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' development for these training prog{ams.

- grateful for théir participation and efforts.

Y, o é\v o \ ‘ -
Foreword -

For the past ten yeér;‘the Southern Regional Edu;ation.Boarq

\

has been involved with a series of projects to assist the de-

~

velopment of pfograms to train and use mental health workers

at the associate degree level. During this time the 'movement' -

L} ? 4

has grown from a small handful of seven Eollege training pro-

\
grams to a nationwide total of 175 such programs with thousands
. ¥ - - )

of graduates. : .

The most recent SREB project has been conéerned with faculty
The project's advisory

committee strongly urged thai,the project prepare this publica-

e

tion, a guidebook“for.gs§ociate degree fiental health/human ser-
s, e . / .
vice péog}ams,as %/hélp for program directo?s, college officials,

faculty pefsons;ladvisory committee members and agency field
' ‘ . '

instructors.
/s

I3

.S . -
‘A tasK force arid several subcommittees made up of college
-/ a .

’ A\l

program directors wnd faculty contributed their time and effort

to thinking through issues and preparing earlier drafts. We are

.
»

We also wiéh to acknowledge the work of Mr. Capers O. Brazzell

. L& ) e s . .
who was project director during this last two-year project.

<«
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¢ . All of the work of the SREB in the area of memtal health/
hquP service technology has been‘éggported'by the Experihentalt.

‘and Special‘Projects Branch of the National Institute of Mental

Health. This partibulartprqject was supported by Grant Num-
ber 1 T21 MHISSSZ from that granch. We are grateful, for their
financial support, but we partichlarly appr¢ciate the consul-

S » o
tation and Rerspnal support which the staff of the Branch have

consistently given to our efforts. N
.o ' N ) ' \
- : : %
‘ s 2 ‘.J . L .L u\
-y . e Harold L.ﬂgppheeters, M.D.
' , " Director, Commission én Mental
Illness and Retardation.
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Introduction .

&

a
-
.

BACKGROUND OF -THE MENT%L HEALTH WORKER MOVEMENT
Until ten years_ago, the traditional mental health manpower. ) j
s;stem was made up of fully qoal}fied pfofess;onals (ps?chi—
atrists, clinical psyehologiets, psychiatric social workers,

and psychiatric nurses) and a large number of psychiatric

"~ aids or attendants with ao tra1n1ng other than a short perlod

of in-service training after they were employed There were ‘ ‘
V1rtoally no.”mldd}e-leve " workers. Because most of the pro- ‘
fessionals required many years of training in their basic proi “ )
fessdonsj they preferred prestygious positfons in urhan settings.

/7

Thus there were severg -manpower shortages in public services and

L3

.in- fac111t1es that were remote from. large pdpulatlon centers.

3

In 1959, Dr. George AIbee in Mental Heaith Mangower Trends,

\

"suggested that it should be possible to-traln workers foi'Eental

.

health more d1rect1y and in' far less.time than was Eéqu1red for

-‘the traditional profe551ona154 However six years passed before

~ i

i . \

“serlous—attemptsﬁwere begun to train workers in such programs.

“In. 1965 The Exﬁ@?lmental and Special Tra1n1ng'Branch of the’

AN
Nat10na1 Institute of Mental Health awarded-a grant ‘to the ‘Fort

[




Wayne, Indiana Extenslon Program of Purdue University to train

,'help Evem develop Job descrlptlons establdsh‘p051t10ns and ‘

L -)
3

s & '
menxal‘health workers at the Assoc1ate of Arts level. At .the:

same tihe dt awafded a grant to tﬂe Southern ﬁegional Education
Bbard ($REB) ' to br1ng together a group of communlty junior col- ¢
lege of%1c1a1s and mental health profe551onals to explore whfther
it was fea51b1e and des;rabde to train workers for mental-health
in the two- year colleges which were r;;1d1% be1ng created and ex-
panded in the 1960's S . These colleges had not.preV1ously offered
training programs in the humon services, but they‘were pioviog

to Be versatile and idnovati%e, and they were lotated close .to

the people they served. y They offered promise t6 meet the mental

health manpower shortages if workers could Be'prepared in two-
. L % < ' ' .
yedr. traipning programs. '

¥

It was the consensus of the SREg,conference{that\it was
both feasible and destrable‘to train mental health workers in
the community colleges, and SREB‘was urged to take the leader--*
ship in‘helpiﬁg-them do so. :Again‘yith_SUppor% from the Experi-
ﬁental and Special Trainipg Branch og.NIMH, SREB began'a pro- .

ject in-January, 1968, to work with the community colleges and
. ~ . "

a(few other colleges of the South in the‘developmént of Associ-

ate of Arts level mental héalth worker programs. In addition,

the SREB ﬁrOJect would work with mental. hsalth agencies to,

gain . the know how to 1ntroduce and use the middle 1eve1 /.

1

workers in the mental health manpower system

—
.

w L




"y ' ’ ‘ \‘. . ¢ — " . - . '
//At‘first the project worked with only seven colleges, but
¢ ot

. .

’ each yeaq\;?w prégrams were unﬁertaken untillat present therq

are about 30 college programs in mental health/human service
. ) -

technology in the Soutps and gbout 175 in the nation. These
) s ’ . ' %

programs have- a variety of title%--Mental Health Ass%staﬁt,
. ) . 4

Mentgl Pealth Associate, Mental Health Worker, Community Mental - .
Health, and many others) Perhaps the most ébmmon titles are
[

Mental Health Technology or MenLalsHealth\Teéhnician. In the

L . 1

past three or four years there has been a trend for-some of

\ these programs ,to change their name to Human Services Technology,

r

becaus@ythey féupd that their graduates were being employed in a

wide range of human service programs in addition to those called

{

"mental health.'" It thus seemed'appropriatq to brqadép the .

~

program title. In the, remainder of this publieation, these

-

programs are referred t% as mental health/human .service programs.

_ However, it is recommended that any particulaf title include a v
. Vd .

AY

word such as "technology' or "associate" &hich ifplies that the

: !
purpose of the program’ is to prepare a practitioner rather than

o\

simply to provide an gverview study of the field of mental health

or human services.

0 [
.

"The SREB project has explored many, aspects of mental healfh/

-

human service programs, setting program and course objectives,

recruiting and 5e1ectiﬁg students and faculty, curriculum develop-

“ment, field experience, job development and evaluation. ’

» f N
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.
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P‘szmus SREB PUBLICATIONS

In the early development o% mental health/buman serv1ce

) ——

' progranms, there were . no overal} guidelines or récommendations;

each‘program-deC1deo individually what kind of worker it
. . \ .
intended to train and how it planned to go about it. Most pro-

grams agreed that they planned to prepare.some kind of practr—‘
.8

t1oner &or the mental health freld but there was- no conseq

. of what kind of a pract1t1oner this should be..- Should the. mid-

L 4

4

dle level practitioneygs be only assistants to one of the estab-

l1shed proféssionals (i.e., social*workers, ‘nurses, activity

therap27T s)? Should they have only a s1ngle sk1ll Such ‘as

behaV1 T mod1f1cat1on, psycholog1cal testing or psychotherapy?
Should they have only imited functions such as outreach and
referral or should they be l1m1ted to commun1ty work or hosp1tal
work? Or should they have entirely new kinds of roles? These
were questions .that had to be answered before curricula could

be developed and before job descriptions could be written.

. An early effort of the SREB project was an attempt to

N 1 3

. n" .
develop a rationale for the roles and }unct1ons to be efpected

of a middle level mental health worker. This effort brought
. *

‘together mental health professionals and-manpower experts to

¢ -

explore the needs and alternatives. From this work came the

. A
notion of the generalist—;a,worker whose primary job assign-
ment is to work with a sgall group of clients and ?amilies or

a small neighborhood to help “them with all aspects of their

mental health problems. The generalist workers do whatever

v -




» théy can themselves for thelr clients and call for consu}t@-

‘:

tion fré} the spedialists ot make refd?FEis to,them when unxﬁ>
N R "’ - ' Y \

able to manage the problem alone. They are thus primapy |, o
[ . . 4

mental health/human ,service agents who function as, part of

an organized mental health system to exténd the expertise of |
4 . * . ﬂ

the professional specialists to more clients. This generalist Lo
. . . M ' . - . X 1
concept was described more fully in the SREB publication, . .

o Roles and Fungtidﬁ;“ior'Mental Health Workers, 1969, which -

hai been widely distributed th colleges, across the nation. : * |
- L) " -
The generalist mental health worker model provides the
. basis for virtually all of the mental health/human service
N 3 - v L. .‘

programs in the nation today .~ Howefer,‘&here is still con-

L

-

4 - ) -
siderablé variation in the program titles and in how the
: T ’ . 4 . ,"‘ 3
generalist concept {s interpreted. Some chus nore on‘com- _
v, o 1 i
munity mental health whlle other focus on 1Fst1tut10na1 work . ce

Some focus more on problem areas SUéh as alcoholism, drug .-/‘

i

'
. abuse,'aging, children, mental'retardatlon, etc. - Most pro-
$ . . ” v - 5 -

grams feature the generalist orfentation but also provide a v
degree of specialjzation in one of these proBlem areas through

- S *\ .
-one or two 8lective courses and selected fleld plgcéments.

-* This pattern of specialization within the generalist\mbdél

E

'seéms to be wvastl eferred to a model of narrow §/eciall-
VS f}\EI . p

zatlon by technlque or profes§*o . It prov1des for gre!tgr

?moblllty of the worker and tends to be more acceptable to*
" .
¥ disabled' clients who feel the need for a single worker to
: . g :
-whom they can relate for help with” all of their problems, \

*

‘much like a parent surrogate. - ‘ kS

> "
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.. MENTAl HEALTH AND HUMAN'SERYlCES ’Jﬁ
. " This same'generalist pattern pr6vails/when the program
. . 1s called'”Human Service Téchnology." jhe basic concept\of
Y relatlnggmhe worker to the client and&the client's family for:
SR - all of their psychos@c1al problems is st1ll the most appro-
. prrate use of middle ZIevel worhers. The sub §peC1al1zat1ons .
. may then be 4§ thoader prog;&ﬁ“areasjsuch as mehtal.health, L
corrections;ygocggihwelfare aging;jchild welfare; ete. The d
< o0 basic, knowledge of human persona11t; psych- and soclopathology‘

N .

and community resources 1s much the‘same for all'of the human

. g services. So too are the sk1lls (of*termewmg, counselﬁlg,

group interventions and behavior therapy Also all workers in

hd ~ PN A

the human-services need a s1m51ar set ofh¥AIues about their

clients’ and the’ work they do, and they all require & considen-
: SN S : PR AU o
able self-awareness of their own motivations, #bilities, person-

' . - ? 3 . -

! NN

’ ality patterns.and personal reaction patterns. SR g
f A . '
4 .
A "CORE OF. COMPETENCE" . ]
p There_is not yet a coherent human #services manpower move-

¥ Y LI ,‘ . H -
ment at- the Adsociater of Arts 1level, tbut there 1is conSidetable ¢

’

talk about develop1ng g common human serv1ces "core of competence'
p wh1ch might prov;dé the basis for br1ng1ng together several af
, 4 W

. the newly emergjng .programs in humau;serv1ce program areas such
L ‘

as antal health corrections, aging, "child care, social welfare,

\ . ,
méntal retardafion etc. There are prei.mtly‘more than 150
' )
d1fferent t1tles for Van*Pus hyman service program areas offered

.'-‘\“

/ i

1 c0mmun1tw colleges although most\have many common elements._

. e T »

/ .ovi

- ! i { ) . N b . N
Q y/ o ’ . ’ 11' 1

» S




competence pf @ mentafhheadih/human serv1ce worker at the ot

" document

The next 'step for the SREB prOJect after artfculatIng the ' .

M %’—~~ /‘ ') "a ! ’
general1st concept was to develop, a clear got1on of Just wha; K /
+ r ,¢ ' .

knowledgaw sk1lls and Values would be 1ncluded in the “core of

=Y

Assocaate of. Arts ldyel based on the géheral1st model * This - '

was done through a series of task forces of college program d1—

rectors, faculty<and ageney persoﬁndl and descr1bed in the SREB

$

Plan’s for Teach1ng,Mental HeaDth Workers~ e,

’

v ‘e

lh1s core of competence was def1ned for three major areas

v

knowledge, s?ills and Vaiues.that were deemed td'be essent1al N “,;‘_
.or h1ghly dés1rable ﬁ‘g a worker There were ®1s? suggest1ons ] N
for how these gpractice- qy1ented competenC1es'm1ght be taughtA1n N

a mental health/human service curr1¢ulum. t\ iR ‘ o

<

agency administrators‘fon‘making the transition of the workefl?

.,

8 . . -

= . ¢

INIRODUCING THE NEW -MENTAL HEALTH/HUMAN SERVICE WORKER ; )

Later in the pro;ect when there had been cons1derable T .

experience with the graduates of the programs enter1ng the: Job.

matket \%he prOJect devéloped a pubI1cat1on, Induct10n and <

Use of Assoc1ate of Artsﬁworkers in the Mgntal Health §ystem

which offered suggestxons\to-faculty persons, graduates and™

<
from a two-year collegé graduate to an employee of an agency

as smooth as poss1ble. AS-more and more graduates havé come, ~

-
. ] v

r ! ,
from these college programs and as the job market’ has softened o
i N 4 N Y

because of the general economic decl1ne ,» the mat%er of job~ gwe

devglopment has become qu1te\acute in some commungt1e$ W

.
L - - . 4
/ - o \ o
. . N .
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i

setting and 1n a wfde range of

'

BROFESSIONAL IESUES

. As the colleges began to produce 1arge numbers of graduates
the new meﬁtal health/human Serv1ce workers began to sgek a

-

profe531ona1 1dent1ty for themSelves.: THe number of’ graduates
o~

has now reached 11 ;000 and is expeCted to exceed 20 OOQ by, 1980.

i

1
.

