- in the Career Ladder were mandated, most of them following the suggestions of
_the Task Force.

’

Arbitrary credit requirements and irrelevant classwozk:. eliminated and more 4
rational means for mobility up the Jagdder established. The work, of, the “Task
ﬂrorca'ﬁa& %Fry much a1ded by the passage of the law. -
. ‘ Objectlve 81- To recruit eighty hospltal employees to the . . .
i “COTE program, sixteen each year for five years, four
. . from each of the- four narticipating hospitals. .° . a-

. -

The original plan for.each of the four state hospitals in' Rockland County to )
-releaBe four employees each year for five years has beer modified by the grantor, -
the state hospltals and the grantee. .

’
-

- . The grantor cut back ‘the demonstration to four fears <\ o
' The grantee replaced the¥Associate degree program with a -. * -
_ T -certaficate program.M'However, Hew York State passed . . o
.1 legislation under which 0.T.5 are licenged. ' The licensing :
. board is requiring an Associaté degree from practicing -~ .
. COTAs . ¥ zgerefore, COTE. trainees who finish the certificate AT
' , progran | & return to work will be offered the opporfunity
” _to complete the’' AAS degree (en additionel 12 credits) 'in .
~ ;additional time off the job - N ~
: . s ! : . ¥
L - < R /&i(n .r‘. ) 0-18 !‘7./ , . . \’ ) :f
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- ) Junior year-and have entered- their Senior yea.r.

- 2 completed the AAS degree program in July, l976~ - - -

R Mod:.ﬁcﬁtions by the hospita.ls 7 .

v ~a

: ’J.‘he recruﬁltment and status of all trainees is as follows " .
N P ws e - . -
1).. Helen Hayes “Hospital- reserved only ‘four trainee pos1tlons in ‘any one , :
Year for the program. If the four employees released for training in the first . '
year had remained in the program ‘for 'the four years, Helen Hayes Hospital would e
" have on];y' those four employees ‘trained by COTE at the e‘nd,of the demonstra.tion

. instead of the sixteen projected in the. proposaJ. s T e
-~ . f s 7 L ) ’“ - T 7 .
. 4 entrants in September, 1973 by :ii1: 4 ¢ ‘ .
- 5y .- . ., “
1 completed the AAS degree program and the Junior . . ¢
. year of the CUNY-BS program in 0.T. He will ) ®
-~ , continue in the program for his Senior year and . o
. the B.S. degree. , . . T 1
‘ . 2 completed the AAS degree program a.nd are COTA‘S. - )
: jA ) ¢ ]
.1 dropped out of the program in Ma.rch 1974 for? , ©0
" ’ health reasons. . ) ,
. 1 entrant in September, 19714 to replace the employee who ) : .

dropped out of the program'in March. She completed=the
-AAS 0.T. assistant progrem in July, l976

. l entrant in September, 1975. She completed the certlficete
program in July, 1976. 1

’ 2) Letchworth Developmental Center entered four employees the first year,
\ six in the second, five m the third, a.nd three in the fourth year of the ,
COTE program. . “

. & entragts in September, 1973 by 1

-

5 . ‘2 -completed the ARS degree _program and entered the z,
: CUNY-BS program in o, ‘They. have completed the -

) completed thé\AAS degree program and resigned from the
hospital to marry and relocate.in*another etate.

-~ P
[ N -~ .

. .. - ' 1 resigrned from the program in January, 1975 because /
! T ~of health problems. in his fam:'.ly. .

I

v

. . 6 entrant.s in September, 297k o o T . -
( .

+are” CO‘I’A's and are returned to work. . - ',. _

v

1 completed the AAS degree program, is a COTA a.nd el ;;-.'..l_.a.-_A..' '»_';,,.;-r -
will continue tra:ming in the CUNY—-BS prograxp A Lo :

. .«;,-- - : ’ ..

/
Y
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’ y - ,‘.( ’ "7’; Iw B . ( N ¢ i i
- ) ., - 1 resigned froi the program in 1 the f:l.rst semester 7 -
because of i]_'!. health. ] ) » R
i - . T2 vere d:tdppéd for poor Iérfo’rmance. . ~ ‘
,A .5 entrants in Septem'ber, 1975 ~ = ' ) T
e LT -1 completed ‘the /eértlflcate program in July, 3.976 and
’ will continue training in-the CUNY-BSgprogram in 0.T,
——3 completed the certificate program in July, 1976; ’ P
= are COTA's, and are retwrning to work. . A :
- 1 resigned from the program. ' 5
{ . 3 entrants in September, 197 - .
.z ,’/_ o~ o 92
o~ 3) Rocklaend Children's Psuuatric Center entered four employees for each x
of -the first th.ée years and 2-employees \in the fourth year. e
b entrants 1n September, 1973 from RCPG - - " "‘, _
1 completed the £AS degree program and the CUNY-BS ’
program in 0.7, He is ‘eliglble to "take .the next o - -
o AOTA registration examination in January, 197T. -
g © 2 completed the AAS degree program,v are COTA's and . T
* have returned to full-time work. - T . T
. 1 completed the AAS Gegree. She returned to work for e
y . oneyear and will enter the CUNY-BS program in P
‘ September, 1976. . - To- s

-~ ., . a
» . - .
L .

[ . -

b entrants in September, 1974

R s completed the AAS degree in Juiy, ,1976 gre QOTA's’ ;L..‘;ﬁ, R ;})! B

'$~.7\'= Y 4 -

. a.nd have™ rett.rned to work.- s v i Te s el LWL e
N - . ) Eialil A, _
P - 1 required addit:.onal t:.me in cliniq:al traimng and 4 T .
o - - expected. to finish the course in September, 1976. “F e f: s
L, She would then be a CO"‘A with ‘an AAS degree. - ] B :
e .‘- ' -7 - 7&'; - .'...,,.-.-._u,_ .‘,’...,.,',._,,__:, "-f“" " .j-q( ?’1‘4
- o r”coqrpleted the AAS. d:egree in Jul?'ﬁG i% a COTA Lo L o ¥
brr T c ~‘end@ will enter the CUNY-BS progrem : in Septembet 1976 . i -
P T Tsin . '
P ;.-b entrants in September 1975 , the certif:.cate program
KT_: -_.-;:Z«»,—,,w“ 2 completed the certifica.te dourse ip July 1976 are T T ;,;:-rfi;"-
T e COTA’s, and have returned’to work. One-of thede ' . . .° - IR

‘ ' P : employees had enough college credits to. earpn thc AAS L. e
> ST, degree. . L ’ o
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_,; ' 1 required additional time in clinica.l training and
. T is expected to finish the course in December 1974. - .
Y S N She will then be a COTA. - P oz

o
¥ .o

) (1 was d.ropped because of,_poor performance. _.

\

-—:—?‘" P2 ehtré.nts in September 1976}’ the certificat%program

4) ’ Rockland Psychiatrie Center entered four employees. each year for two
Yedrs and none in the third year or fourth year.