L

the) ervice agencies. The

The graduates are’ employed in ;7ar}y every klnd 6f mental health

graduates have,not felt a klnghfé w £ the éstablished
. '-F‘.‘ . 5? ‘ \/ .
profe551ons, they acted in 1970 to establlsh their ownm organ1-

,zatlong the Natrqnal\Organlzatlon of Human Servlces. This group

' ’

is st111 qulte smaJl but it has several state chapters, &nd 4t

- lc- -
l. *

\ ¢

prOV1des a mechapism for exchanglng exper;ences worklng to

ach1eve better'recognltlon for mental health/human service -

workers in natlonal stand§§ds (such as those of fed@ral agenc1es‘

.andaahose of the. Jonnt Commission on- the Accredltatlog of HOSpF*

A

Y I
tals), and 1mprov1ng ST their acceptance by state and local 4
i PR \ ..
_agenc;es and profesﬁlonal groups. \ .o . hd
B} : ~ ' %)

- 7 For the past f1ve )’ears the ‘aculty of the mental health/

. e

humam serV1ce progrhms have had a forum-hthe annual faculf?

conference sponsored by the SREB prOJect--ln whlch they could

o \
éBme together for similar purposes and for faﬁulty development
These conférences are now ending, and so- the?faculty have organ—

1zed ‘a national Counc11 of Human SerV1ce Educa%ors 1n.order to

- “ - 3

carry on some’ Gf these same act1V1t1es. Much remains to be

o done in developlng some k1nd of national prd@ram approvatl and

some»klnd*oi %Qrker certrfication.” These nééds are being ex-

v )
plored bﬂﬂthese two rather new organizations.® - . : ‘3

.
v .
. '7 ' ’ Q
i o . ...

el viii = ) . .
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- .. .. FINANCIAL SUPPORT FOR MENTAL ‘HEALTH/HUMAN SERVICE PROGRAMS

L]

- The Farly:efforts.to develop programs at the Assoqiaté

. ° ’ R . “
of Arts level were supported by grants from the Expeximental -
“ * % and Specipgl Training Branch of the National- Institute of Men-
< . B 4 " M . . . . o . -
" .. tal Heh}th; These included_ the experimental program at Purdues

r -
-

University;.six other experimental college programs and‘all of .

» 4 a

Coy i "~ the projects of SREB and the Western Interstate fommission on

Highgr.Education. -In 1970 the Branch :funded the Center for

. e i - ~ = -
) 1 . .

Human Services Research-at Johns Hopkins University to do re-

; .o ' . R .
search of the movement, and. fater established a program of

¢

. modest financial support thag aided about 60 additionaliéollegé

programs. However, most colleges have initiated and continued

|

their mentaT/health[human service programs using'regular college

- funds. Some have -had grants or contracts with other -federal
-~ 1 } ‘
with mental health agencies i& their oWn states.

agencies

PR At this time v1rtua11y a11 financial support for mental

’

th/human Service programs from the National Instltute of

Meﬁtal Health 1s end1ng~ Thus, the programs are all faced with
2 . the need to make thelr programs cost eéfectlve with. ordinary* S
éollege resources, or to seek other sources of financing. This

Wis happenlng at a t1me when‘college budgeif are stressed by
1nf1at10n and overall decllnlng enrollments in hlgher@educa-_

tion. A few programs with small enrollments are being phased

. S
- dut. AMr are concerned about financing. %

' . . . : .

| . ) . \

k.
* -~
! . ’ ) ix
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THE NEED FOR A GUIDEBOOK -4

L]

* For the past two 'years the- SRER project has had a nation-

" widt focus on helping the*Associate’-of Arts mental healfh/human
\ ¢ Lo
service programs with faculty development. In 1973 the advisory

committee of this project recommended that the project make

effolts to _prepare a guidebook for the'many aspects. of devglop-
1ng, admlndsterlng and teachlng mental health/human service
.~ programs. Such a guldebook might be used by colleges that plan
o Aevelop new mental health/human serV1ee(progr§ms or by college
- .officials or faculty persons of existing programs to improve

their programs. , l ’

=

-

~ The'@fojeCt appointed a task force‘ﬁade‘upgof sevegal
|

- -

mental health/human serviée program directors who had been ac-

' - T
] tive in the project’s facﬁitf conferences. .Each of thesé task
- %orce members was asked to-invif&}othérAprogram directorevto be
‘membe}s»of subcommittees‘to"deQeiop guidelines for specific
topics related to planning, admini;tratiOn and instruction in
the progfgks: The full task force and the sdbcemmittees me t
7 several times apd prepared’detgiled outlines or apqrs. It then
became the responsibilisx of the staff 6f the SREB project to
combine these individeal papers into a single guidebook.
" The S;Z§f oflthe SREB project is gratefﬁl for the work
these task force and !!5commiffee members did; and for “the
. -materials they prepared However, this final draf{ of the
"guidebook is the respon51b111ty of the SREB staff since there

were many repetitionsﬁand gaps in the original papers which

- 1

- -




have\Ee;n rework d. The staff hopes that these ﬁodlflcatlons

are acceptable to ach of the contrlbutcrs

The chapter headings of this gu1debook follow the toplcs
-

of the or1g1na1 subcommlttees., Although there are some over-

1ap3,ﬂthe sequence of'subjects is: -
o B . - h X . ’
' | .

. Sectiqgn F‘- Program Planning and DeYelgpment

oy

[ 4

1. Asse551ng\Needs s

2. Setﬁlng ‘Program Objectives.,
3..Structure and Organizatipn
4. Recrufting and Orienting Faculty
5. Recruiting and Selecting Students

L3 &

¢

-~ )

y , .
Sectian II - Teachlng in Mental Heaith/Human SerV1&e Prqg;ams

6. Settlng Curriculum Objectives . . , X )
* 7. Instruttional TechnoIogy . :
8.-
9

Y

.- Planning Field Experience -

. Evaluating Students
oo b '

-

Section II1 - Community Devélopment

10..Devéloping-Jobs
11. Advisory Committee and Commuhity Relations

M .
.

- M ?:‘4 A
Section IV = Administration

-

K3 .

12. Adm}nlstrat1ve Leadershlp
I3. Funding and Cost Ana1y51s

L3
Y
-
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 Assessing Needs

‘This chapter presents suggestions for community colleges in

. . - - P ]
- . - - . .

assessing the need before establfshlpg or expanding a mental

4

health/human service program . Some of these suggestions may

"be used 1n\re surveys every few years to determine the need

v
-

for modifications of existing pnograms It . 1$ a joint responsi-

LY

b1l1ty of the college and the communlty to collaborate in the

.1n1t1al assessment of the need for such a progranm anq to con-

A ¢

tinue to\review whethef the graduatgs™ of the ‘programs are

‘properly prepared: to make the contriButions expected of them. "

’ -

+

' SOURCES OF PROGRAM PROPOSALS 7 ' S

L N - -
Program proposals to establish a mental health/human ser-
" . . /‘ ) ' . .
vice program at a,local community college or a four-year college

) L 2N ' ¥ . ..
gan or1ginate from many sources. -These may be individuals OT s,
. 4 . —

groups Somet1mes the" proposals cqme from 1nd1v1dual faculty

- [
I \

meﬁbers %i 1nd1v1dual prdféssxonals in qual agenc1e§EWho feel

that méntal health/human service workers might help solve local

ianpower shortages or better serve cl1ents Some'times ‘the

.

" proposals come from college offlcials who have' heard ‘of such

- -
’ R « . -

A

programs €lsewhere and feel!that thejﬁ collége should offer one.




. N »

Or .the proposals may originate with local mental health or

social s ice agencies, mental . health associations, associa-

. ¢ LY ' .

tidrs’ for\retarded c'i‘izens or state ‘health or social’service

manpower comm1551ons J, committees. - . .-
J ‘ i * : ’ I3 '

» t

~ Prigr to a systematic 1nvestrgat1on into- the need for .

- » . \

the - tra1n1ng program the orag;ngtors of the proposal should

have a clear understanding of why there 15 a need for th1s
K

k1nd of prpgram and howvthe worker will enter into the main-

,7 .

-stream of the.mental health/human servlce market. The proposal'

-

[y

¢ -

~or1g1iators shbuld also be.able to glve some pre11m1nary defini- -

- " > ,

tion of the progﬁam‘s ph1losoph?, obﬁect1ves, curr1quum fund-

'"1ng,'seleCtiOn crlt‘ém*for students and i:ulty and how the

R

job market W1ﬂ be developed These‘ may * la»t.er be‘ ‘mod1fied

after a. more formal.assessment of nest is Eomp}eted but .a
7 . i

‘ pre11m1nary deanltron ;g needed for desxgh1ng the sprvey .

oo '

\ procedu\eﬁ . t- o .o ‘ g" :’ . " o

In some e%ses thé . press to de’glop new career programs

o’

R i \ ¢ .
1n mental health and homan Serviqes has exceeded the commun;ty ;\.

.

need for-the workers sodihat some graduates have had great

dlfflCUlty Ln f1nd1ng Jobs. If the or1g1nator of the proposal

¥

is. an operat1ng agency Wthh feels the need for new kinds

1y

" >

‘of workers at th1s Level and has approached a commun1ty college
Tt w '
about training, that’ agency should be able to 1dent1fy the kind

-

of. worker if, feels is needed ' . ) . .
[ ) ) . ) - . t

e [




. SURVEY "COMMITTEE - -+ .°° Lo o

The néxt step is to ‘establish a survey comm1ttee to

s - explore %he fea51b111ty of a program in the area. ‘The maih . .

goals of the committee -are to collect_data which will demons ot

. ‘ <
N . 2 . - . . . ’

strdte the neéd for.a program, define the specific character- .

‘ iﬁtics'of the need, —and justify hom-the college should’meet it.'
J o
' - The survey committee.will determ1ne where thé study is to be
- 3

o //done \Mho will uridertake the. study, what faC1l1t1es or groups
\ will be interviewed and how the data W1ll be used. The com-

" mittee may be'established by the college oF by the proposal

t
] co.,

or1g1nators " but the committee should include some ‘college

officials and faculty, some local agency adm1n1strators and -

staff and some mental health/human service profe551onals It Lo
may also be well to include someone from the state personnel T =
3 .
' ,_department and personnel officers of major local employers .of

the potential graduates of ohe program. ! . : )

. The comm1ttee should be knoMledgeagie about the obJect1ves

v

0y

of commun1ty colleges and about the l1terature on mental health/

’ human serV1ces current pract1ces in order to articulate the . ' .
" s

various role opt1ons fer the programs and in order to respond

Pt

v

F T to questions from communj ty agenc1es

)

. : Sinee jthe movement to prépare mental health/human service

workers in commun1ty colleges-is quite new, 'it.is unl1kely that

L4

= loéal mental health profess1onafs_or agency adm1n1strators ave

-

. fam111ar With all aspects of the tra1n1ng and use of these,_ 2

.

M

workers, This is espec1ally truq of the generallst concept.

- ~




.
® ’ .t

Thus they-will need some orientation.to what mental.health/'

*

©

hdman services is all about before -they will be able to respond

N v

intelligently to the survey questiens. It is advisable to ob- .
<
tafn materials re1at1ng to m1dd1e level mental health/human

SerV1ce ‘Workers and dlssemlnate these materlals to local agencies

.

and’interested persons . Videotapes and publlcatlons produced by

» -

the Southern Reglonal Educatlon Board may be useful.

Certaln etate agenC1es shouId be' contacted early for what”
.w-ever data or, recommendatlons they may have regardlng the need
for the'program. These Include the state qomprehen51ve health
plannlng agency, the state coo‘dlnatlng boards for community ’
colieges,'mental health or homan servlee manpoéer conhlss;ons,

the staff- development office™of the state méntal health 'agency,
' . . - " . . . ’ .

the state personnel office, and any related agencies such as ‘
departnints-of human resources, medlal-retardation or alcohol’ .
» ~ . .

and drug abuse. Erequently,these agencies,aiready have data
about manpower needs, or/they ¢an élve techn;cal ass;stance

’

to the effort. Or they may . have 1nformat10n about new service

. programs they plan to 1mp1emeﬂ{\or neW'staff developmént requlre-
‘ments that the fraining program could help to meet, . 4

“ ” . -
. .

TH‘E SURVEY PLAN - B ‘
b oy A} RN . .

- “~The shrvey commlttee f1rst determlnes the communlty to

be studled( Thé communlty may Be def1ned by the human.ser-

vice system to be served--<mental health programs, sOc1a1 ser-
“'
V1ce'programs, drug and alcohol programs,~menta1 retgrdation .

programs or aging programs. *It may he defined by the feographic




| W

area to be Served--a county, a région, a state. ~Or it may N
4 - k]

be defined by'bbth geohraphic'area and human service system.

Once the community or s;ifem to be stud1ed has been o
deflned the committee decid on which of a va§3ety of tech-
niques to use to assessf/the need, for a program. These will ’

. 5 ° : :
be some combination of; ) . ‘
~ . . : i - s 4
Personal interviews -
\ Questiahnaires ) . . . o
Workshops

.
.

Letters of documentation

<2ub1§£.1n£ormat10n media (radio, TV, newspapers)
. . .- A

Personal Interviews

Documentation of need and support for the program can be

ob!!!ﬁﬁrthrough personal interviews of local leaders -h mental
) ' & . - ¢

health/human service programs and aéencies. The~inter§iews can
) dften'be conducted by the faculty or studénts of the psyehology
or eeciolqu departmeﬁts of the college or by folunteers from

the mental health association. ?peAinterviewers should have
.Some kind.of training in ipterviewing and should be prepared

with a list of the kinds of data that are needed. This might

»

be 'in the form of a questionnaire-or a check 1list. The inter-
I . LA' s
+  views would then focus on such. 155’ as:
‘What mental health/human service workers are and the. ..
“fe351b111ty of using them in thé agency program

The numbers and kinds of workers that mlght realisti algy
be employed : {

The salary schedules and career systems that could b
expected for the workers o




agency3 rathet than just from a single person -there. This f -

"What role models, special competenC1es, etc., would
be required for agency\gorkers and how' they would be
used programmatlcally

What problems, may be seen in actually establishing . by
job descr1pt10ns, p051t10ns, etc., and what steps -

. would be taken to solve ‘them .
i -‘ ‘\
‘igether the agency would be ab1é& tO.pTOVlde f1e1d
acements for students o

.
T A,

Suggestions for support of "'the training program - ’

(i.e., stipends, time off for employees who eproll o
as students in the ‘program, support for field in- ]
structors, contracts, etc.) :

Suggestions for any part, of the curriculum

MY

. . . N -
For many agencies it would be well to gather. this kind .

of+information at a staff meeting oﬁfkey staff persons of the

N
"’ N

would give wider input into the survey as well as acquaintiﬁg \\
D "0 - .

Jnore of the‘agenéy's staff with what the training program .

.

. .. o g

might do.
N——

It is well also~to,}nterview some consumer group represen-

tatTVes,'because'often they are able to identify community
‘ A
problems and needs wh1ch professionals are not aware of or are

reluctant to expose.p/}a‘!ﬁls d%se the survey will have 1Qent1-

s
¢ ' B

fied ”ne%dsq thatﬁare not actually '*demands" for_workexrss

v

This samg_lssue may emerge In 1ntervxews with agincy

professionals-:they .may descr1be how many yorkers of this klnd

they ''need," ‘but this is not the same as «th number-they can ;

actually employ. It is‘desirable to‘Identify nmet needs of

\

this kindy bwt it is 1mportant to be sure there 'is some plan

\j
for.translatlng these needs into realistig demand 0therw1se

L

' . ‘ CL Ve




o
S

" the survey runs the

B mutual problems and

~and local levels. For example,

are a f}equently used survey method.