- h entrants in Sentember 1973 from RPC ° ’ l = '
.2 compieted the AAS degree program and the CUNY-BS program s
. in O.T. They are eligible to take the next AOTA T T
~reglstration exémination in January 1977 . .-
4, [

2 completed the AAS degree and are CO‘I’A 's.  They returned -
v ‘to work full-time. . ’

*

. ._h entrants in Septemnber 19'_72; .':':';;.' L

’

. 3 completed the AAS degree program and are COTA's. They- e
have ‘returned to full-time work. Two of these remployees’ .

'~ .7+ weré accepted.in the CUNY-BS progres but the RPC edmin~' -
. istrat1on did not pemlt them to continue in the’ progran? ‘ ~ ,
.f‘~ o "o 4
<1 zequired adaltiﬁnal. time. in cliniea.l training and - S o
is expected to finish the cou.rse in September .1976. 5 ) =
- He will then be a COTA with an AAS d.‘gree. oL ~
" -

velopmental Center entered four employees in eaqh' year in

N 1975 _and 197 . ;« . ST R ; d . -
- T ’ ‘ ' RN ) YR
IRV entraq September 1975 AR ’ : e
o S l; completed the cert:.f:r.cate program in July 1976, are ." ‘
S COTA'H, 'and have returfied to ‘fullvtime work. They o
P 2 will cpntinue to the AAB degree on- their ovn time. . : R '
: e “ ) o -
o h en’cramts lh' Septem‘ber 1976 will take the centiﬁeate course
%3{};::::_ "“,_; ‘,. “ { 2. o . . , '¢__\ .
B 6) \Herrlem valley Psychiatnc Center o : ,
AT ~ ~ : : c ’ R

2 entrants in September 1976 '.,,, =, " ' ' -
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S TABLE -2. o . C - o~ s T e
—— . A “a . N
; . ‘ _ o,
Percent of Participation of Consortium Members in ,
. ’ o, mmeerser ;o il Training Program (N = 56) X . . -
g o » A s - ’ i :
: : ' wE . - L T S
- *  Psychiatric Centers : k2.9 S
> . Rockland Children's PsyéHiatric Center - 25.0 ‘
Rockland Psychiatric Center o » 14.3 . _ )
Harlem Valley Pgychiatric Center =z 3.6 _ : -
) ',  Developmental Centers ) : , .4,
’ Letchworth Developmental Center : 32.1 &, .
Wassaic Developmental Center ~ o 1k.3 N ¥ i :
. . H o
. - Ty
A, Physical Rehalglitation Center IR 10.7 7

Helen Hayes Hospital .. . ~ 10.7 ©

\ /’\« « -
AN N -~
Ny . .

As cafl be seen in Table’2, the Consortium members participated in COTE

‘ unequally.  Helen lHayes Hospital is a smaller facility and could not enter

the same number of employees into thg program. Rockland Psychiatric Center

is a large facility, but the administratiomr opted not to participate after
the first two years. Wassaic Developmental Center and Harlem Valley Psychia- .
tric Center joined the Consortium two years and three years, respectively

-

after its inception. . —=
Objective 9 - To develop a program model which can, be ’////:
3 (" Feplicated.efficiently in a .variety of institutions
, and in digferent localities. ' ' R
. - . ’ . < .

_ Meny aspects of the Consortium structure suggest that replication of the Con-
sortium. model has potential for utilization by various State of New York )
Departments in disciplines othér .then occupational therapy. The replication \
of the Consortium modél depends on several factors such as the availability
f knowledge about ﬁhe,gxperimegp; working oyt technical problems vhich are
;hherenﬁ in the design of the Consortium‘such as the use of project -
.. . preceptors rather than state preceptors; and funds for xelease time for ! o
training &t a time wheh budgets are being cut. v, T, i
i There is a possibility that the.State of New York will initiate a program for
‘ 0.T. certification for present personnel because of regulations included in ]
the new O.T. licensure law. This law requifes certification by the American B
Occupational Therapﬁ{%igpciatiop for continued practice and movement up Lo
‘the career ladder. Of Course large numbers of state personnel already
employed will be “"grandfathered" in, but future personnél will require the
credentials. It is apparent .that the demand for such certification will
stimulate the development of college programss and may encourage the State -
to develop educational programs within the Departments of Health and Menta;\

A
- 0"22 * . . - *
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Hygiene. Such an undert&king would require repl;cation of structural relation- -
ships which have been instituted by the Consortium including arrangements
with colleges for accreditation of work and course work, fieldwork evaluation.. ,
and accepfance, and a means to acquire the required technical and liberal arts : -

courses.

77l
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Ou; éxperience suggests that several aspects of the project warrant replica-
tion as' a means of further developing,the’ model and substantiating our
ﬁnﬁn@. o » -~

~
ey

The use of the Consortium model as a paradigm for structurlng 1nstitutional
= relationships offers much, potential. New credit, cost and staff;sharing
relationshlps between Rockland and Dutchebs Community Colleges “also warrants
replication, as does the curriculum which represents an important step
forvard in development of'competency~basel’edaddtion.

PP T i
W g ey

« The prohabfiity of continuation or:;eélieatij mugtqbe & scussed from, the
standpoint of the three major institutional/gﬁgtEms involved in the proJect

1. the baccal&ureate educational system involv1ng the°Clty Univer81ty .-
of New York. .
—2, Rockland Community College and its offering ‘of-the associate . ,
- program end certification and, ‘ .
- —_ . ~ . Q -

: ) ) 3. the Standpoint of the State hospitals themselves.

A major consequence of the budget crisis affecting the City of New York was
the decision to dzscontinue efforts to.develop an occupational therapy bac-
calaureate program within the College of Health Sciences at fHunter College of .
the City of New York. Project plannérs and Hunter College officials were
convinced that the development of an occupational therapy sequence was a needed
.and approprQate action for Hunter College and that the COTE prograem offered a
datursl avenue for the developtment’ of' that eurriculum. Shortly after,
implementation of the program began it became apparent that the _funds necessary
for developing the O.T. school following the completion of the project could " x s
not possibly be made availsble to Hunter hecause of the diminishing sédpe of o
college operations in the City of New York. - Paralleling the budget crisis was

~ the openipgg of an occupational therapy schogl gt York College of the City of

New York. These two developments played 3131gn1ficantqrole in convincing ) .

. college officials of the limited potential for state and other approval for ,

- the dev*ﬂopménf “of the Huhter 0.T. sequence. . - e .. B .
Y g - ) .

The decision to move the program to the CUNY Baccaléureate framework vhich is = -
, an external degree program, clearly means thaf continuation from the stand— .
point of the City University system is not possible at present. b

-

However, there is an excelXYent chance. for the continuat}g the cyrriculum
- at Rockland Co College once we have completed our ﬁor + *Intfact, ’
,Rockland Commurity Co lege has received approval from the Stdte Depdrtment
“of Education for the Associate degree sequence at the thool. At the present’
time, Rockland Community College plans to continue. to of %ﬁeﬁo T. sequence
after the end of the project. * - . v ,

-
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e An :.mpg/rtant ancilfary devélopment ha.s ‘oeen the es{:bllshment of the coopera.tive
T rele.tionship with Dutchess Community College. - . . v

- It was learngql that tl}e pr,oblem of.;recruiting occupational,,lthe'r%personuel
" w’a.s severe in other parts of the State to an extent-that hospital directors * Yoy
\ were wil],in tgr Join the Consortium. It was decided to develop a facet of the o
W Consoitiug in &n area 60 miles gorth of Rockland County. ' fe L, e
] . B, . . .
, Dutchegs Communlty CoIIege a part of the New York Sta.te s tem, fndica.ted an N
3;;;..“_,-- interes? in\pwticiggtlng if the Consortium end a‘willingnesg.to copperate : o
Y2, in a new program of educa.tion even though the degree would be a.wa.rded. by H
5 Rockland Commmity College. Thus a cooperative alliance ‘of two C'or}mimity - -
-+ Collegesg haa;\_'een established involving Rockland “and@ Dutchess Community Colleges
Undex the.terms of this arrangement , Dutchess Community College will teach
courses to studénts of the Consortium who,live in Ditcless County but who are .
registered students at Rocklend Commuy i College. ° Occupa.tiona.l The:capy theory

Lt and skil]'.\courses will be ofﬁ(ed. by Rockland Cpmmunity Collage in the )
Dutchess County area meking it unnecdessary for Dutchess students to commute ‘to - t
~ ockla.nd Community college for Rlassyork. . Y, s .y N, :
— ) _— N~ ") ‘ e ) T &,
@Ter‘faclixt,ate tE a.rra.ngement@ Vassaic Developmenta.l Centgr has pfa.ced L
. . cstudents in ‘the projec.t beginmng in Septe:nber 1975, and has contributed a w
v ! time cliniced-instructer who will act as.the on-gite educetor representing- =

Rockla.nd Community College. Thi’s preceptor- teaches the 0.T. ‘r‘;xeory and ,skills
: courses. }Another State hospital im Dutchess County, Harlem.Valley Pgychiatric
Tt Center, pla.ced ‘two students in the COTE program in Septem‘ber 1976
R t = iy -
- : An.:e?ctremely important aspect of this rela.tionship is a willi‘ngness of the
] »  colleges to work dut the financial arrangéments negessary for reimbursement of .
"« < omé. college by another and for: accepta.nce of college credits by one #8hool for s
s Werg/takeh at the other. This configuration is not only unique in the New York
% . State ,ea. but helps to establish a precedent in “the education of occupa.tional
‘ ‘\ ﬁ'.her Dy a.ssmtants which ultimately .cbuld result in an alliance oY three, foury r*;: .
} ;}:m + [OrmQ evconmgng.%.v*_? o leges \.f.tretch‘ing;from New. York Cﬁty\thi‘ough upstate 4 ;
ew‘York. : L T S TN Y DU

4!‘

i

. % 1 ' | " ! ] ! . . t. 8 P .
Vo 1; movement of the Consortium into a Noxthern County requires the devel&nent \f} b
% . - mini-COnsortium in that aree which ha.s"all °o;‘,~the a,épects of the originéi— = )
i orga.niza.tlon Thie. mea.nb that in'addipion to the core hospita.l Vassaic . .
L Developmental Center, loca¥ions are neded for expo‘sure to psych:.a.trlc pa.tients
- v ;and -patients with physicg.l disabllities. T ey S

o . Three hospita.ls foi‘m the triangul relationship upon which students recelve ’

’ Yheir edudation. Wassaic, .Developméntal.Center becomes the locatién for T

+ expqsure.to retdrded persbns arlem Valley Hospital becomes the location for

X " worfking with psyeﬁia.tric patfents. These two facilities are ‘operated by the’

R (tate "Department of Mental Hygiene.. The third hospital is the Neterans -~ - N

° Adm:.nistra.tion 'g. Castle qut Hospital in Bea,con, New York. With the involye- L
ment of Ca.stle' Point Hospital a new aspect of the COnsortium s development is_. .

Lo thuS'openedup T . ] et . . v
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The movement of Z;;){nsoftium to the Northern County does crea,’q'e, some

", locaticnal problems“and many logistic difficulties have to be worked out before

the new activities tan be set in mo'ﬁi,%. I, agditien to the college P
precedent, however,. the 'developn\;‘epg’t og Xhe relationship between State arid
Fedeyal hospitals in this Copsortium alsq ig precedent-setting, B

S $ . 7 .
Some of thfe unresglved problems in setting forth thig activity are related.
to ‘the approvel -of the curriculim by the .American Occupational Therapy
educati t Castle Po‘int'ﬁ'ospitg.l, and the substantial work-load being placed
»upon the preceptor who must elso ‘play the role of college coordinator in the
Dutchess County area. . P . - - .

. e
- R

, Asséoi?n, the acquisition of a,pprop'riate staff to do on-site clinical Ya

L Y 4 » *
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- P 1
. . * N
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7It is apparent upon reconsideration of the ob,jectiives that-to some ektént,
objectives of the program came in conflictr with edch other, For example, it
"soon. beceme: clear that in a program of this kind, great flexibility is. needed
®in the offering of course work in order to accommodate the educational
capacities of participents- which ‘vary greatly beeause of their experience;
background and rdumber of years out of school.. Despite this need, howeve;r,’
community colleges displayed an inability to respénd flexibly in the required
fashion.' This was the result chiefly of ,rigid college course structure and
timing which could not be modified. In a program which call&d for doing it
better, faster and more efficiently and more'sensitive],y with regard to the

needs of the students, this impediment became an importan® stumbling block ' . “

to the. reaching of. objectives. . '
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“perents end physicians,in: community, héelth

-~

.
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" symptoms, readtions, and progress of patients; and perform qther Gutiss Ton~ . .

- program and ‘i)ass the

"in a medicel’setting ®are employed to relieve Public Health Nurses of functions’

- . A Y “ /= LS j~ N DN - ¢ h¥J - z " PN
S e e s ) SOV CR PP © SR RS . .. o
. R . . ’

. ’ T e T e T s PR  fa
: o : JEESS Tl S T A 4
L I . . T Lo 7 Lo L
. . . . - i .y 4 S L r »' , R oo . +7
’ - N . - . . . . - - . " . - - ) .
- '. . \ " — - - .
. - ) ) A X
@ ‘ : ’ : - ) ’ ‘4 - .
4 . : ’ . T e v R . 4 . L
R "-:. PUBLIC HEAITH NURSING MODEL = Sl s
. .. T s ., ' . i . . S i - - - i o - - 3.“::
. 1 . . g 7 . . . T k, ~
¢ H ’ - - - '. '&0 “)‘ . -
A, fnitroduction ST, ¥ " - g " . - —
. . 4 . > o

e

When ve first considered this occupation, there was a documented national shortage
of nurses, As the Wesign was developed, there was some doubt as to the degree:

of the shortege. However; it was felt that passage by Congress of a national.
health~insurance program ‘could lead to a vast increase in demand, particularly .
in NMew York City. - ‘ ° . .7 ,
While there vas some question about shoiftages of registeréd nurses, there was
no question gbout the need for Public Health Murses, who have education and -
fraining beyohd that of registered nurse#? Under state regutat ons, Publie -
Health Rurses”are required to have & bactslaurgate degree in nfirfing, pass the.
New York State eXamination 'ag’ Registered Nurses, and complete.at least ong - - ~
scholastic year {30 credits) of training in an approved public health nursing

~ - (

.

program. ~ ) > A

. - e 5 * ) 9 ’ ., Y »
Public Health Nurses prqvide care, as preseribed by physicians, for patients in - $
clinics and in their ‘homeés; teach health maintenance, imcluding nutrition, to.. # . .

patients, families and community groups: work with community leaders, ‘teachers, :
.programs. and ‘in schools. = - .
The New Yprk City Health Department Has never been able fo obfain enough Public
* Health Nurses<¥0r ‘the ‘city's school-health’ programs. Plufified expansion of . T
community health facilities a¥gravated the public health nursing shoi"f:"éé'g’." .