- ° —t

[1sk of documenting '"blue- sky” figures

LS
i

of need which can’ never be-realistically met b& the agency's ~
i . i

I i

Personal interviews allow the oppoftunity to discuss

1 »

arltz any questlons the 1nd1v1dua1 may

budget.

|

have about the nature| of the program. The 1nd1v1dua1 can then

discuss the proposed rogr ' |
more.sopport and intenést.- : ’

In ooing the community survey it is eSpecially desigable -
{b interview persons who are,involved.in planniég and develop-
ing new or expanding mghtal heal th/human. service prograhs, as

they are more likely to need new kinds of workers. For this

- Yeason the survey committee should make special efforts to

learn about new prograﬁs being formulated-at national, state |
' - \
if the state is about to under-

takeﬂtommhnlty level alcohol treatment programs or 1{’1t is

-~ -

planning a major—delnstltutlonallzatlon program and expan510n
of community after-care programs, it is well for the survey

committee to know this and interview the .key planners of these

programs. . . . . :

Questionnaires

Quostionnaires mailed to agébcies and key professionals
This méthod has some - .-
11m1tat10ns in that it lacks the personal element and prov1des
little opportunlty for the reSpondent to ask questlons or to

reflect subtle nuances of hlS feellngs which can be’ détected

. -

&, ' . “\N‘\‘ [
: 24

raining program with colleagues and elicit

)




in a personai.interview. .However, they are useful in reaching .

..

a rather large-number of smaller agencies that canrot be reached « " °
\ s , ' .. -

in personal-interviews or workshops. - ) . P
. . ’ . <

-

Questionnaires are a;COmpanied-by-a cover letter that gives

g ha : . .
the backgrdund of ‘the- survey, the reason the survey is being

conducted and invites the'agency's response. The letter should

. 'clearly 1dent1fy the agency that is. assdming re;¥0n51b111ty for

~--this part of the survey and should probably be co-signed by

some,administrative offigial of that agency. The letter N

. should also: ' .

\

©  Stress the potential benefits to the agency responding
‘/' to the questionnaire N

Stress the professional nature "of the survey and of the
proposed training program

a

, . %ffer to send the results of the survey if requested.
(Then be sure this is done.)

\\ ) : 5 N

N N 4
‘ Include a stamped and addressed return enyelope £ .

Ve 4

-- The questionnaire should be as brief and, purposeful as

possible in order to facilitate responses. Long questionnaires |

" with superfluous questions waste time and drastically reduce

the response rate. It may be well to mimeograph the qﬁestion-

naire on both 'sides of a colored paper stock. * This "flags" it,

makes®it appear more concise and encourages responsez. A few ‘.
“ - 3 *

points about the quéstionnaire: . ' \-

Keep the items simple, clear and brief, oo

3

!

. ¢

. ' Group items that are related. The specific items to be
: included are likely .to be the same as those included 1n
the personal interview. ) . i




scorable, but which also d4l1low’' the respondent to
elaborate i#.he.wishes. (Certain items can be con
structed. entirely of closed-end questions.-such as -
true-false, yes-no, or, multlple ch01ce, These are
easy to tabulate and scqrey. but they yié1ld 1jttle
1nd1v1dua112ed informati n. '‘Open-end items (essay -,
questions) ‘allow flexibiBity "amy) 'statements of per- .
sonal feelings, but are mogégolfflcult to tdbulate
and interpret.

Use "semi" ogen end questions wh1ch are4pumeT1ca11y- A ’
Y
'

-

Have a plhn for igbulatlng ahd ana1y21ng each item.

Be sure that each quest1onnq'-(y identifies the agency
and the name and title of ‘the respondent ds well as

the date, especially if there 'is a 11ke11hood of
surveys every few years. ,
Include an item on the questionnaire for .the réspon- ¢
dent to.check -if he wishes to receive a report of '
the survey (unless it is intended to send such a

report to all respondents). , e

£l

Prepare a wri&}bn'report of tﬁe survey and send it
to all respondents who desired it as well as to any
other key leaders. .

WOrkshops

»
'

Workshops for key agency p€rsons are a particularly use-
ful survey technique for mental hea1th/h£maﬁ‘serv1¢e progrgms
-for two reasons:‘it provides an opportunit§ to explain the
mental'health/hunan‘aervice worker concept 12 depth’and to

’ explore 1t 1n group settlngs so that the responses to” questlons

'of need are more reallstlc/thanfmang% the _case with other

s‘

#v" V"."”v

technlqbes And wor%igops’start people\th1nk1ng and plann1ﬁg

4
more seraoﬁsly forractual employment of the graduates if a

¥

gfagram is undertaken. ,
B 3

B

It is seldom poss1b1e to hold busy/people for more than -

*a one-day workshop of ‘this kind,, and even then there is 1fke1§"

to be a fair -amount-of coming and going. It i's better to devote .

—




f

“

o i

a substant1a1 portign of thé ‘time to| small group discussions

"

“rather than to formal preseﬂlatlons om\ly . If the perésns

to be invelved in'the workshops are from a re1at1ve1y small

geographic area~ it may be hesirable to spIit the worfshop

;nto é@o separate days at 2 or '3 week intervals. This allows -

the.participants to‘go back to their corleagues éor“fgrther

diacgésions and-ti'returquith‘a more aseured/;eplf. The work-
, . . - . .

- shop technique 1is especially useful for some of the major

&,

agencies that m1ght employ the graduates., It also often re-

VeaIs Ron- verballzed feellngs and §ubt1e problems that w11}
have to be dealt with in program dexelopment ’ )’.

At some po}nt\in the workshop there should BE a systemaf®ic
attempt :o get firm_ahswers to the’keyyquestions needed for

. [ o« _ :
planning. THis might be handled by giving each participantJ

'wwwone -of .the mail questlonnalres to fill out ard return. Or-a

R TR

. portlon of the workshop agenda m1ght be giten to ask1ng spec1£1c

b .
- "r,

“questions and recordlng the responses. ot

~ . ’

*

. ‘ . ‘ ’
l ) . .
. i

2 -

"<Letters of Documentation - o
. “J

.Letters of documentatlon are perhaps more useful in - .
!t-

'

Justlfylng and supportlng a. tra1n1ng program- than fﬁ oﬁcum
etters

1ng and asse551ngt$he needs for a program. TheSe are

from 1eaders that - iﬁate their feelings about the program and

‘o ’

k.
endorse the concep( Such letters may be espec1a11y ‘helpful

-

\\%\fomlng fromAprofeselonal leaders suph as the psychlatrlc .
.assoc1atlon and the”Iotg}fthapter of NA§% While these pro-

1

fe551ona1 organlzatlons ﬂ§y~ﬁot be 1n.a p051t10n to employ

~




/ - N .
L ‘ «

.the graduates,‘thex arein a pos%tion“to support trajning

and employment through endorsement.) . ' e
Often, howeter,.personél 1etters from agency -leadegs can

siate the neid‘énd the intentions of the agency regarding either

thélr use of the gfaduates of the program or its use 1n staff

- deve10pment Perhaps it yould be well to request persons who

grgnt a personal interview .to also prbvide‘a letter of endorse-

ment. -Th?se letters could be helpful in Justlfylng the program

' AaN

to,college’off1c1a15, fundlng bodles, etc., evenn though the °

»

need has already been identified in the gersonal 1ntenxlert

LY

N ) -
i Two groups which should be approached for letters are
citizen groups -and consumer representati{es. It may be critical

" !

to have evidence of their support for the concept of training
and usrng middle- level warkers--especially since some have )

_‘sometlmes insisted that they wanted only ”flrst class" serV1ces

’
)

from ”full” profe551onals. f

-

|
e Other agenc1es that might b%}sollc1ted for personal letters
. \ .
~.are pub11c schoolsa juvenile, and’adult courts, correctlnns -pro-
b x4 :
grams, family service’agencies, rehabilitation prQgrams, com--

munity' councilg, labor unions, andothers that are not ‘likely

cld?e reIationships—to(hental health programs and may have

. ® feelings about the kinds of workers the agencies employ.
4 L8 M » > . N

<

Public Information-Media Y
o v 4 4

: The pub11c re1at10n/pub11c information department of the

”

college.cah be helyﬁul in 5011c1t1ng the reSponse oiiihe general

A \ . ) .
. , . :
s - N, K
A ’ - * ’ .
:
o

"

to be prime employers of the graddates, but are’ likely to havle;

e




.

public and potential students to the idea of a mental health/

3 ’
human service tralngpg program 1n the communlt college. The

‘Fdepartment camr negotiate w \h yocal televisionjand radlo , _

statltns and newspap " to present the program|to the community
*
' ¥ . 4 -
at large. C1tlzens are 1nvited to respond’ or to ask questions

/

LY _ .
by way of telephone calls, 1etters oT post-cards ré%arding their

feelingglihout,the program. Specifically inviting‘replies from *

potential students who would-enroll in a program if it were

E 3 - ~ N N ’
established would give an indication ®f' student demand for *

] . . ,

the progran; . -V . .

!

COMPLETING THE SURVEY

When ‘all of thé'data have been gathéred, the survey com-

r

mittee w111 tabulate,/analyze and make a Yreport w1th approprlate

interpretations and recommendatlons. The repport 1dea11y¢151put
o f@;,'
together so that the main narratlve of findings 15 ciear aﬁd

conc1se w1th a section of rather specific ?ééommendatlons 3’jff
4 L

- 4

etc. The various letters of support and documéntﬁi1on m@éﬁ, L ”j

follow the. narrative or they might se 1nc1uded4a§ append;ca ~

~

or .attachments. . P

- x -

Suff1c1ent copies of the report are sent to key offa ials

1n the college, the local agenc1es, the related state ofélces

and to local sdpport groups (i.e., citizen advocacy groups,
professional societies, newspapers, etc.). Copies can also

be used as attaEhed'documentation(fof any grant.reouests that
oo . AT v

h . . »

12 g2.‘)f ’
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Hrnreans, e
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N

may be“developed. And ‘copies are given to eac

- - =
’ - - - »
£ » k4 ° 4 - . sof -
- L K] M
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e v -
h member of the

a
©
'

‘
P «

to key faculty members if a program. is. to

a ory board and
st
-4 . .
» * {O _?. ' ’

be undertaken. . .
- \ v
-Plans 'should be made to repeat the survey every few years
2] . . *
. ' . \ : ‘
to assess the changing needs for workers. This is}especigIly

. . ] . .
desirable_ in times of reorganizations.(i.e., to consolidatéd

3
-

« human service programs) or major progra@ changes which may

-

/
. Wave Amplications for ‘the kind of training to be offered py

v

/+the collegé. -
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afd call it a mental health/human service program. S1gn1f1—a

.o

they.relit;;to prodﬁctivity. ‘

. !

.

grams, rehabilitation centers, geriatric facilities¢ anll . -

Setting Program Objectives .

- ~ . . ’
It .is not sufficient to simply put together a collection

ofrplaJsible gounding‘courses from the college catalbg | . . e

4 -
cant changes are happen1ng in the mental health and human . '

Qb

serV1ce delivery syst%m that will influence the direction

™
of AA degree college programs., It is 1mportant that pro-

gram dLrectorsrphd college off1C1als be aware of them and,

- 7
have a clear set of appropriate pr0gram object1ves .
1 R '
The s1gn1f1cant trend in the mental health system to B

'

de emphas1ze 1nst1tut1ons means that fewer and fewer people -
will be employed(1n large 1nst1tut1ons. Some of the expand-
ing employment opportun1t1es in mental health and the human .

services will be-in settings suchaa//;fter care homes, L ’

.

sheltered workshops,.alcohol and drug .detoxification pro-

-

A} ‘ - L]
criminal justice.and corrections programs.‘ Industry may:
i . > . ! . .

direct some attention to the human interaction problems as.

i i
-

L]
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The changing-social\eﬁ.iadnment is -another factor-- /

+« _the need for workers who can interact with special groups
) . .« N . . 2

of p&rsons. - This 1nc1udes poverty groups, m1nor1ty groups,
rural persons, old people, yoUng people and alcoholics. -

en it a ears tha etrsons who are indigenous, to these
PP P g

IR groups are better able to he1p -than persons who are not C:::;

“
familiar W1th.thear‘va1ues.and cultures.

I . ,

’

A third-;rend in spciety is to look to workers to deal

.with. the ordinary day-to-dayjproblems'whioh‘clients present

:and to use professibnals as consultants to deal with highly

-~ %, .

spec1f1c and extraordinary problems .and as agency leaders and

s -
% L4

1. '
r, " With kpowledge of these trends, the‘colleEe'and its mental

. overa11 .program ‘developers.

u’(s ’ health/human service program staff are in a better‘position to
define fheir program objectives. Probably the major program :

-.obJectlve will relate .to the kind of graduates the program

’p1ans to produce, but other obJectlves will’ relate to such ’

4

issues ' as selectlng students, counxellng studentif developing v

a job market for graduates,‘deve;oplng community and professional

By ~

understandlng of ' graduates, prOV1d1ng c0mmdn1ty services to the
local agencres, évaluating graduates and ehgaging in research‘
! | 'y »

s The prdcess of settdng objectives is og/df?ficult, but

‘the college 'and the program'director should see that it is

donenin‘sufficient written detail so that/all involved persons--

T 'sgpdents, facultyL/agéncies, pro?es;dona s-and college officials--

% .

TN ,
can agree on what is to be undeg#aken by the mental health/human

'S




,.serv1ce program The program director may write the objectives

’

or he or she mayuwork with a commlflee of faculty tegether w1th

’ B .

an adv1sory committee of community agency persons and faculty

7

!

from other parts of -the "college. T~ .

A statement of program obJectives should 1nclude an- eXami-
nation of the philosophies upon which the obJectives and goals
are based. It is often the philosophies that provide the cT1t1- 
cal distinctions betweern programs. As am(example a program

that belleves 1ts m1551on is “to provide college transfer credits
. .
for preprofe551onal students w1ll,d1ffer markedly in tone from -

one that believes its mﬁssion is to prepare a beginning level

‘ practitioner--although many of the Courses mlght be the same.
Such a statement of objectives w1ll probably be ‘several pages
long, not just a paragraph or twa. Tob brief a statemert leaves
too ‘much ambigdity fog program interpretation and does not pro-

»

vide an’ adequate base for evaluation.

o

¥
PRIMARY PROGRAM OBJECTIVES™ FOR STUDENTS AND GRADUATES
The primary program obJective of mental health/human ser-
vice programs is to prepare a beginning level practitioner in

the skills, knowledge and attitudes necessary for working

sy <

effectively 1n ‘a variety of mental<health and human service

-
settings. Regarddess of the area of service 'the student and

* 1

his or her own unique env1ronment need to. be considered This

‘coincides yith the genefalist concept. The Spec1f1c details

~ .

of+vany particular service agency's operation would be provided |
; i p .

to the graduates through in-service training after they are




employed. The core of'knowledge, skills- and attitudes.will

prov1de the: generallst W1th suff1c1ent flex1bL11ty to meef
e

future service’ de11very patIerns which are- not clearly defl
’ !
“at present, such as new pattenns of communlty care for long-

term residents of’ staf% mental hospltals OTr new patterns of

.service to chron1c alcohollcs who trad1t10na11y are handled
Q a

by local courts and Jalls. ‘ s

While the objective of prepar1ng a mental health or humarn .