Below the Public Health Murse on the career ladder i3 e Staff Nurfe--a registered ..
nurse without the special public health training. The Staff_flurse cen.administer

medicetion and treatment prescribed by physicians; observe, evaluate apd record .

HE )

cerned with the care and preventidn of sickness _aﬁa? Anjury inmthe: romotion of

RECY 44 4 SR

good" heelth. The ‘Staff Hurse is ,required to fiave “completed axr*app oved nursing = , -
State-registration examination,......eersrserrsispirsbrstises. - h

Y Y1 .
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Po compensate for the ‘achte-sho of Public’ Health Furses, the Health Depart- .
“ment created the position of “Jinior Public Health Nurse,"” with duties simflar

to but less responsible thanrfhose of the Public.Health Furse. Junior Public

Health ilurses are registered nurses who cannpt advance tq Public Health Furse.

without obtaining additighal educationy = .

R C WL . .
v " . . -
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The Jshorta.ge of Public Health Nurses wds 'so great in New York City schools that .
. Pupdic "Health Assistants,” high gchool gradudtes with one year of experiemce * ' *

not requidiig professional knowledge and skills. Some assistants were Licensed
Practical Nurses who wanted the regular working hours in the Health Department & -
and vha preferred public health work to bedside nursing. - - ve .o v
S R N - Lo . S v, et
,W'hep Wwe began our'inve'stighﬁ'on of the field, there vere 600.agsistants serving
_in’thecity's public sthools and health-stations, . They registeved patients,
scheduled apdintments. :5eco'rded leboratory and ';meq,igal reports,. cleaned and -

L. . /. .
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ban® sjerili!’iéd' instruments and trays, assisted-in the prepafation of, pa.t§ents fax ¢
. sexaminstion, assisted the physically handicapped and provided escort services
vhen needed. - . T, -~ g ‘i o o o= P

- *
-— 2

o These professional employees of the. lew Yaork City Department of ,Healt‘ﬁr were-prée-
- . Hominantly black and Puerfo Rican, hou)sghzﬂd_ heads from poverty areas, They were ,
.4 capable workers whose imsights into community. problems were an ‘asset _ta ... -
the health stations. They had o promotional opportunities except through the LI
Civil Service clerical examinations. Success’ in these effegtively refioyed ‘thHem N
_ from the public health nursing field.* ' .., -..& . SN

A B EEE S - T ~ A
‘- . L. ’ Naen
_Most- assistants wanted to stay in nursing--more’ than 56 percént expressed interest
in participating in an upgrading program. But most also had families'and could
not afford to quit work té go to school. About 20 of the 600 PHAs attended
. efening courses in 197C.  Only one or’two of “the city's nursing schools offered
. evening courses, and shese placed Eeavy schieduling 'burdeng on family headss -

Al - " L g

i a

The, field of public health nursing seemed to offer an excellent opportunity for
nodel deyelopment. There were acute. shortages at the professional level, there - )
- vas & large group of paraprofessionals employed with non opportunity for' reaching
the professional level- and there were several “ways to obtain the yrofessional
~ credentdal. - B - ’ &N\ ‘
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In Hovember 1970, we met with officials of the Nest York Cify Health Lepartment .
. They were ready to comsider collaboration with NCLC for career development in, Tt
several ogcupa.tional areas. After four months of cbnéulta.'tioq ‘and an examination
of persgpnel requirements, promotional practices, credentials, gnd career=-ladder
' t,.choice.0fvboth. the. Health Department and WCIC W&s BUbLL: S EIERR RS
- , . -1

-
. , .
V -~ ’

At this point there was a freeze on hiring and the Health Department_ecould not {

_ replace\Public Health Nurses) and Junion Public Health Furses lost through attri-
tion. e. freeze, however, ,did not ‘affect upgrading employees t‘o‘ higher level
. » positions. o / ) o0 =T .- . :

-
.

el . e . ,
- . . ‘e ’ & , Y3 '! . . . [l y .
o Before making its ‘é.ecision,‘ RCIC consulted with Ney York State licensure officigls
-, &end National te for Warsing staff. | They encouraged and referred us.to recent
policy stateffents urging_gredter récognition of students® prior education oﬁ?_d .
would

<>

experience. - Both ag_errcies offered nafies of local nursing e’quca.t'ors vho

be receptive telsur model. - e o

. The-DééB\\of' the Hunter College Sc'hbol of Nursing agreed to help NC_:Lé" establish t .
~ a coalition of representatives of the. Health Department, the urion representing L
-~ the assistants, the city's Health and Hospit Corporation, the New York City

Personnel Depertment, end the nursing departments of several CUNY colleges. <
-# . The coalition's investigations and dis'cussion"s resulted in: - * ' . . o .
t . . o . L : co! . ,
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L --An sgreement thst an articulated program’ from Public Health -
i L Agsistant bo Junior Public Health Nurse to Public Health
SO Ifurse Was both desirable and feasible. . . . :

PRI & co mmitment from the jealthjzepdrtmnt to es'bablish a special - -
\“‘tra:ming center for the proJect. T , Lo el
\-——m-* LI T - T b

‘w~Determination That a8
grading program. o

~-A commitment from the Health and Hospitals Corporstion to -~ . * .
. make. - available its facilitles for in-hospita.l clinical LA
exoerience.. o - - e Y

o ~—A ccmitment from the union to help with the ﬁmding. o
Pm;’% a.ppeared t@ be' a major hurdle, the fear that state licensure officials would.
. not &pprove a work=-study model as an alternstive to existing routes to credentials,
was overeome.}A follow-up meeting.of coelition representatives with ;.he Secretary
of the 5tate Boatrd of Examiners for Nursing established that this would not be _
reason to disapprove & program which met stp,te standards for educat:tonal content
. and instrnct:.onal 'qua.lity. L B~ . g

i

As 'a direct result of. the coalition's work, an agreement betwéen NCIC and the =~ .- |
HeaJ.th Departmgnt was reached. The Health Department and NCLC agreed to: . -

. {.-~~Develop and establish & program to provide career progression "
. A from Public Health Assistaht to Public Health Nurse, while =~ . |
&> 2 s Lmnployees remain on Health Depa.rtment nayroll a.t full salary ’

ermr e f o

e - . v

T e etel eyl oo Giatpa- DL oSl fomiatente,
based on the knowledge and sk 11s required’ £o perform; J&i ﬁm“?“*ﬁ‘\"“‘-‘r "T*-*T“

at bigher levels, to permit Publig Health' Assistant: 5 %o assume .
, responsibilities and gain experience vhicli could be ’credited in
- the gducationdl program. ’ _— N o

— .