-
service g;:jrallst pract1t10ners has been accepted as' the appro-

priate mafor ob3ect1ve of V1rtua11y all mental health/human ser-
vice programs, ‘there 13, by no means unlversal agreement. A few
peop1e feel that the objective of these programs shouId be to.

provide only college transfer programs; a few others feel that

the graduates should be only assistants to onefof the established
professions; others feel that the graduates should have only. one

or two narrow skills suech as psychotherapy, behavior modifica-
- om

tion.or outreach. It Is important- to make these.objectives ,
‘ ' ’

€lear and specific, for the gntire prograh will ‘be designed
accordlng to whatever pattern 1§ agmeed upen at the start. -

Tf\the general}st pract1t10nér concept is deflned as the

prlmary ob3ect1ve, ‘then- the program will prov1de further ’

’

definition of the goals and ‘roles for this kind of gradwate.

2 .. [}
12

Goals for Graduates

>

The graduates will work directly with clients, families
‘and local communities and will imglement the following goals:

To halp.the client with all of his problems e

- [




. N *
: . A / v

~

“

To- help c11ents and- families help | themselves toward L :
! ~ maximugs functi on1ng _ , ej

To help peYsons dlscover alternatlve ways of reSOIV1ng s .
problems . . i oo '

.

<

T6 heip peoplé 5g91d problems and to be’ better able to
cope.#ith everyday livihg -

To deliver interperéonal social ‘and ba51§§5iy51ca1 C
Support serv1ces to c11ents . .

To act as an 1ntermed1ary betweenr commgnlty resources,

and clients -and - families, .

To faC111tate approprlate changes in systems within
' the local community to help people fungtlon more
‘ feffectively e ) \
-® . °'_ . .

.
.

Roles of Graduates

-

-~ The worgzr, in order to acéomplish these. goals, will need

to employ.a variety of roles in his er her work with clients

and communities. The following are some of the roles that have

. Y -
N 4 . Loy i . ! SO ’
been identified in earlier SREB publications 'as appropriate for
5 . ' . .
- 1' ' . T, -
the mental health/human service worker. . These are not “to be

Al

considered as sqéarote jobs but 'rather as r8les which any worker

mlght play 9t/any time dependrng on the\needs of the specific
L4

v
51tuat10n ¢

Reaches out to. detect peoplé'wlth problems, tO'help
them get, to existing services,” and to follow up to
make sure they continue toward their max1mum rehabili-
tatlon .

LR €

Works tog¥ther with clients in fighting for changes

. In p011c1es, rules, regulations and Iaws to prOV1d77
ibetter services. - - -

/AssoSseS c11ent Or communijty needs and problems whether
) ,' me cal\ psychological, social, educational, - etc. This
rncl de51formu1at1ng plans and explalnlng them to all
toncernéd C : o
- i s - - , 1 ‘
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N

Performs a-gange of instryctional activities designed
primarily to improve the functioning of individuals * ~
Oor groups. " e ’ . «. -~

Carries out activitiese desighed to change behavior, .
ranging from coaching and counseling to casework,
psychotherapy and behavior ‘therapy. ‘

9 . 5

rd . - = -
Helps to get new resources for clients or local -
communities.” - )

A

. . Works in consultation with other professionals and
agencies regarding their handling of psycho-social ,
problems, needs and prqgrams. : ‘ . \

.

Works with leocal/cOmmunity boards, committees, etc.

To assure that cpmmunity development enhances the .

mental health ang\égﬁiﬁi and self-actualization, or .
4 %t least minimizes the emotional stresses qn people..
‘ ; . )

Provides sﬁpportive care for persons ‘who need short- *

term or ongoing support of some kind (financial assis-

jtance, day care, social support, 24-hour care). . w
|
|
|
\
|
|

A Y
’ PerformspV§rious‘aspects of data handling, gathering,
analyzimg, record-keeping, etc., regarding individual .
clients -and local programs and needs. - R

Carries out various administrative activities that are
rimarily agency-oriented rather than client- or com- -
-, mnity-oriented (keeping time records, supervising aides

. volunteers,. obtaining supplies, attending to a range
# . of agency "housekeeping" activitjes). . . -~ L

"
. >

° o . ’ ‘ ) . ) A~ -

s . It is not likely that any individual worker will be Céllig

‘1% 2 . - e [, - . '
© 7+ upon; to play all of these roles every day, but the'tra’ining : .

should prepare workers to anticipate the poésibilitimthat thegg . {
oo P - ‘;f’ . N .. \
are llgkly roles and tolhave some basic ‘competence in them,

Areas of Competence for Graduates e o ’

If the major objgctive of the mental Healph/humahvserviéé

pProgram, is to prepare a generalist at some basic 1éve1:of'com-‘
. ° - by ! ¢ )
. . . )
petence, but not necessarily fer a high level of competehce 1n

ény’particular subspecialty, 1t is retommended that the program ‘
. 3 . 20 T . - ‘ ;
| , . 30 . o
ERIC .. e T T D :




8, .
¥ - - [
. uw ~ . /
- . . ! )’ - /‘
. define the goals for -graduates in four major areas of ff
compktence: : - ' \ , ] ;
- . - ;e \ ' 1
1. Knowledge ‘about human growth, norgal and ab- @ -~ !
normal behaV1g:, local SOC1a1 systems and . - o
; : theorles of intervention. . . !
' |
: ’ R
2. Skills for intervention with 1nd1v1duals, o
tamilies, groups and communities. ‘ ‘l B
3. Values and Attltudes in regard to tha use of
. one s self in human serviee work.
4. Self- awareness of one's own personallty, moti- E
vations, philosophies, abilities,- reaction ° ¥
. patterns, 11m1tat10ns, etc. - . : ) .

. ) '
The program shoq&ﬁ‘have a firm didactic base.of academic

offerings and a considerable amount of experiential learning

A B v

‘ )
The .graduates should develop real com-

)

and field instruction.

Y

petence in perfgrming--notvjust "knowing about' the skills of

e

intervertion, and.the graduate should have a keen awareness of
his or her own values and personality and how they affect be-

’ halior with -clierts and communities rather than 'simply a krow-

a

ledge of 'the values he or she '"ought'" to have.
I d

5 S .
.

. Specializations in a Generalist Program

T

¢

’ o The generallst requires a cértain corE*of kébwledge, SklllS

and values, but beyond this there may be a de51re on the part of ’ .

-~
.

.. certain studénts or major lqcal employers to have spec1f1c areas’

- ¥ - .
%

‘ot competence . " T

Specializapions,may be designed in various‘wéys. -Perhaps

| the threé major options a%aiiable to the college are: 3) by .

%echniqep (i.e., added specialized courses in.such techniques
A :

as counseling, group work or behavior therapy); b) by field or ‘

s’ . ,. . : / o

\

21 . : ‘ .
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| ) . . . p
problem area (i.e. mental retardation, alcoholism drug asze,

\

aglng, th1ldren correct1ons)$ c) by profess1on

~—

The College

'ﬁ

needs to cons1der these options and seek the'adv1ce of the

advisory bodrd in mak1ng its choices. In general it appgars

that specialization by £1eld or problem area,, pr0V1ded by

‘ I~ ’.3

elective courses and seleqted field experiences, .is.more con-
g, ) [y .

oo . e -
better meet the needs of both graduates and communities than

*

in speckalization by techniques or professions.

sistent with the overall generalist concept and is likely to

Specialization by techrnique tends to predispose* the worker

to using a ‘single method of intervention for all clienﬁ%gitua-
tions rather than maintaining a more eclectic approach to the

client's needs, but there are surely sofe situations where

specialization by technique is desirable at the AN level. For

exampie, 1f a major local employer 1is an-institution ‘for the

.
,

mentally retarded that uses d behavioral approach with its

- o4
-

residents, then the college may want to provide a,speciadiza-*
- ) .

tion in behavior modification as well as in mental rFtérdatidn.
o
L
’ . / .
Student Rectuitment and Selection )

e b L

The mental hea¥®h/human service program's sta;ement of

'obJect1ves w1ll determine the k1nds and numbers of’ students.

who will be recru1ted and selected fDr the program. These

‘objectives will be based on the assessment of local needs for

L]

the'prégram. It AAill.be specific about any spec1al groups“to

be recruited (1.ez, men, minority group persons, m1ddle l{fe

persons, psychiatric;afdes"employed in agengies, etc.); as well

=t

v



b

as any academic, peTsonal or employment characteristics that
- . . *
.are soughtk\ If the local need.is determined to be for certain

. program specialties (i.e., mental retardation, the aged, cor-
+

rections), the students sHouId have motivation for that kind

“ .. of work. ‘"The objectives w1ll also set forth any selection
./ + o . —
criteria that will be ‘used. 4 ‘ ) '

- . ) - . () * -

-

% ) ° - v
Personal Development of Students

o . -

. J . .
Another objective that is often overlooked in drawing up

LY -

L] ¥

\\writtenwprogram obJeCt1ves is that of prov1dlng mechan1sm&<L‘

A
‘gssure the student's personal gr/gth .and development as a human

1 - -

» ‘ -
5 L ]
(:serv1ce worker. Among the needs of students in th1§ area are:
To fac1l1tate.the personal growth and development of //
each student (e.g., to enable the student to examine ° //

‘w and evaluate his or her commitment to the field)
To provide opportun1ty for the studént to. real1st1cal§/
understand his Wr her own potential for helping other
" whiles, :also recognizing and. accept1ng his. own., 11m1tat/d

®

Ce To provide profe551onal 1dent1f1cat10n for the studénts -
v : e
To meet these objeCt1ves the _program might prov1de gegular .

/

ind1vrdual counSel1ng of all studentSQ sens1t1v1ty type semhnars'

. on a regular basis, speC1al events program% for students such as-,

!

- volunteer programs in state 1nst1tut1ons and opportun1thes to

part1C1pate in profess1onal affa1rs at local~:if§£_ﬂ_#/reg1onal

levels s ; T o ..

o " :
¢ / N ! —_
/ N .

7 ' . N
7

Evaluation of Students, .

a . . . : " ° 19
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'{J’ﬁ' cfrcumstances of need, demawd?’fechnoloéy, financing, etc. ‘
. .' Lo 9‘ ;:'/ ) l ] T, . " e ‘ 't ')z
"OTHER OBJECTIVES OF THE MENTALlHEALTH/HUMAN SERVICE PROGRAM

) ., In addition to the primary objectives relgted to the kindp

and numbers of graduates to be produced~ there are other ob-

-
- .o M

Jectlves of a mental health/human service program that must

CT be described and planned fér in the program. ‘Among these
. S .- 3 . |

. are: ’ . o

“

- ) Job Development ' ‘ ) »

-

Mental health/human service‘programs Fave been develaped

~on. the assumptlon that the workers are needed and Jobs will be
available. prgVer the 'college B}ograms cannot take thls for

4

. granted, but must take the responsibility for deyfeloplng and * >
\ N |

-

prohoting job and career opportunities in the agehcies of the S
| - ‘ . .

¢ ° . . * . A
state and local communities. ' -

a~

- P

The programs may agsist graéﬁétes in*%heir»fob search by
t N i
including prﬂEtlce ig job 1ntervaew1ng and in preparlng a cux- 4

riculum vitae. Personnel of 1ce;éP» emf agencies ‘ﬂ& qi 1nv1ted

= 1

LI Y ~
4 -

. fo the classroom to describe job o tunities and how to ap ly -
_ PPOXN P i

The programg can also_survey emponlng agenc1es to learn how

A
- L ‘L
\

which the col}ege program might be,1mproVed. - - . .
v | . I - . - . .
' L & . : -
‘ Community Acceptance--Public and Professional
.- - N :
‘ 'Oﬁe of the objectives of a mental health/ﬁyman service .

o “the graduates are’ielng aﬁd to get suggestlons for ways in ‘

K

progran will be to 1mprove!commun1ty acceptance and understand—
Y ¢

ing of the ram and of the workers in general. Thls 1s .
4 I . . 24‘ % '
o N “ . ¢ i ‘;U W . - . v
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P

to minimize< the conflicts within ‘the professional community .

.

regarding the role of the workers
LS

- ’

. égheral acceptance. The'brogram$é&d the graduates

“can be promoted in the #initial de opment stages
through the survey of needs in .the community and ,
through the appointment and use of a broadly repre- -
sentative advisory committee of agency“persons, pro-

essionals -and advocacy group membexs., Such a com- s

ittee- should be actlyely cultivated. ﬁnd maintained

ti* 3 or 4 méetings- a' year.to reflect “changing
commhnlty ‘needs and to feed back” informat#on about -
the- progress 0f- the program. rograms should be
modlflet in res‘ponse to gheir advice, e

GeneraiEpubllc understandin ”Another oBJeéﬁébe of.’
the prdgram is.to” develop géexal public understand;*
ing of "the programs and acceptance of its graduatesg
his may-he done through radio, television, newspa;ﬁ_,',{’f'~
and speéeches or presentatlons at public, meetangs of/,
mental health associations, local-s4igh schools ets, -
Recruiting Programs can ofxgn .be tied td programsﬁog
public educablon about the program and what the gradu--
‘ \._Vat?s é? L e p ﬂag
* Profe551onal acceptance. " A- cr1t1caﬂ obJectlve is to
- obtain. acceg’%nce and understanding within the prot
fessional ¢ munity itself.. The conceptrof middle
level workers i§ new’ to most‘of the-p¥o e5510ns, and
the concept of the generalist may be threatening to,
some.” The problems of misupd®fstanding and conflict
3\\/must be dealt with, and the profes3ionals helped to-
understand,; that the new workers are not taking over .
their wgrk but are 51mp1y extend¥ng their. expertise
‘te more clients and’ lies. The. professionals; ﬁ&edh R

.. to understand’ how theyatan best use ‘the workers {

... accomplish this goal. This involves new respon51b1*'
Iities and role relationships for th& pr Qfessionals.
Greater professional aceceptamce will lead to more
jobs, for graduates. The mental health/human service ._.
‘program can achieve th1§~prdfe551ona1 understandlng»w@\ )
“through_ WOrkshops, articles in journals,” presenta- ;””‘
tions at meetlngs of profe551ona1 assoc1at10ns and .y,
at profe531ona1 schools s, L

4
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communityﬂser i
to thas klnz‘gfﬂwork “if not, 1t=mal'be desirable to estab11sh
!

~such”/e1at10n$h1ps.
/

» . k .
v "Community Services \
v

An bhieiiive of the program may be to provide eeiﬁain

& -

]
# .

activigies arg?, . . . -

.
. N

ﬂfhe college
50" that everyone unders'tands the nece551ty of budgexlng fﬂnd; ‘}

geducatlon so that the students arfd graduates recelve approprlatp
. J

*

.agencies.

. ™
; ,Cont1nu1ng educatio

* wand administratiof.

A Ampther obJectlve is to est I;Sh 11nkage

Staff develqpment for local agencies. The mental
ealth/human service program of the oommudlty col:
lege may find it advantageous to provide in-service
§ducation for local mental'health or human-service
This helps the .1ocal agencies, provides
funding for the college and- Strengthens credibility

all aruqnd‘ P o \
T gggduates and other pro-
s 1‘

fessionals. TRes€ mdPr he short-term program
"topics such as’ Behavior modification or" group

therapy ‘ : .

-~

. . "
Partfbipatlon in local menta health and human ser-

. .

mong the possible community service .
g P : L

vices comg ttees, boards, task forces. The cdiiegef'

program can help in plagnlng,prOgram developm t}
Ygran -

. This gives the ‘sollege pr
;visibility, Helps develop JObS and helps the’ com-.
munlty

T v (S é o - .
N s < > 2 - .
. . N ’

'AL& of*these requlre t1me c

[ Y

T

- 'x ; ’ ~ .

and time for these Lactivities. . -,

[ - ’
. - . he . :.

I " '_ . " . . - . .,
-“Linkages-toingher Education . oot .o

tb'the rEst of:

R

4
-

.
. , . - ,
' e . . NS . - .

o 26 4.4 2, :

‘

i . « ~ N - , i
'sés. Sbme colleges haveaa,strong.Qrientatlon

L4

"and thus sﬁould be de 1ned as program ob3ect1ves

?

itments from‘khe faculty‘dﬁ‘

thaacollege and to .the senaor in tltutlbns and boards of hrgher

[

“credit and 'S0 that they ‘can transfer tb sendor 1nst1tut10ns if T

. -




they choose to continue their education. ~6raduates should be -

able to transfer all or most-of their credits’ and not have to
: u"' ' . ’ “0

réepeat courses in which they’have already achieved competence.

This will require explanation and documentation of the non-

’

- . . - .. ; . T - . - ’
traditional. learning experierices (i.e., practicum, field train-

-

iﬁg)yprovided in ‘the AA.prograh.

In the case of local colleggs, it*will be nécessary to
develop a pattern of hQurs;'clas es, &oursg§; etc., which is
dacceptable to the céllege for n Assotiéte degfée Some of

this will require negotiation-with éurrlculum committees, deans,

etc., espec1ally for modules whi students need, but which do

- . ' . "\ - ¢ 1‘\
not requ1re fu!& courses. @ ‘ -

. , *
The ‘mental health/human serkice program should also nego-

tiate with other academic departments of the college to assure
that' stpdents‘!re being‘éffered the full rangé;gf knowiedge and
skllls that 15 required fo].thf/core of competence. For instance,
'* some.generél psychology courseslg\e strongly or1entea to animal
and experimental psychology and offer little abbut human develop-
‘ment or abnormal p;y;;olpgy. ‘If the psychology department is

not willing to <Zach,these conceptsgin general psychology, the

(4 \ - :
mentaI‘health/huLan service program will have to teach them in
t ~N N . .

one of-its courses. It is not sufficient to simply require |

}

| . N . . A
¥ : students to take courses from other departments without knowing
exactly what is taught in those courses and how they fit into

the oyerall _curriculum for mental heélth/human service students.




© to operate E e program effedflvely\hnd eff1c1ent1y ThIS ‘

-

Faculty Develiopment : .

Still another objective of ‘the mental health/human service
- 0

program will be to develop & faculty for the program.  This

w1ll include recru1tment ard selectlon-procedures, faculty

. ~or1entat10n and cont1nu1ng development as teachers Most pro-

grams str1ve to have a multi- disC1p11nary faculty of Bxperlenced

practltloners However, relatively few practitioners are.knoy-

¢

1edgeab1e about the value system of the community college, about

the generallst conifpt about currlculum development, about

teachlng methodologles or student evaluatlon The program .
should plan to have orientation materials and sessions ai‘

¢ . .
should plan«;o sendtfaculty_to natlonal or reg10na1 faculty ' ‘
g hd . - ' ‘ Ty

[y

development conferences. o
“-,

PrOV1510p~shou1d be made fpr orientation and\superV151on

of field 1nstructors frdh local agenC1es Funds and’ trme - ‘
should be allocated fo»the program for these pbrposes. C oo '.:
N

OVERALL PROGRAM é&&FE,CfIVE@Ess mFFICIENCY

4

The program wlll need to obtaln theﬁneceSSary .resources -
+ ¥ v

-

has at least three elqments : . oo
Obtaini resources. ‘By resources we mean funds, : .
Tacili E?es, §§Eu1t¥ equipment, etc. The most dif- .
fIculf te comMe by 1s funding. Some prdgrams operate -

. “entirel ?on gegular cg}lege income sources while )
others ave sought and obtained extra funding |

gq;zgg grants, federal aggncies or cohtracts: with

st d Focal agencies! ‘These oygside ‘funds are
usually for' specific purpgses, but they do expand

and enhance the program. Thg program director and
staff will be responSible fol writing and negotiating
grants and contracts an ovefSeelng theﬁroper expend- -
1tures of thke funds

»

-
. »- ;

1, . 2 i s .

‘; ' . . .
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This alsd/involves negotiating funds for equips-_..m7 0 T\ A0Sy
ment, facilities, part-time faculty, etc. C _ k?(i,‘;é?
= \ L e
o Effective operations. This involves eftablish- e e
. " ing objectives, procedures and schedules; re- . T \
cruiting staff and s.tudents; “providing field, - ) ;
experiences; planning the curriculum and im- S
plementing it; monitoring progress and problems; . ~
and evaluating the program to assure that it'is :
producing high quality mental health/human ser- . /
vice woYkers who are- being employed successfully.. | _
* ’ ) 7 /
Efficient operations. Thig - involves atténtion L [
to the costs of the program. The program must ‘ . ;
assure that the costs. per student, ger graduate, N
. pericredit hour, are within reason according to /)ﬁ\’
college gtandards. This also involves efficient . C
use of donated .time of field instructors, part- § &
/

-

-time faculty, and facilities shared with other i
departments. ‘Tt requires the program to identify i
d$ts attribufable to community service work, de- |’ - .
) veloping community understanding, ‘s tudent recruit- e 4

ment and selection, separate from instructional N
! costs. . This step requires documentation of ae- " *, ~ .
tivities, time and mqQney expendijitures, so that®* }‘ T
appropridte program changes can be made to reduce / o
costs when -necessary. . S ‘
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‘And Organization

ES

R
Thé. mental] hegalth/human gg;xiée program i$ viewed in, this
~ ’ ot .
o NG . K ramrarirs” . i
ion‘asVH$Ving two major levels of organizatienal relation-
. " . U .

__—"‘_,,aa—‘

‘

sh?gs: the imtraorgamizational relationships within the college

[ 4

inprorganizationall relationships outside the c'ollege.

The structure and organization at both' levels reflect , .
| P * .
compromises among numerous alternatives. The intention here

.
-

. . - R - , .
is to consider different arrangements with respect to conse-

quences for employability and development of brqﬁessioﬁal “«

recognition for graduates. . ‘

INTRAORGANIZATIONAL - .
The internal,structd?e of the progranm mayybe divided into

‘staffing, curriculum,and student components.

» 1
~-— N

‘Staffing . S o

Staffing includes.both administrative {ggdership and

.

. |

the faculty'of-the program. - . ‘k

‘ AdﬁinistratiVe leadership. A progranm administrator
: TN
may be, a director w}th‘full-time‘administnative\responsibi-
- 4 L}

lities to the. program, or a coordinator who carrjes both

'
'

adminf%trative and teaching responsibilities elsewhere in

- A ’

Coo 31 4o
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the college. Administrative functions vary according to the

collegE's expectations. When-there is a director, the program

benefits in status and in the amount of time that can be devoted
cot ’ § . : .
to administrative functions .® oo - :
N I'd

.Part of the administrative duties may be allocated to an
g -

administrative assistant-or a field placement coordinator.- An

_administrative assistant provigdes supportive functions for.a
‘ B v ~ ‘
director or coordinator, particularly in the area of public

information and job development. Adjunct administr%tive staff

’ "

can fr;e the*direc}or's time to improve the quafz?y‘of trainihg;
to increase program visibility, and to establisl.job prospects
fér thé graduates. In somé programs this position 1is filled

g& é student of the program a§ part of his field placement, or

"by .a graduate of the program or by a graduate .student from a

.

local university.

In larger progrdms, a field placement coordinator assumes
responsibility fer the developnment and coordination of field .
placement arrangements. Field coordinators may also carry

»

supervisory responsibilities fQ{ a block of students within a

.o > '
specific agency. .

Faculty. Faculty may have appointments solely for

teaching poéitions in the program; ‘they may carry joint teaching

and adminisgrative assignmentsy they may have joint appointments

E

within the program and in another academic department of the

college. - Joint appointments have the potential for facilitat-

ing coMmunication with other departments -and permitting greater

v

input of coufe content from related disciplines.

»




. e
. - The faculty of the mental health/human‘serv1ce program
' are usually practltloners from the establlshed professions.

Recently some mental health worker graduates have been added

o Facultyeo classroom teaching, student counsellng and often"

some of the field 1n§truct10n, so their teaching- obligations

are often42reatqr than those of othbr dollege'faculry who have -

only classroom assignmanfsi " Often aart-time faculty are used ;

to provide more variety of professions on the faculty

Currlculum Issues- *

0 . ',i

“'The basit reason'for establlshlng assoc1ate degree pro-
v

.~

.s
.grams in mental health at the two-year level was to prepare,

practltloners for mgntal health'and human service agencies.
Thus, there are StTORg reasons for making thése programs career
- prpgrams"w1th a strong”orlentatlon to skild competenc1es If
this kind of a program is well designed and well taught, most
graduates who later decide to*conthue their educatlon will

find tha; most of their credits will transfer, although there

. may be some loss of credits. If the only purpose of the pro-

gram is to assure transferability of all credits,.it might be

. . i . /
better‘ta/yonsider a traditional general studies program. Trans-

. fer programs include a hfgh proportion of gemeral college courses

e arid tend to turn out persons with fewer skills and therefoxe

~

graduates who are less employable, although they may be in a

better position, to continue their éducation. .
: . - '
The career/traasfer issue also r?}ates to course coding}

that is, whether a specific course will be listed as a menta




’ -
-

health/human\%ervice course or a psychology, sotiology, or

‘other departmental offeringT—{ourses titled with mental
health/human service.names tend tp foster professional
identity. There i's usually a greater degree of control over

what is taught and how "it is presented, particularly with

-

respect to skill training.” However; course credits transfer

-
LY

more easily when courses are coded according to tradition-

- A , >

ally accepted disciplines. PR

4 -

Degree and certificate. The degree offered, A.S. or A.A.,

does not appear to affect employability or transferability. A
‘certificate may be awarded to students who have completed a’
core curriculum of.skills and knowledge, but who have not com-

pleted the academic requirements for a degree.” This is parti-

. 'cularly appropriate if the program is linked to the staff

R
development program of an operating agency.

Field placehent. The field placehent is an essential part

.

of the student's learming experience. Considerable variation

-

exists among programs in ‘the total number of placement hours

réquiréd, the number orF variety of placements required and the *

..point in training at which the student first enters field.

placement. There is a direct correlation between‘the number °
of hours a student spends in placement and the extent of com-
petency attained. Phe issues are explored in Chapter 8.-

Time models. The traditional academic institution r

]

\ . ’ . 3
on a semester-or trimester schedule with courses schedul

P . -

one Or more re uiar weekly time slots. Many community colleges
g Y Yy Yy g

L}

-




operate bmn.a quarter system. Within the schedule, it is '

-

desirable to have flexible offerifMgs of day and evening
classes in order to accommodate sggdents who may. have job
" and family-respons@biiities and field placement commitments.

The traditiongl academic schedule  is often not the most

4 !

service

-

desirable arrangement for teaching mental health/human
skglls. Learning modules may be organized around specific
skills to be mastered. Thesé'may be most effectively taught

in a cbncgntrated weekend workshdop, or in- a limited number of
\

weeks, or in various other types of time arrangements, depend-
ing On the specific skills being taught.  FTfexibility, to the

extent possible MithiQ the framework of the institution, will

N
L4 ] v

» help maximize learning.

"

Time models are influenced by the philosd’!&es of the

program. These philosophiqs (whether a géneralist or a

‘

specialist, whether didactic or experiential, whether a career

program or a transfer program) have serious consequences for *

chodces of time models. Philosophies should be explicit,

v

. Student Components g €

— Actual size of the 3tudent body in .the mental health/

i . ‘ a
human service program seems to be less important than the_ ‘ -
~ , St
faculty/student ratio and availability of suitable field
. placements. A program also needs to consider the potential . £

job market and the number of other training pfogfams in the

kA same geographic area. - . . o




L

8 .

» " ‘Part-time vs. full-timesstudents. A program restricted
' A

. . o,
to full-time students assg;ggja high Tevel of student involve-

~

: _ mentF helps establish a professional_rolg definition, allows
. for ; more even integration of knowledge and skills, permits_
a greater number‘of oougs‘in placement, facilitates the use
of fle;ible time_modules, aﬁdlaSSures that the students are
. all at approximately the same place in léarning. For the

faculty it greatly facilitates management problems; for the

student it maximizes learning. ' =

14
-

' . -‘/.
The gmea{\ilsadvantage is to students who would be ex-

H

cluded from the ‘jprogram because of family or job .responsibi-
. A

lities. And a nimber of excellent students fall ingo this

category. There is a need to work out alternativéxt%:e

modules to accommodate both needs.

~

Adm1351on criteria. R1g1d selection criterta are often

A} L

con51dered(1ncompat1b1e with the community college concept.

But where colleges do not have selective adm1551ons cr1ter1a
drop-out rates may run as high as 50 percent. In open admis-

sions o!ogréms other structures may be built into the program

such as:

:: Examination ef prior experience, paid 'qr volunteer

atisfactory completlon of specific course require- ’
ments_yrlor to entering field placement,

‘ : Orientation sessions for prospective students to
clarify tasks and goals of the curriculum

Interviews with individual students prior to
registration ’

e

Clearly specified criteria for continuing in the ~
/curriculum ' ‘B
3 | "
. — i 6 :
< IR
55 &
> X =




Selective admissions proceduxes, on g;;;::her

- »

“raise,thornx‘questipps'of evaluation of potéﬂﬁial r$pccessful

’ R i 47)
* candidates. *Interviews; recommendations ang/t€§fi§' érocedurei
to ;;asure ;mpéthf,fmaturity‘an&,ability to do the éérk all
have limitatiqns, although they nge some additiomdl;data upon
/7~ which to. evaluate. | ’ '/» ,Q

~

Involvement of students and graduates. Involvement of

'%Ipdents in the ‘program is important.to assure that thé pro-
~ 0 . v
gram 1is meeting their needs. This can be a plished through

s o

student®” representation on the advisory committee and through

student participation in other decision-making structures with- .
)

in the college. Students should beorepresénted at'department

meetings. Some programs have ''retreats'" for both students and

faculty to better assess student needs and to invite student

4. . ~

participatien in planning the program.