—

" —Bbtain .an. academic colla.borator willing to esta.blish a nursing = T
~ ~program which-would ‘¢redit knowledge and skills, ine .
academic instruction and practice, credit worlc experience, “and 4 c o

-

f

. use qualified members of the Health Department's staff -as _ ,
- clinicais instructors. - - . h

The Health Depa.rtment undertook an analysis of public healﬁwh nursing {:a.sks in
. . four health districts which encompassed protortypes of all programs and poulations
served by its Bureau of Public Health Nursing. The analysis was _conducted by
"the Bureau's Associate ‘Director assisted by an experienced consultant KCIC
+ pajd consulta.nt costs of the task a.nalysis. L ) . ' :

1

. The ob,jectivés of the e.nalysis Were to 1dentii‘y duties perf&med at ea.ch level N
and the skills required to perform these duties, and to zzealloca.te duties to ' ‘
maximize utilization of.skills. o ' .
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A commttee consistms of supervisors, Publlc Fealt‘n Myrses, Junior Public Health -

JIurees and Public Hea.lth A5515tants in the four dlstrlcts was organlzed to over-
see the Job analy51s. . ( . - e L LI

~
4'\
L

. Q R - -

Selected staff in each district were asked to meintain logs of their activities
" in one calender week. lists of tasks they performed were compiled from these -
records. Few\job desr:rlptions were coppleted for each level, but .
” redis:bributi of tasks was held up gs¥problems emerged with obtaining an aca- '

- .demic collaborator. - -4
- '> ‘The coa?l%tlon decided tha.t we should seek a two—stage college program:- the first
‘stage 5 80 a.ssomg.te degree, and the second stage, &n articulated baccalaureate
‘degree. CompletioX of the first stage would permit students to teke the State
examination for Registered Nurse. If successful, they would move’ from Public

. Health Assistedt to Junior Public Health Yurse. On completi,on of the second sta.ge,
students would move to Public Health Tarse. . o~

: "+ 1ith the help a.nd edvice of the coa.lltlon, we concentrated our effbrts on units -

of City University of Wew -York. This decision was made becduse of lower costs )
at a CUNY eollege.and easier tra.nsfera.b:.hty of credits between two- and four--

" year colleges. However, CUNY's onen-enrollment policy,* adopted in 1970, over- .
taxed its tolleges' nursing educa.tlon capacities end decreased their gbility to
support new adult programs. Sharp cuts in City and Stgte higher-education budgets
,made the .fisal situation even worse. - . %

-

Ty Our séarch for a two-year college consumed over 15 months. Ve were well along '
toward agreement with one college when, in June 1971, the head of its nursing
department decided that problems fncludlng student unrest, difficulties caused
by the influy of new students, end, demends on department staff to strengthen

®  existing eurricula, vere too grea.t to.take on further respon51b111t1es. )

llegotiations were undertaken with an institutidn a,bout to launch a nursing program.

Tt “had jtﬁe ad\'anta.ge \thab, i‘tr .was, the% only school authorized by CUNY to offer botH

‘g.wo- and four-yea.r co}vn‘seé i""ﬁ*éfs’jfi"t'.e the college"e t,ek;e'sjcé otiations were, :
broken -.off because it.did not have a nugfing d:_rector on s a.f?’” %gré 'wa!s"‘a;sub-s R
stantial backlong on the nursing wa:.ting 115t and the ‘fa.culty wanted to usg an R

'\!?“ flfrh ..1 _3,

- already de51gn d currzculum. ] R . \ . ) N
-, Another CU“Y comnmp:.ty coHege wa.s J.nterested,/bu* a change of presidents and

’

, nursmg personniel changes, prevented HCLC fro!,n neg@‘,lating with the college
o until January 1972, when the college employed & drector for 1ts nursing program.
o A wntten commitment was ob:bained 1n 4a.rch 1972. - 7 . T

“

- —

We approa.ched three CULY senior college,s and \two private senior colleges. Interest
wes expressed by all five but all.had problems which prevented us from concluding

. negotiations. Among the oroble;ns were: fund:Lng, admnfstra.tlve turnover, \curr:.- -
culum demands with higher prioritles, and resiste.ace on, the part of some faculty
members to involvemenﬁ in .new progra.ms and approaches.- e .

. 3 e
' — ¢ . . f .
4 i 1 . -
- B ; }

- ‘ #

*Dpen enrollment entitles anyone who gradua:bes from a city hlgh,.school 'to enroll

the follmng yea,r in a CUNY 'co,llege. I . ... . .
W, - . ‘ . i L H . t ’ L
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- C..Funding, ) o EE
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Vltﬁ’%E“Fhelp.Of tbe coalltion A 1 proposal vasﬁprepared and submitted on
Jannary 15, 1972, ¥o the Tational Institutes of Health, Bureau of Health Wanﬁoyer’
Education, Division.of Fursing, for a five-year special project grant in the

. amount of 41, 250,972, Formal commitment from the communlty college was not

obtaineq, in tlme‘tO'znélﬁde in our proposal. - ) . . ' L
In m‘d-June 1972 we were notified that the anpllcatlon had not been approved. i
- The lack of acddemic'collsborators was the main.reasoh; the grant review committee -
. would not recommend tLe project w1thout a SDeCIflc commitment from nur31ng schools. ‘ ot

-
‘ "-2 }r_,‘
.

Ue were advised to resubmat the proposal for the October 15 review date, if we

had obtained acadenic collaborators. July and August were devqted to attempting

to 1dent1fy & senior college collaborator, #ithout success. In September, the v
» community college informed us that it would be unable to keep its commitment = ~ '

because more than half the nursing faculty had resigmed. In consultation with
. Eealth Department. officials, we tried to find another college collaborator, but

vere -unsuccessful. . .

v . .

——

D. Conclusior ' . . . ) . /
zorcusiole . . . .

-

Pt the time we ceased work on this model, colleges yere graduatlng nurses who
could not get Jobs. thile the Health’ Denartment s need for nurses was as severe
as ever ii could not hire the nev gradustes. The nursing schools, overcrowded '
and with long applicant waiting lists, and unable fo place their graduates in*
~ Jobs were Toath to enter into special prograns. In addition, many of the nursing
programs in community colleges vere so nev that thelr staffs were cautious about
. t¥¥ing new approache I . . . ) 5T d bS
o 3
Reluctantly, we were Porced to forego further develg;cental work on the nursing
mdel ! . . . . , ¢

]
.