PLACEMENT OF THE PROGRAM WITHIN THE INSTITUTION

Mental health/human service programs are located in a

- .

variety of pléces within cojgmunity colleges, or in>colf§ges
. .
and universities.

\ja)ograms housed in community colleges may be more

-

résponsiye to changing community needé because of the\?ar-
ticular man&ateg,of the college. Two-feam programs within

a 4;year college-or‘uhiversity maX.Be overwhelmeb by the
segior programs. The agvahtagééud% locatigg'a'program_wighiﬁ

a 4-year college or university are.greater ®esources (staff,

4 v

» _'libra}y, faculty in spééialized related areas), a possible

37 9% .

AN
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-
1

reduction in loss of transfer credit’ and potentially greater

'

status and professional acceptanee of the program and 1its

graaﬁateﬁixa; ’ ) . : ' .
b_Divi51 of Allied Health érograms —

» . . . . . } )
One possible advantage is an increase in funds avallahle

“for health programs< FI.ﬁlso there are often more scholarshlps
o)

and monies available r*students within the health programs.

Sometimes there are special job opportunities as a result ot

this association. A possible drawback is the tendency for the

prograh to be dominated by the bio-medical model which may be

4 L}
_}»-&\‘ R
- .

?
imposed by administration.
I .
~ -~ \)
D1v151on of Soc1a1 Sciences

jlk students are. likely to be exposed to faculty members

’

of various profe551ons producing more of a multi-disciplinary

Aleokthere appears to be a greater likelihood that

v

program

courses will transfer to four- year colleges and universigies

whiCh view the social sciences as more~academically oriented

in this environment.
: »

Division of Occupational Programs

-

The program is likely to-.be more skill-oriented and.to
- .o

have more formalized arrangements with agencies for train-

ing and job placement. There may also be less creativity

.
¢
~

and personal’ growth opportunities within the program.

.
4 o~

14




- % - \ el 7
£ -
. A - L , [ v
¢ W -
[}
\ .
. D1rect1y under the Dean of the Colleg; T
i Y An obvious advantage:is a reduction in buréﬁhcracy and
. k ‘Y- .
« . a direct access_to adninistration. Such ansarrangement;may
. . i . .. . : o 7 .

facilitate development of a generalist approach. .However,
' .

A}

ne i
m s &

""'shogstring budgeting" departments. there is a risk.of isola-

" tion from.the rest of the college. ) T -

e - -

Within Another Department ' .

-

The orientation. t6 a particular dlsc1p11ne @psychology,
¢
sociology, counse11ng) ‘would tend to influence the focus of-

the program. In addition, the budget allotment Yor the‘men-

tal hea1th/human serviee program may be, smaller :because jit- _
4 -t
must be shared with the budget of the parent departmeht - .
- ’ ’ R .

°
* . .
- ' o ! .
.

" Regardless of where the program is located within the

College,_lt is 1mportant to establish and ma1nta1n communi-

3

£
catlons “with other departments and support;sg%x;ces in order -
/ . )

-

"to share 1nformat10n and
® P

resources.

For example,_report‘writing

taught by the English department may be correlated with rele-.

vant skills in the‘human services department

Audiovisual

¥
H

>

resource; and guest lecturers may be shared w1th social science

Y.

)

- -

or occupatlonal programs, part1cular1y where a slngle depart-

-~

ment’ budget-llmlts purchase of aqd10V1sua1 mater1als. Communi-

cat10n on student progress in -other courses fac111tates Qnd1v1—'i..

a ‘4 1 -

duallzed planning. L : e

CommuniCﬁ@ions between‘the mental heaith/humén serVice

-

program and the rest of - the College may 'be 1mproved throzg?
L 2

£ 3 \ - LI .
[~ ' i . . s . . p
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»'+ Tepresentation, of ther departments on the memtal hedalth/ .

- ~

' sy
N &

INTERORGANIZATION ISSUES.\ ol

»

.

.the 1n¢er£ace of the college and the cOmmunlty ha§ for

al lanages. AdV1sory commi ttees constltute

Sné formal \ . Another is to ﬁiyld placement agenC1es.
pr— - “' A3
“Both’ ofﬁthese 11nkages are dlscuSSed e}sewhere in this puba

»

«

. ﬂow T <
. 11cat10n- . et , / » . . - h

N .

The corTege sh@hﬂd be concerned about some form of recog;

~ Nition for f1e1d superv1sors. Some aiternatlves 4pr accompl'

<

, . .. * ' . . B
partments, and through shared written cdhmunlcatlons._ St

- ———

ing this‘wou}d,be facultg appo%ptment, e1ther honorary or ' ﬁg// .

with . academlc rank salaf§ arrangements, cert1f1cates of *

PR

.- recogn1t10n of service; listing.in the college catalqg.dTo

further~increase the formal 1jnk oetween agencies and pro-
X f

- the program and college ﬁay,prOV1de educatlonal services to.

-/
+ ‘the. agency ‘in the form of w%rkshops' semifrars and 1n~serv1ce- PR

"‘ - r‘ . . ' . ’ - ' ’
“courses. . s Lo oo

:
»

: ’ The menta1 healthfﬁhman service—program*may develob‘

- , < 3

*gther educational 11nkages w1th1n the broadet communlty “

" H

These may 1nc1ude providing cont1nu1ng educatlon for humpn

»~ El
servﬁce graduates, prov1d1ng cont1nu1ng;gducat10n courses

of *mars for other human serv1ces,perso

.’

, in. staf(~aevelopment programs to human: serv1 e "agencies of the

g ‘ 9 .- : ’ ).
ommunlty (/ .o ' ‘ R
R e SN - ~
‘&A"e ’ ’ ' ’ » . ! 40 ,.,‘5,“ . aq ‘ ‘
. x L . i . "

grams, faculty may provide consultant services ko agenC1es or b T/



_ job dewelopment

" has been initiated by an agency of state government.

- . ‘ -
. . .
a .t _ o g 5 \ ~
L e '

. o :
‘ 'Relationships at State, Reg1onal and{Nataonal Levels

The - 1nterorgan1zat1onal network: bewn% commun1ty exists

at state levels, at régiohal.levels and at ‘the nat1ona1 level.

- Ll A » N s

. «Stateas Within a state thére is need for planning the ¢
: 2rate,

[
" -
4

‘ pumbet and d1str1bu£1on of tra1n1ng programs._Thq.Job market

Y

is highly dependent onJC1ty, countf and state merit systems.' -
Program d1rectors from several schools within a state can -work

. ¢
together '%&st ish con&ts W1th mer1t s)stems to es’tabhsh
proper JOb descr1pt1dns and class1ficataons. ;' :i‘:.

*h
¢ o D

f1e1d placements amd exchange oT resource&
"y = b J

may be’ done through 1nformal organ1zat1on of program d&rectors

from-the various collegesx.

».
In some states this coord1nation~

This has™

4 * o - - . . '. Co.
the advantage, of having a direct line 'of $ommunication with
.‘ ° - K : - “/ -
state government. However, coordination which is initiated
L 4 : . .-
by the colleges has the adyvantage of freedom #@f action in Wwork®t

1ng with atl agehcies .of . the state. © ' .
gtate governments.affect program structure by 1nf1uenC1ng
job opportun1t1gs. Even{though local agenC1es may be ready to A
h1re~graduates, thedr JOb slotz are often funded'by the state
. <« -

State government 1nf1uence on the program may ‘alse be felt in
. ™M

5~the areau“ 1icensure requ1rements. It ig;important therefore

. L) - . » . N
 tdPestablish liaison with gfate hyman service agencies and pro-

'
14

fessional-organizaticns. ) B

/ -
Statew1de coordination of program act1f1t1es such as ~

/
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. Y

Regional. At the regional level graduates move from state

to state. Reciprocity among the states calls for similar cur-

ricula'to fa0111tate this movement. These similarities are
o .

best" achieved through a reg&onal organlzatfon of facuIty and

> S

'program directors to provide for shzglng resources and solving

-

problFms. In addition there is an ihkcrease in professional “

status and V151b111ty as a result of belng a part of a reglonal

° -

structure. ‘ ' * -

A (Y o B .
Nationgl. At the n nal level,garticulation is needed

“with a variety of federal agencies, since.the fgderal govern-’

’

:\.

-+

ment establishes job specifications for various agencies and

prog;ams. Currently federal job specifications apply prima}ily !

to the Veterans Admlhlstratlon and ‘the military® services, but=
federal standards- eften apply to oth&r programs (1 e., health

1ntenance organizations, drug and alcohol progranms, develop-

) med\hi dgbabllltles‘progrghs etc.) whlch are funded with

.\ ./
\
)

-

federal funds.

It is also de51rqb1e to establish a link W1th national

’

professifnal associations in order to q;azlde profe551ona1

visiBility for mental pealth/human service graduates. One
° ’

'éxample,was the Vail Conference of the American Psychological

Association which included a task force related to undergraduate
. -«

education at thes BA and AA level. This conferénce began to

place the'Z-year gfaduatps in the profession's.eye. '

.
.

N




-Recrmtm

definition of the kind of program that.is to be established--

~y

its
. etc.
the

and

more than one profe551ona1 d15c1p11ne should be represented

w

for the mental health/humafi service program courses should be

experienced practitioners who have had actual experiedcg in

objectives, its size, its relatiorship to local agencies,g
. L) = "‘ . 2

idea of preparing a practitioner with marketable skills

It is’ essential that potential faculty be committed to

And
,, erentlng Fac TU

Before recruiting any faculty the ;nllege must have some

@

I

h ]

to the concept of a generalist WOrker.

This objéctive further implies{that the faeufty persons

1f possible.

»

o~

are beimg prepared.

. h

" The size of the student body-will influence the' number

of faculty persons to be employed..

‘ratio varies considerably, but a ratio of less than 1:10 is

provides too little attention to individual student needs to

K

»

d

-

This qmplles that

.

. - S
the kinds of settiﬁ%shfor which the students 'of the program

The faculty/student
*®

=

assufe a quali;y pﬁoéram for all students.

F

.

~

{

iﬁdefepsible in cost @fectiveness, and a ratio of over 1:20°

N

-

-
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In® any Ease,\a mental health/human’ service proéram must
- have a core of full-time faculty--inqludingJa full-time director.

It is difficult to conceive of a.situat&bn in"whic¢h an adequate

» . 0] 4" e [ . i ’
program could,be run with only-a pa titime faculty person dssignéd

.to the pregram. There are simply, €00 many responsibilities in
recruiting and selecting students student counsellng, dexelop-

‘ing curriculum, estab11sh1ng and mon1tor1ng commun1ty re1at1ons,

-

and in developlng and superv151ng field exper1ences for this

. -

to- be a paft time commitment. - .

sThe extent of faculty respon51b111t1es will a!%o influence

‘ T

the number needed. Among th%hjssues’here are:
. 1Y

- What is the normal teaching load for the .

institution? . . ‘ .o

A Will the mental héa¥h faculty of the college “ "o
: ' supervise .the field instruction or will th1s&
be done by agency staff superV1sors7

R Will the mentalfhealth faculty teach courses - —_
-, other than mental health/human servicde courses?

Will the faculty be expected to do other com-’
munity Service work (i.e., help in local agency
staff development programs) as part of Heir
duties? \i .

Will part time faculty be used to increase the
practice orLentatlon? ‘

® -

) . PRI
% Administrative constraints such ag union contract .
requ1rements or COllege polrcy may influence the number

of faculty" n?eded ' P

- a . /u- ,
Avallabie fundlng will also 1nf}uence the number of

paid faculty. 'Special grants w111 enab1e ‘the program to
~

oA . N , ‘ - .
enrich its faculty beyond what can-be expected-from the

-

coldege's regular resources. i S

- . . 44 - v ¢




b
L-TIME VS. PART-TIME FACULTY

4

Certainly a minimum gumber of faculty (at least the

.

program director) should be full tiﬁe. It i§.dEsirab1e that

~

most of tbe mental health/human serV1ce fﬁculty be fuil t1me

‘However, in a11 programs, espec1a1}y in Very small pngrams,
- . .
there are certain advantages to using part-time. B faculty as

well as full-time faculty, . . '
There can be a wider range of professional
disciplines involved in the prograp—

' ] )
More variety of viewpoints and exp ences
can be byilt into the program.

1

Part-time faculty can teach spec1a1ty courses
and develop new content areas. -
v
Part-time persons can be evaluated for whether -.
* they have, potential to be recrudted to full-time
‘teachlng - .
j5art time faculty in the mental health/human
service program may ‘also spénd part time 'in .
other college programs: (i.e., nursing, correc-
tlons) and thus bring programs closer together
Part-time fggulty whda are also agency practitioners
bring current perspectives on practice issues and
active practitioner models to the classroom,

» ‘ ¢ \ . B -
. 1 M .

Part-time flaculty should be as''cemmitfed to the géneral-

ist practitioner concept as are fulJ-timé'faculty. Theyt§beulg\\

L R .
also be fully'committed to their teaching and student advise-

"
ﬂ,\ i . - .
ment resp0351b111t1es Lo o o -

fy' It may be”pqieible to recru1t‘profe551onals (psychia-

P trists, agency a&mlnistrators) at nd extra cost ?S 0cca51ona1
Tesouwce persons in the program. These persons enrici.the

prqgram and\ learn 'something, about the.collége and the mental
- ‘ ¢ hd » , ) } -

45 K
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~ health/human sefvice program by serving as special con-’
- .o . ‘ . '

W
o

r Y

)

.

sultant/Jedtureks. I T . " .
WHAT DISCIPLINES TO RECRUIT? ‘ ~ |
t " .The professioﬁs reprgsented on the faculties of mental

v ' . .
, psychology,

-health/human §ervice;§f0gfams.ihckude social work
. T ) . .
counseling and guidénﬁi, nursing and mental health technology.

(3

/There-are'also a few psxchiatristsf clergymen and special j |

édugatdon teachers, but *these ares glmost always par?-time .

Y

f%éil{y: There is no re®®on to favor one profession over

dnother. Among the issugs.are:

*Faculty should be experiegch“pfagtitioners‘in one
of the helping professions. ;

- -~ Faculty. sfould have an understanding and commitment
: to the generalist concept. Sometimes.faculty persons

, & .
Faculty should have an interest and competence in ch-
1ng, currieulum development, etc.’