\ ‘ Shortages in an. occuoat;on are not, enough to assure accentance of new tralnzng
approaches.. Our error was ‘in’hokt. ‘ovtaining commitment from & nlirsing’scheol ° )
before developing the model. e should not have proceeded after gainlng Health
Department ¢gllaboration untll a college collaborgtor had been secured. We were
seduced by our oyn success in other projécts and our desire to submit ® proposal
in time to meet the fundlng.agency s‘deadllne.

M . ¢
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B, mwelommnt of the Model - - . I

— TPACHING MODEL J 5

- - b P - - — —~
. . - . _ -
. . - = ' e
.

A. Introduction ’ R T, -

When HCLC investigated teaching as a potential oceupational ‘area, supply a.nd .
demand in the field indica.ted the paradox of a nationwide easing of the teacher
SBhortage, coupled with 2 seyere teacher, rectuitment. problem in urban ghettos. -
The 1970 Occupstional Outlook Handbook stated: "The number of qualified tesgghers _
may exceed openings if present enrollment projections and trends in number%f ' '
nevly trained teachers contipues." The national need walk estimated for 56, 300 “¢
teachers each year to 1980. In New York City, however, with three percent of
the «nation's population, the need was estimated at 6,850 new teachers.a year, ,~
more ‘than 12 percent of the natvional need+ . i — ) .

"The prime cause of New York City's teacher shortage was the high turnover of " * v

staff in ghetto schools. It was no coincidence that the -areas with the highest }
teacher turnover rates were also those with theJhighest unemployment, levels.
Poverty programs, a.nd particula.rlﬁr Title I of the Elementary and Secondary
Education Act, a.tter@ted to confront these problems by funding programs for
teacher aides in low-income schools. There were approximately 6,000 paraprofes-
sionals working in Hew York's public schools, most of them employed under ESEA .’ L

» hA
P , R 3

“he Téw York State Division of TPeacher Zducation and Certification was sponsor,ing o
Pilot programs, initiated by coalitions of interested school-related groups, ’ .
develop. competency-based. training and credentialing programs for tee.chers. Such
coelitions inéluded local school boa.rds teacher training institutions, pro-
fessional school staff, student. teachers, apd local tedcher organizations

(i.e., unions) The participation of other ’interestedmcomnity groups was
encmzra:ged. == D ‘ . ) o

- .. . . .

To conduct a pilot project, a coalition had to: (1) ‘determine the kind. of
teachers the lot¢al commmity wanted in its schools; (2) define the outtome of °

a training program, with as manyé;i.ternatives ,as8 possible to meet the stated

2\

5 goals,—and—@-)—éesi-gn-ana: 'impléin é’training Jprogram. . ..
’ There vere few data for designing a competency-ﬁsed teacher training program ' J

other than date derived fropi traditional programs and experience with studeni~
teacher, courses. New kinds of training ‘and educational programs were necesgséry

-

it competency—ba.sed credentials were to reflect competency and not mere'ly 8 ‘ ' .

new wa.y for presenting traditional programs

e . ’
.
l »

A ther t i’or' a new program canme f:;om the needs of the 6,000 parapro-
8ionals the Rew York City School system for whom the tra.ditional program

’ - . .

j\S
\
¥

st L

Teaching was selected as an occupation despite the national su.rplus of teachers ,

. . -

. becauge: {1) the New York Sta.te Education Department mandated that tedcher v .



prgparation. programs lwove toward ‘competency-based curricula, (2) there were
shortgges and high turnover rates of teachers in many New York City schodl ’ "
districts; and (3) there were 6, 000 dead-ended @araprofe851onals in the. Hew ~
York C,ity system. . . .
,, . . . .
In the fall of 1970, we met with the Director of the New York City Board of Y
- Education Auxiliary Educational Career Um.t to obtain information about

' 'career advancement opportu/nities for paraprofessionals. Advancement was

»
dependent’ upon couxplet:.on of traditional academic courses with, no eredit given
for worl;, experience. Paraprofessionals could.pursue part-time study and be i
reimbursed for up t9 18 college credits a yea.r. In some cases, they might be
given a one-year /sabbatical for study, . . e s
‘ ' -~
L. Next, we attempted to identify & lOcal school district which met HCLC's criteria’ .

*  for employers and the State's standaxds for develo;p:.n competency-based programs.
K Efforts were greatly complicated by the fact that schddl decentralization was
Just taka.ng place and the newly ‘ereated lncal school districts needed time
before they could cons:.der collaborat:.on with NCLC. . .
P - . £ -
T -By the ned of 1970 we identified three d:Lstra,cts 1nterested in, particz.patmg
_ in our design. One was in a middle-class areg of Queens and Was not appropriate
‘...,  for the project.. The.second, in Manhattan, terminated negotiation when
other higher-priority demands were made on it. The third, a Community. School

District. in Brooklyn, was looking for ways to speed- teacher preparation for its . R
—-+, _ , pareprofessionals. By April 1971, NCIC had a. verbal eqpmi.tpent. for collabora~
) " tich from the District Superintendent. For nine months rked with
: . district staff on develdping the model and obtaining c collaboration and .

funding. In January 1972, relations were severed with the district when we

e e —— - "

.~ regtized that the Superintendént would .consider implementing the model if it
met ce:statm nou-seducational ob,jectives of the local school board. o

—— 0

4
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... _XNcLe sta‘ff subsequently met with representatives of seven other districtm Some*
. '",",,p;qyed ynsyitable becausg of internal problems.and tensions, Others were -
=roe=eesovppdnterested because th‘were fearful of hiripg teachers without city licenses. '
,,5,,,,.;;C0mmﬁﬁ&yr&cheﬁxbmistrict #9 (Bronx) was Tinelly selected because Of its N
receptivity to HCLC's design and its reputatio for action in line with its -
convictlons. State certification officials ouraged us to ‘consider District #9,
and we g_uickly ‘worked out. a formal agreementf h the district superintendent.

We worked with District #9 until July 1973, in developing the ﬁodel. -

-~ -

LI}

' Community Schoo,l Board ;a(lections wereNpeld June 1, 1973, in New York City. The
P . majority, of the incumberts of Schobl Bdard. #9 werg hot reelected and the . v e
~ District Superintendent left after July. The new edministration did not feel it \
. wad in a position to undertake. the project because of unrelated internal com-
flict. The state of completfén of the model ,permitted to go to school
P district"#B and obté‘fn rapid agreement for coZl.le})oraticgLs

. While negot:.atlons vere in progress with the .school districts,” wé& held discus-
sions with’ eight different colleges. -At one, considersble interest was shown
_ by administrators of the school of education, but little interest by li'bral-arts
administrators who controlled the ‘degree requirements, A second was ‘unready
. to change its accred:.ting methods to include asgessment- of knowledge ga:.ned

"N - . .
. -, 7 . [ . N . ,

*
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outs:.de conventionel courses. thJ,z‘d located oyt of New York' City, offered to

. consult in the development of the model but could not afford to in1tia.te an
independent program in New York City. e MNomome -

A fourth offered to inciudé enrflices in teacher-edultion courses tbgaﬁi_lahie, .
but“said further curriculum chanfes would be too costly to_plan and operate. A~ °
,Tifth showed interest in working tovard a flexible teacher-education curriculum,
but had reservations about the academic backgrounds of the prospective students — ———

~ and suggested that the para.professiona.ls attend a cbmmunity_college before ’
enrolling in a four-year college. A sixth cons:dered collaboration vith FEIC put
decided that its teacher education program was :r.nsuffic:Lent].;r staffed. Kegotia-
tions with two other colleges were halted when rela.tions with the Brookly school
district were severed. _— T .