Faculty should be people who are comfortabYe @}th’new
ideass, conceptsﬁ,cﬁanging trends in the field; etc., .
and Strongly inclined to keep up with new ideas or
innovations in practice and teaching methods. ,
Graduates ‘from, the mental he2lth/human serwice program
should be considered for faculty positions in order to
better establish' the "new worker' approach and role =
model rather than the standard disciplinary approach

of other professions.

Faculfy should have g congenial attitude toward the
' uniqueness 6f students of community colleges.

”
>

v =
l‘ . - ~

The notion of;a multi-disciplinary faculty is an attractive
one, but it is essential -to be sure that the faculty is working -

-

toéether toward the same philosophies and goals rather than

“~ * kY

need help to get over their naryow professional orien- ot
o tations and to work -together as a mental health 'faculty. 4

»

Py
’l
~

™



gach ‘faculty person "dofng his'own thing" at the expense of
. . 3 A - »,
the program. . .- "

'ADMINIST%ATIVE LEADERSHIP ). . w

The meﬂtzl health/human service progran needs sound
¥ w.a
admlnlstraxlve direction for the:nany aspects of program

o~
development and management that are required. .These include

setting program»ohilosophies and objectives; developing cur-

“riculum, setting policies for studentlréqrﬁitment and "selection,
. . -

deve}opimg policies for faculty Tecruitment and orientation, .

deveioping fiqld placements, WOTklﬂnglth agencies’ to gawvelop

approprlaag program inputs and program evaluation. These are

discussed further|in Chapter .12, The director’ should be a.

person with demonstrated orgonizatibﬁal and adminf;trative ‘.

ability; he must be able to work not only with the. administra-

tion of the gollege and with the faculty, but also with the

staffs of local Qyistate agencies, profe551ona1 groups,'z;

~— ] LY
advisory committees, etc. * S .
SOURCES OF RECRUITMENT . - L

Y-

‘'There- are many sources of regruitment ‘for faculty per-
sons. -Perhaps local sources areﬁthe most promising since :

they are\persons who know the 1mmeﬁlate Culture and- political

51tqat{on.\ Recru1tment from local sources also prov1des an

-

' opportunlty to let the local agencies and organizations know

L ]
B

about the college and its programs.' Some of them are: \ '

’Local mental hedlth and social service agenc1es .. \;

Nearby profe551ona1 schoels (social-work, psychology,
nursing, counseling, etc.J .

- - -

ar

. R I ':’ i.-,:

. . . R ]

’




'

» Local minority group organizat{ons

- - ) , p.s

Local and national professional organizations such
as the National Association of Social Workers,
American PsycKHoldgical Association, Council on- -3
Social Work Education

Local jb banks (i.e., mental health associations]

0

- . . - ,

Part-time instructors who have.done welfN“\,\

, Other facuitx'members in other departments of '
the ¢ollege ' il

Alumni of the program

Any other personal contacts

-

Pro%essiopals should -not be hired‘pr}marily for public
relations purposes--tpr shouiQ‘be top-notch teachers. It is
desirable to make the appointménts attrattivécbotﬁ in faculty

status and “in salaries. o

- o

f e
SELECTION PROCEDURES _
. ‘ P 6 a v.
“ The actual selection process, should be as objective as
.Q .
possible so that everyone knows what to expect. It is also

-

ept in case'thege are

\

important that‘&tt_en records be

challenges to the decisions. Amon% M\e issues to consider

are: .

A faculty persomnel-committee. Sug¢h a committee
wiTl be made up of representatives of the faculty,

if not all of the faculty They will establish

the procedures for'selection of candidates and. .
will recommend other faculty-personnel policies »
within the ‘limits of overall college policy.

» L.

External constraints. There are many constraints
that a persaonnel committee must consider:

N L R
Affirmative action programs. There are
uncertaingies ere but attention must
»be given to midorities, women, the handi-

cappad, etc. ' . .
e % NI N \-‘u -
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) % Renlltles Bf f1nanc1ng (budgets, availeble
‘ ’ /grants, etc ) ‘
Sbec1a1 1ntere§t groups in the community - |
. that the prograk must serve (mentally re-

- ) tarded drug abusers, the deaf, etc.) .

’ \ .

Externaﬁu@ccredltatlon requlrements “that

. place restfictipns 'on the kinds of faculty fﬂ“
thdty must be employed in order £o maintain ’ )
_ . program accreditation . . !

Exdmination of credentials .

e .4 - ‘ )
,Academic backgtound and wo¥K experience

/

‘References®(call where possible, but' also.
have letters in:file)- ) .
N } . e .
. Writings .and research . »
N - (

-~

Personal interviews are essential.. These proyvide

- an opportunity for the faculty to evaluate the candi- _
~dates and for <§§qcand1dates "to learn about the pro-
gram and job expectations. The candidates-should be,
given a complete understanding about the position. .
. It is well to be wary of the person who is "looking
' for just any job, bug who is not geally committed to

teaching menztal health/human service courses.

-

”»

o

Evaluation of personal .qualities. Tt is important to, .
: . evaluate the candidate's life experiences, his or her
' ' attitudes toward students, ability to work with. other
\\ w /Tacuity memhers, his or her leadership activities in
" the past, creat1v1ty, and the potential role hg or she
w111 prGV1de for 'students. .

: ORIENTATION OF FACULTY ' -
Most'commdnity Colleggs have little formal orientation P
i for new faculty. members beyond faculty handbooks and perﬂaps
. a few briadf general sessions., Facult? ofientaﬁion and develop-
mént bééome a particularly signi?icant need iﬁ the case of
meﬁ}alchealph/huhén‘iervice %embers since faculty are usdélly,
persons coming taQ the coilege(from the field of practice with

mo particular -skills -in curriculum development or teaching and

N




ot ~ .
. with no orientaXion to the value systems .of the communi ty )

J .

college. - Same of the paints ‘to aid in this process are:

, _Early hiring. This provides time for the
a2 . - Taculty member to review program documents,
. s partLC1pate in faculty conferences (especially
5 in curriculum development conferences), review .
' . literature about mental health/human service .
e . -practlces, view the SREB v1deotapes, etc. )
i
. Partiscipation in regional or national faculty N
N development conferences. These conferences Pgrve - '
new faculty members an early orientation to the - )
entire mental health/human service movement and
to tegching and evalftation methodologies. -

/
Assistance from established faculty. ‘'The new ‘
Faculty member should be light-loaded and given : ¢
—- joint curriculum development and teaching responsi-
bility with an established faculty member if at all .o
"\ possible. The.,new faculty person _should also be
: given adequate time to prepare courses and teach-
ing materials. . : .

~

L |
Areas of oriengation need. Among the areas of
needed orlentation for new faculty members are:
. The values, policies and procedures of the
. ‘ college -

The philosophies, responsibilities and pro-
. cedures of the mental health/human service
départment and its Currlculum , C .-

T A varlety of teaching methodologies--espRcially
- for experiential learning

‘ Techniques for evaluating students ; , : o

K

P Responsgbllltj" for part1c1pat10n 1n/commun1ty
~ -and professional affairs

Responsibilities for continuing professional
development (i.e.; advanced degrees or profes-
sional certification) N

Many of these items could be covered in a mental heélth/‘

human .serviceé handbook that all new faculty persons would be

expé ed to read. A handbook might be espécially hé&gful for

- | g0 060 ,




' .

orlentatlon of"bart t1me faculty and fleld 1nstructors ‘most

> -

{Of whom .are unllkely to be able to attend overall faculty
~oR
or1entat1on sessions because of other JOb comm1tments.

-

-

EVALUAT ION' OF FACULTY

. The mental health/human service ﬁrogram should establish
faculty evaluation procedures &hat are definea and applied
regularly. There are several p6551b1e approaches that might

- be used for faculty evaluatlon

By supervisors in the department

By colleaM-_fellow faculty

=

By students

®

By)the cc}lege of administration

-

Criteria v .
- ™ B ' % .
Effectiveness of teaching should be most important

.

Faculty participation andgleadcfship ®

Publitations;and research

~

Community service . .

fﬁility to collabor@te with peers

&

Comnitment to werk A ‘o

+ >
« -
7

In some programs, the department director and teacher .
v - . s 7 )
hold monthly evaluation sessions. Carefyl ‘documentation of
' ; ) . ¥,

“

- - ot . -
performance on a monthly basis is”critfical:
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- Recruiting And - L |
Selectmg Students e |
e /One of the 51gn1f1cant tasks of, the mental héélth/human ;er- - | ‘

& - -
vicer program is ‘the rqcruitment ‘and sglection of staden;s. .

* In the origipal assessiment of the need for the establishment
of a méntal health/human service program there should have

i v R ' - - v

.been information about the kinds of workers the &ommunity
need$ and potential spurceé of students who'éight fulfill the ".

~ - needs. 'This would.include.recent high scHoofngraduates, .
mlnorlty persons, m1ddle life persons, the Eégnomlcally oo . *

N
’ ‘ -

handlgapped underemployed and. unemployed persons, recently

~

-

discharged se§v1cemen, attendants and aides already employed

in local mental health or human service agencies and volun- .
- * “ v e .

. : v : g . *
Leerg, - - ’ ' o

< The overall program objectives should spécify how mansy-

[y

"students are to be enrolled and which groupé of potential
5 ; . - b, -
students are tb be especially recruited (i.e., men, minority
i . N ’ { .

" group persons, already employed aides or attendants) to meet

AS o . ¢
the\heeds of the cammunity. - .. - .
N

— - . y L - !

‘e
., . o




,?u

[+

[ Y - »> . N
ADMINISTRATIVE NEEDS FOR RECHUTTMENT : ' L

‘The college should provide for a recruitment mMechanism .

4

- : B . * %
the gpecific*néeds in the recruitment process are:
Qual1f1ed faculty persons with personal wamth, o
- knowledge about the program and enthusiasm for

it, and secrefgarial nélp to assist with corres-
.pondence and telephonlng S

A budget for recruiting purposes--travel pr1nt1d&
of . brochures~.postage .

»
Time to derte tqulanned- recruitment g WP ’
Literature about c!reers and JOb opportunities

- appropriate: to the.spec1f1c populat1ons to be © o 0

recruited
. - -

The college may have a'recruiting ojflce that can be of

13

real 3351stance* but there are some recru1t1ng act1v1t1es that‘

" €

" in the program and provide time 'and- staff to do the. job. Ameng * °

)
can be better done by the staff of the mental health/human ser- -

vice program itself. These act1V1t1es would be making presen-

tations about the program . and worklng with loca mentaI‘heqlth'

agenC1es to negotiate arrangemen'cs for aides o’ attendants of
these agéﬁcies to become students iﬁ the program. This kind

».
of Iinkage*can prOV1de a most useful recruiting device for the

!
ollege and, also assist the agency 1n its staff development

'

RECRUITMENT PROCEDURES - - n

-

" The first step 1s to set up 3, student recru1tment .process

-~ “u

in conJunctldn with both the Offlce of Student Affairs and 'the

advisoJy cémnitfee. This will help draw:the&klnds oflstudents.

-

r " : cqs . <
that are needed and pqu1de program stability. At -the same

- 54 ba
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. - S t | A
. \?4 . . -
- - . N ‘\‘.‘, oo . N
' é ® - ’ . e
. 1me a "’key rec'ruiter" should be e-lectécf--airso'n who has - -
’ s ;
. ‘a warm personallty and ‘who “can prov1de an approprlate {ole -
v ~ . .
“ model of mental 'heaIth workerg. Othergh,on the r?crultlng y e
’ ¢ S . "' ]
R team might be f“aculty &embers;, counselors, enrdlled studentss# ~ _ 4
P N - ‘ v
S ¢ énd, gTaduate:s, of the program. - L ',‘i
- . o An. aarly step»is 1dent1fy1ng the potentlal source ) © et
s.tudents airatabllshlng relatlonshlps vﬁbh key persons ’ )
there. These sources m1ght include: PR : -?
. - ..’v . _- . .' ‘ . - L4 o e “ z' f"
» Local high schools - : . ) -
' 'm . ‘ 4 . - “ 6" . )
. Local mental hea~1th agencies . : AN
. .. "‘ . ‘ . ., * )
L, Centers. for veterans or armed services personnel s . -
. C L I -
o ” Nelghborhood youth groups Lo \
. ot - N * N . v
- Churche,s Cos ( * IR .o N
» .“: . . . ”~ . 4 - " n\ ¢ /
. Emplo_yment,services.b ) > : a’, o
N :- ~
Women's-centers # ‘. s J ”
. - L .. . .
v . * Vocational reha‘blllta*tlon ageficies ) & T AN
~6 C1v11 r1ghts gro‘ps ’ : , N N R . -
« v U Te (% & “ - L) ~
. ey, AFDC and_WIN offlces& ‘ . , .
»- . . , S .. .‘x
. These contaéts are best made in person However,«when T
o - & persanal coritacts are not p0551b1e off1c1al letters and b1/9‘~ '
. Ty . ‘—-VQ ' i ¥ -
o chures Qr- 11te.rature should be sentigettlpg the agenc1es know ‘ .
(.- "y of the progr@ and 1n\\ﬁt1ng 1nquar1es. .These may need’ to be o .
‘ .
B re‘peated every ye‘ar 0T so because of personnel turnover, Also *
. Iy A .0 .
- fﬁtorrequndence ofﬂth‘ls kind -tends to be remg‘ved from the files .
a ‘ S » . ot e h o , P o
. fter several months. . : . , ! ]
* ‘ . '., ' . ' ’ s . *
A / ' ) v » * ‘ . M ’
. . " ' 55 L) - ’
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L s

./ descrlptlve of the program is almost a nhecegsity to recruit-

T{\\; ment efforts.: It should llst the program phllOSOphy, qbrrent

. “4nﬁ! iculum, admission requ1rements and opportunltles for
-

. An E: r ciﬁve attentlon gett1ng brochu;e‘/hat is truly
L ¥

. financial aid. It will also be w to 'include information

[ < . ' -

'vabout'job opp&rtunities salaries and career patterns; andt
. somethlng about the roles and functions, that graduates carry

. out. And it should give 1Qformat10n about credlt transferr

. - 3

. '; ab111ty -Much of thlsvlnformatlon should‘also appear in the

college catalog. , N . - .

'L\i} - Thé brochure can be included with official recruitment

- . letters to agencies and sent to individuals who inquire abou
. ‘ . p
-— the progranm. They.can also be sent to local news media an

.
- -

“ -
taken along for dlstr1but10n on '"career days" at\local high
.

-%schools county fﬁlrs,*shopplng centers, etc. The brochure

' - serves other purposes “besides recru1tment, it can be gsed to ’

f ] . * -

1nform potentlal field superv1sors, profe551ona1 soc1et1es

‘y
’ .