. - ~ ' )
L4

LA o 4

.

- * When agreement. was rea.ohed with digtrict #9 in the Bronx, NCIC staff explored .
collaboration with three colleges in.the City University .of New York system. A I
prellminary visit to one of the colleges did not encourage further discussion. )
At a second we found considerable interest, but officials' of its school of educa-
tion informed us that because of budget cuts, no st/aff member could be made
a.va.iﬂ.able to work with NC: Cuntil the spring of 1973
Ve f1na.lly were sble to obtain the cooperation of the Bernard M. Baruch School of
Education, which agreed to become the academic collaborator. As the college was .
conducting a career ladder program for bilingua.l professionals in one of the local ~
school districts in lManhattan, the fa.culty had experience withdhe type of prob-

-lems that the NCLC model presented and were ea.ger to develop a competency~based ‘1\/

.+ model. LTI o
-, - ; e T e T e e e
) NCIC ‘provided Baruch with a $5, 000 development gra.nt to pa:y for staff tme in T
~developing the design. . n. , :
. s / *

,Iq\

g Sta.rting in " June 1972, two Baruch College representatives le‘ked_‘xli‘.h,, FT
) "develop‘i’n‘g‘i‘iﬁl'e‘naéél"fof‘“ﬁ‘ﬁé“ﬁlm“rﬁam’téﬁéﬁé‘i”?rojéétfj S -

-, s

~ - -~
~~ . oI~

Cutbacks in Federal dovernment and Foundation funding hampere‘d our efforts .to .
‘obtain the amounts necessary to operate and evaluate *the model. We therefqg:e ’ .
developed a nmiber of alternatiye funding stra.tegies We gave.up looking for a » K
single funding source, and sought support from a variety of_ sources, each of .
which could fund portions of the project. We-were assured funds to ‘pay for 18

, credits a year for project participants from the Board of Fducation - United Feder-
ation of Tea.chers union,c act. The Baruch School of’ Education had received a

grant “of "$20,000 from the CMty University of New York to develop the curriculum. :%,
KA We then a.ttempteq to obtain & Small grant to develop the research and evé.luation .
con};)onents. . . . .- 7 v
. . BN : ’ - ’ y
- C.” ‘The Model Besign S I e -
T Overview al YRS . o, ' 5 4

Nﬁ[} colla.bora.ted with Bernard M. Baruch School of Educa.tion and Community School

District #9 (Bronx) in designing a five~year program to upgrade classroom para- .
profesaigne.ls to certified teachers. Thig was modified on the ba.sis Qf our . .

.’ l . . B . ‘e . i B 3 , .
. '»; ’ P - 3 T—B - : “ j: ¢ .
¢ * :
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relationship with school district #8. The-model based teacher education on iden-

Rified teacher competencies and classroom behaviors derived from pupll—learning

object;ves, and built on the knowledge and competencies of paraprofessxonals.

. Pupil learning objectives were to be developed jointly by representatives,of A
emaws -the commuﬂity, the school district and the college, The model integrated i

‘;—1,f\x1ea;n1ng,and work more closely than existing teacher preparation programs. It.

- ““would have, provided a, well—defined and shorter,route for paraprofessionals to. ,
‘advance td professional status, and a unlque experience for a group of classroom— ',

&

- based teackbr-trainers. — ) — o - alc ]
“ " The nodel deslgn included as baé}c research elements: (1) débeloplng‘gnd testlng )
cr1ter10n meagures t assess teacher competencles, (2) constructlnéﬁand té§ting

_new pupil perfermanc measures, (3) developing and testing techniques for-assessing
“the effects of changes in management and administrative structupe; and (4) con-
structlng and testing assessment procedures for determining advanced standing, .
exemption feom individuml.courses, and credit for work experlence -

B A

Thirty paraprofesslonals e year for three years, selected from schools 1n
Fstrict #8, “would be, enrolled at Baruch College in an integrated program of
-education, trgining and work experienee, leadlng to- State certificatiod. as .
early childhood teachers. The fourth and £ifth years of the program were to
- focus on evaluating the. overall effectlveness of the design :
. ® —
Thls design changéd credentlallng emphases from passing college courses to
demqnstratlnﬂ classroom competency A teachlng center was establighed within
. the diidrict by the college to provide a'laboratory .for, classroom ’ceachez;a
trainers, paraprofessionals, and. student teachers to. observe, discuss try
. out new teaching methods. The design combined both campus and worksite.
{; .- liberal arts |sequence was to take place malnly on campus ¢nd the profess1ona1 '
SEEN sequence maliﬂy at the work51te The. céncentrated professlonal learning.%as to
jﬁ%%ifqiiééeﬁabxthe Yorksite, in real classrooms with chlldren, under the guidance
;v!‘ L
of elassroom teachers superv1seﬁ ‘ébi&ﬁgé‘f ul; zg teacher- .
"trainers, re&rulted from schools if the dlstrlct wo a?é#%b Eﬁne&‘adJunct ’?T“'z*?rv
" faculty status and would have been enro%}ed in & mastenis\programaat Baruch o A

»._,".

B ¥
Althd the target populatlon in thls model was the employed classroom(parapro- S
fessional ,¥the model had application for all students preparina‘for careers in '
teaching." leachers-ghppared by this method would reach a‘higher degree of . ;k -

« competengce, mOre rapidly than in traditiagal methods and would e better equipped

f; o] meet the educational needs of ch&hglng pupil populations. -
- L . B . ~) : N . «
‘ g T L] .

) - ';*‘\)’ ‘ . e\~ B L4 : . . 3 . va
. 2./5?‘arity Board = ' (' . : . : : :&‘i« ”4\ <%

q
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- . .

A Parity Board was organized, composed of represe atives ‘of the college, school " -
district, NCIC, principalésy teachers, paraprofessionals, parent associations,

union, and the community at large:” The Board was responsible for identifying’

pupil learning objectives for .early-childhood classes in the district?y cverseeing

the identificatlon of teacher competencies, and ‘supervising/the design, implemen-
tation and assesshent of the proJect. . ) -

€
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v 3, mmoying Aﬁency S o . -
T 'Commnity School :District” #8 (Bronx) ves to serve asg the demonstra.tion laboratory. _

- District #8 was a designated poyerty school district, and all of its schools

< received ESEA Title I funds. The pariproféssionals, the, tee.chep—-trainers and
the participating-schools, were to be selected from the district. Community
representation would have come from interested residents Mid parents in the

- di‘strict. The district designated two of its schools as teaching centers. The

' district also made a comitment*to hire gradua.tes of the program as teacher 1ines

> ‘became availa."ble. > N ¥ ) .
Fr 2 i , - . . P

&‘:e‘; ' 7 . .= ~ * li,' -‘5‘(7/ 7 . ' ' ?' t
' k. Aca.demic Institution ' T e \ o

> -

e~ . . -
L — -

The Berhard M. Baiuch School of Education of the City University of New York hed --
major responsi’bilit? for design:tng the c)a%cuhm training processes, and - )

. = eassessment tools required. The col}ege would conduct an on-going evaluation of
. process and content. : . b v :
. o o : ) - N - T 7
£y T ~ . . ;o _
‘5.  Trainees N ! . . ;! .
. === o
& - ’,

Paraprofessionaeis were to_be selected from participating schools in Community
School District #8 on the basis of interest, recormendation of superiors, and )
., geligibility for admittance into college. To meet the immediate*’needs of the , . .
district, the first year enrollees would be paraprofessionals who already had
. some college credits and who had demonstrated ‘slassroom competency. The college
. would enroll them in an existing baccalaureate program adapted for their edu- v
. ‘\utiopal eeds, m‘:il;izing the new design.to the extent possible. program
" was e ed to halve the time needed to become certified tee.cher% e first )
_ group f traineesosrould ‘have been used to test and fevise competency megsugee -,
- -’; for subsequent’ groups. : . ‘ i - _{ 5
'I:he second and third yeax' enrollees were to be a mix of paraprofessiopals at ', -
vrmioug steps on thg ca.reer lqdder who would be prepa.red for a baccalaureate :
degre}e and teacher certifi%ati,{m in the new\ cqmpete;xcy\-ba. Q model, e S
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'The Hational Child Lebor Committee was to serve as the caﬁ;alytic agency a.nd ‘
sponsor, to coordinate, facilitate, monitgr and audit’the demonftratién project.

. .- Tt would offer technical assistance, condict, the overall program evaluation, [~ f
; and provide fiscal mana,gemenﬁ . ) : . ) . o .
. . 0 s A : o
7‘. Unlon ‘\’ o ’ P < ) ) i g .

.‘ The United Federatibn of Tea.chers, wmch represents both cla.ssroom teachers and’ .
classroon- paraprofessionals, had been kept informed of our actions e.nd its
- advice had been sougﬁt cdhcerning speciﬁc planning, - e

Y
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8. Cwrpiculum . B ..

N

“The curriculum was to be based on identi teacher competencies derived fyrom N
pupil learning-objectives. Once the pupil learhs bbjectivmed,' s
task analysis would be undexrtaken to jdentify teacher tasks and related competen- |

— cies and the effects of teacher classroom behavior on the achievement of clags-
room opjectives. A team of college educators, school principals, teacher-~ -

4 N

trainérs, and community people would meke the initial definitjon of teacher
competencies. based on the data from the task analysis, an analysis of the litera- ’_‘J
ture, and an analytic projection from the pupil learning objectives. This e ol
definition ¢f teacher competencies would be reviewed by independent educational
experts, the union, and the Parity Board. Periodic task analysis'of the work ,
of classroomr teachers would be used to evaluate the changing roles and progress:

- '\' of both paraprofessionals and teacher-trainers. As measures of competencies
were developed and tested, relationships would be sought between specific com-

petencies and constellations of competeneies, and between these and pupil . T
e learning. Feedback from these studies”would be used to rﬁfine\the competency-,
- based tescher training curriculum. ", . e .
‘ . ~ ot~ . A -
. 9. Evaluation. - !
' N a Videotape samples to be used for self—guide;g. anelysis by -
e - pgaprgfessional student~teachers and the teéacher~trainers. _
i b. Competency assessment data would periodically be made o - ‘
o - available to the Parity Board to gauge pace and direction ' , .
. ' of the new teacher-preparation cu#riculum. . - t .
i -~ .~ c. Pupil.progress toward learning goals would be assessed. ' o
R . =i . o . -,.
a. ReeBPded experiences and rt;a.sﬁred performance by students; vt \
. teacher~trainers, administrators and others would he ’ - )
T used to refine the program dliring the field-triale_, ° ' Lo
o, : . ' ’ s ’ o7
After one semester of the field trial, there would be a brief preliminery evalua- -/
tion to help the %ritrlapard meke decisions on possible needed revisions. There”®
o would be a full-scale evaluation ab the end of Year 2, after o e-valendar year . "
S . of field trial of the new model. Evaluation institutes would be held in the ° .
. . summers following Years 3 and 4. Final evaluatien and report would ‘be completed
- ‘at 4fhe end of Year 5. ‘ ‘ . ," . . )
‘ - m o = S ) ¥ s ' . ( o
-D. Conclusions . £ - S “ = x
. The major delays.'in‘the deyelopmént of this model resulted frod our inability \." ¥
. . to obtain employer and college collaborators quickly. The falSe starts ,geriously ’
, affected our a‘ﬁility‘to obtain ding. The\‘ climate was much better for f’undi’ng .
Dot in.19%0, 1971, and the beginning of 1972, then it was lager. ,Had we qbtained Q .
collaborators earIier,, it is possible that this program would have,become ' =
oper'atic?hal. Thq.sqdies?ign_was an ambitious one, &nd necesserily so, for if Tpmpe-
. tency-based education was to have validify, it had to be rigidly ’test‘sd'a.n should
.. ja,lséo produce teaching ‘rgsﬂgs_:;h\a.t gare better than'those yilded by existing models(v N
-y ."r '!'. N ’ . - " ’ . : - v N ¥
v ot ‘ ‘ L ) ' R,
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The instmmegbg whiéh -would ‘have béen developed in this progra,m, would have been '

useful for other educatiors and school districts. mls model vas ' step in the
dxsectlon of extemnding-modular and progra.@ed learning systems, w}n.ch were

de eloped for children and~ adults, to' the training of s - =
Mueh time, mo ey and energy went into the theo;::]tlcal resedreh. Ibdaes time - .
for.a test run™ Our model Gquld have demonstrated that competency-based edugert:fon . .

is a possible answer. It was dependent on the goals set fgr the children; goals

set by parents, educators, and comm1t1es. ~ We do not preesume ghat a set of
— competencies’ specified for a school district in Mew York/City could be used with-

out modification in Appefachia, Chicago Denver, or eveh another district ih New

) York... Approaches, styles and goals differ fr¢ to place &hd teacher T
-, -\, comD tencies mist be tied to the specific pypil learning objectives for a
-giyen group of.children in a given area. We do believe, however, that all child- -~
n have certain basic needs in common, and this ief-will hold anywhere in _
tte world. The teacher cémpetencies developed ¢o have universal a.ppllcatmn
vhere tonmmon teaching skills are needed to meet common pupil learnlng obJectlves
for -any group of fhildren. C ) o L

Unfortunétgy, a severe budget crlsis in New York City led to thé eventual layoff
of almost all of the paréprofessionals working In the schools, leaving us with .
no training group. 'Efforts to implement the model therefore cea.sed and NCLC -

« _“turned its attentioh to other- occupatlons. vt R
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