= and potentlal employers about the mental h_ealth/human serv.1ce _
* . *pro ram of « the college so that they ha\ge a better‘éer’stan'd- ) <
s ing of what jo expect of‘ the® students ‘,d graduates. = o
- | ' Involvement™of faculty in c0mmun1ty affalrs is- an Qmpor: .
v L . ! - -

s-.tant approach to reprultment of students. ThlS 1nc1udes ac-
g ‘ . * ‘ . '
. . ~tivities .such as: * . , )
. s PR I
‘Setting up display booths about the program at .
county fa1rs and shopp1ng centers .
Part1c1pat10n ‘in ”ca?eer days" at high schools
) and colleges - . -
. B . o <J“\ :

4 . !

- @ -

) » . ) ‘ ’ '(IU - ’ ’
: - -7 56 & ’ ’ .




: ' Facultyiartlmpatlon Oonv agency boards tas
forces -

i\\Fatuify—und student volunteer pafticipation in

« community projects and services . ' .
4 . >

Involvement of the community in college program activities.

2. is heipful in recruitment. This might include: —
‘ ~ - ’ o
' U51ng communlty persons as part-time clinical
., 4 Of classroom instructors' ® - °
R . S ] M e
‘' Using community persons as members of fhe advisory /
S board - E ]
. ) e " < /
Having t ommunity come in for-a departmental ) ] 4/
"open hduse" :

’

N

- ' Sending hnnouncements of grfaduations to community )
o ‘leaders, including shops_thdt are patronized by-.
: students ' | ’ : ‘
ﬁ . i . < ) \ . ’ I3
Use of mass communication med1a is helpful in recru1t-
. ¢ .
! ment. Thls m1ght include: . T , N
'? S Informing media people about significant program .,
K events. (i.e., employment of new faculty, sgecigl °
I worksho or seminars, graduations, new courses, .
N S \ speciaYPS}OJects and human 1nterest stor1es about -,
"students or faculty) @ & , . '
,* " n ) . « L]
) g Arranging for faculty andy!tudents to appear on
. S lpcal television and radio talk shows and to o .
serve on speaker's 'bureaus . , S A

- . ¢

&
# ' Developing 'courses or. documentaries regarding mental Cos
healthMuman service for local teleV151on OT news-
- . papers . Y
\

. - . N . o

Using public service announcements on radio and- . .
television (These aré free to'non- proflq/organlza-

.. . tions. ) ) .,’ " .

5’ Recrultlng from among students enrolled in other depart-

ments of the school may be a. help to, the mental health/human

L2 S

service prograf, but they should not be proselyted. This
. i - ‘
. ‘ . .

iy

~\ ’



‘may* be fat111tahed by: ‘ N . - )

. e ’
5 M RrpV1d1ng certain mental health courses ‘as M '
. -A"“aelect1Ves in other p;ograms . P e .

e . ' Allowlng other students to attend mental
, . . ‘health ‘human se¥vice classes (They. would

' T pot be considered . for .field placement an- )
- less they were enrolled in the program.) « . .

e SN Hav1ng megtal health faculty teach some % S,
Lt general human service courses for other e
: " students (i. e.v/The Family, Child Develop— ’ .

) ment) '. . } ‘ X
- N i - ) . \‘ h M ) . ' M -\.

. : e, , ”:*"’ . e -

s Follow1ng up on all 1nqu1r1es aboum the program is o
Ce

* ~1mportant in recrultment. ThlS w1lla1nvolve. _ Lo ]
. % . * .

o Responding - omptly to all letters and . .
° telephone c 1nqu1r1ng about the -
program - : , . N N

k] z '
. A Seglng out.” brochurdy and a blographlc')T‘ .
’ -‘ “data queStlonnalre‘ﬁnd prompt scheduling’ ) )
. ® , ' of appointments for jhterviews of serious - g
" B \appllcants (A genera? orientation program : s ,
¢ «, ° . .may be set up for _groups of applicants.), .o T
. 5, ‘

AV @®%ollowing up in a business-like faghion
. on accep‘%nces and rejections . . .
sy _’ " ‘\‘.__‘ ; ) *. A . "

hi i - ' . \

©« . SELECTION.OF. STUDENTS _ - N omr

*

A

5 In a fewcschools there has been such a demand for enroll- _ °

) ; < no e . , .
- , méﬁf in the’mental'healté/human service program that the pro—‘:j‘~: .
R grah”directors ﬂave'had to draw up’ rather r;gid criteria and" S
’ - procedures. for selection. of ‘the’ nuinber fof studehts” t‘hw .
T "i facult§ Can superV1se adequately However eveh'in a schoo .
_ 'wh.e"e there is'a lamﬁ:ed number of applicants for the pr-ogg’
" ,'.fyhe/drrector mest glve iftemilpn to spme klnd of sele t1ou/ ’ ¢;}\.
B AT

* cr1ter1a of the’ students who$w1ll actuplly he~enrol ed. - : .




- »Thé basis upon which students may be seltcted for the

program is determined -at &éveral points: o ¢
Communlty need. The needs of the local )
community's: agencies as determined by the roe

“ surveys or as identified by the advisory
board will "influénce selection. -This mgy =

lead to 1dent1f1Cat10n of, the need for -

.. ° such cr1ter1a as: , ) ‘ A
- Fd ' - ) * - ) 7 !
\~' M1nor1ty group persons L , .

Recovered drug/or algphol users .. . '

» . T s
% - Bllmgual persons - - v i oL
y 7 ‘ ' ’
Spec1f1c age group persons, such as . m1d:—~ .
’ ,1life second career people
X e . ) ) . ¥ % .
\ Persons already.employed in agencies. . ' g;

Persons with certain hand1caps (deaf -
‘blind, phys1cally disabled) - : : d

Studént character1s§1cs are a at;.ﬁg de;ermlnant e .
- of .selection. .These might anlude ' .

A . ‘.

; Expettatlons and plans of the student (Does he WA
.~ _or,she.plan to work immediately .in mental health ' .
or is Me or.she planning to go directly on. to ’ c

"<~£fun¢he1 educatio perhapsyin an unrelated- fie1d? R
. +Widl he'or she-wg%k*well\w1th children? the aged? C
N the retarded7) s _ . Cr B

-~ . o - ) -
P

‘Needs of the student.‘lﬂurgs the student seeking

. this’ program° (Too many app11cants are seeking
. help for their: own personal: problems ) . T e
: ® . ' - .
oo The ability o?&.the student. Dow the swdent : ( !\‘
" .. have the knowledge. and basic skills- for this . L
"¢ kind of work? ‘(Cohsider also 'special sk1dls-- .. T
’ ar;, music, language ) A : ‘ PR |

The background exper1ences of the sfud!nt..WhatL,
work has the student done in the human sServ&ce -
N .,,_area e1ther as ‘an employee or s a volunteeri ‘. . oo
Valdes’ and att1tudes ‘of . the etudent "Does, he or R :
_she. show evidente of’ callousnéss of' contempt or : :
‘pity for the® disabléd or of Tifestyles that wou?d ) ’
be Harmful to,respensible relati Rhips in -human




»

</ physical handitap) does the student have? - !

In""' .o - -
e - ¢ P
NL /
k PR ) o
service work? Does+he .or she have a missionary ] R
att?\ude toward the disabled, the poor, thg un- ¢ C
e€ducated, etc.? - ) . . :

.
. .
L3 IS ’ . ~ . - .

- . R

|' : . .

College criteria vary from school to school. A few
schools with open admissions.policies.set few criteria
for admission, while others insist that the students , o
must have had ¢ertain courses or certain ‘grade averages

or other academic credentials.

’ N »,

v,

~ B - Q‘ P ‘U
There may be a selection committee, but the program . .

directgr usually makes the final decision. The basic’ .
proceduré is as follows: e . .

Obtaim an application with biogrédg;cal data from
each applicant.y This should inglude data about:

’
»

Demographicg information'(age,,sex, marital* status, .
.etc.) - \ .. ' - - ’

4 3
.

.

. : ®

Educational background
S Work experience (include volunteer work)
Special inte;ests; %&ilities or disabilities. , : '

Reasons I®#r wanting,a mental h&€atth/human service

program \ Q A

N
4

Plans for the immediate and long-range future .

Arrange an interview with each applicant. The {;ter4

viewer should ‘approach the\jnterview'with dignity and -

warmth, the same as shown a‘client. However, the inter-
viewer w41l give special attention to such items as: ’:

[

What are the student's needs? ] N .

n P v

. What are thefstud@nt's particular plans or
intérests in this field? )
_ . iR
. . SR N
What special problems (financial, language,’ s
How does he or she handle_these? - ‘ « "

. -




.Gy .
special assets does the student have?
4
1ntelﬂettual ,and 1nterpersona1 skllls,
‘the student,ﬁaVe* _ . 2

‘9

Is the student’ sensitive, ‘warm, genuine,-
adaptable,/etc 7

Dogs the student have ‘some self-<awareness of
his or\her values, reaction patterns, .abilities
’ and llmltatlons7 C oy '

+ How do thé student's family and..iiendz feel
‘ ‘,about his or her entering the program? ‘

SpeC1f1c tests Most spec1ai att1tude or personality .
tests .have pr@ven to be of little or no value in
selecting students. (Pgrhaps tests should be developed
as research projects to determine which factors' may
eventually prédictive, but a®present they do net
.s®em to help in selection.) Some programs ‘have found
that cetrtain kinds of simulatiens may be 1pful. For
example, appllcaq§§ may be asked to interv®ew or .
counsel someone else to-see how they handle themselves
on the elemencs of warmth, genuineness and empathy.

Criteria for rejecting applicants. There‘gre a few

s criteria upon which applicants should probably be

: counseled out. This; could be done in a way that does
-not make them feel bad dbout themselves or about their
abilities. . Uriterig for rejectiqn (other than lack of
academ1c cr1teria) would probably 1nc1ude o

~

Identdflable mental disturbance or 1nskab111ty
¢

Extreme r1g1d1t’ ‘ )

L.

Callousness, lack of concern for" othirs

[

meaturlty afd 1rrespon51b111ty

hnablllty to woTk cqueratlvely

»
Exce551ve aggressiveness «

+

Far appldcants who have been in therapy for a mental
disturbance, it .¥s d351rab1e to determjne how com-
.fortable the perdon .is in 'discu®sing this, where he _

or sh is in therapy, and what progress he or she'is, ,

ma g.--It'is'necg§sary to ask the student to-si
a.reieasevin order "to, discuss with his or, her couhse-
lor or*psychiatrist the de51ra5;11ty of the student
enrtolling in th€ program. ,

61
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’}‘he f8nal decision‘is a blend of all of ‘these factors.

Whenever/;ossible 'apbﬁcants who are not .sel.ected for the

program should be counseled to somgother more appropriate .
program or advised to reapply later if this is appfopriate.
In any case they should be given an explanation for fﬁe | .
decision. o x - ‘ v

«

~ A special word should be added about recm{itment and .
. o . ‘

\

|

ion of minority students and studerits with disadvantages

select
. %"

of various kinds. The faculty must be sepsitized *to reach out . |
e RU-oL SN

A..x“‘ ."l *
to these perrns. This includes knowledge pr cu_lgé%al patterns . )
y . . . oo T if‘ ' ’ |
and value systems as well as communication s;ybgé% sThey need- N
. A A |

) . . . . - 3 ’ Ce
extra?'acceptanc:e when they comg into a typical middleclass en-
¢ p [ ’ e
vironment of the coliege. It is easy to frigh?:/en or discourage

them at these critical times of recruitment and selection. ) .

1 [

. . ~
A 1o

% X X ‘ . . \ ) . Y
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Setting Curriculum Objectives

3 . /
Tbﬁ overall curriculum objectives of a mental health/human ,

service program shpuld have been determined by ‘the primary
P S

objectives already set forth for the overall program. The

specific curriculum objectives are the educational goals

<

including cognitive learning, skills of intervention, and
Y9dues and attitudes which the students are expectedﬁto1
master in the tlassroom and field éxperience. It is the
responsibility of the mental health/human service program
to define these curri;uium objectives in some detail and

" then to develop a curriculum within the structure and re-

sources.of the college that will most likely help students

meet thyrobjectlves The curriculum must be more than-a
collegtion of courses from the college catalog with one

or o specific courses added in mental health or human

~

vices.
It is necessary to ‘have a definite idea of what the

students are expected to learn in each of the coursés and

how they fit togethet to prepare%the ""total" student for
L4 N 7 .

» practice upon graduation. . , . {

[y

R ‘ .
. \
. > - a
.
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THE MENTAL HEALTH/HUMAN SERVICE GENERALIST

)
Most mental health/human service programs'have detined
their ptimary dhjectite as the preperatioh"ef a'generalist
. practitioner. <This implies that the worker plays a Varie:y
of "roles" in heipfng clients as far as possible {owagd full

restoration. Twelve overall roles have been identified:

Outreach worker Care giver
. Broker * Consultant
Advocate *Mobilizer .
Evaluator - Community planner
° Teacher Administrator
. Behavior changer - ,Data manager ' .

. These roles collectively imply that the graduate will
have mastered certain areas of knowledge, certaih'skilie of
intervention and will have developed certain attitudes and

values. Many of the items of a 'core of competence' have
¥ . )

“been spelled out in the SREB publication, Plans for Teaching

Méntal sHealth Workers. Those items, as well as the ones ' ’

listed in this chapter, are offered not as a template for L4

[y

all schools; but as a comprehensive mpdel which ‘each program -

can.use as a starting point to establish the detailed cur-

riculum objectives for its own program. Loeal agency‘needs

™

or student demand may require additidnal objectiVESvoy

modification of objectives, but these should. be serlously
2 [ ’
considered as the core of competence that can be common from

" program to’ program across the_countny .

"In some colleges the mental health/human service program '<\ .

will be the only human services, program in the college and o

[ X}

will be developing obJectlves for itself alone. In other

&
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colleges ﬁental health wili;be one of geveral'human‘serfiéeV
programs in gging, correctiqns; child qere, social serviees:j
etc. All may then %e expected to shafe a common core of

. knowledge, skflls_aﬁd values upon which each program wiii

build its specialty options b& adding specialized c®urses
: : : S

and field experiencés In a few colleges two or mere human

X . ) ,
service curricula run¥in completely separate tracks. This
. - L |

.

is a wasteful and ifefficient use of resources.
In many colleges a program that began as a mental health

~program has shifted to a -more gefleralized human service core

a

but offers certaln spec1a112ed courses w1th1n méntal health

o

sucn as mental retardation, alcohel and drug abuse. These
,iﬁdividual variations will/ﬂepend upon the needs of the lotal
comqgnitiee'And.the infereéts of»stgdent;; e
Most§c011eges have ceftaih generatl stpdies requifemente
'such as Englishf Histofy, ghwsfcal edqpation.;hd hathematic
Each ihstitutionléefs its‘o;q’segnagrds fo; these subjects
and the mental health/héman.sefyice progrem usually has
relatively littie to say abodt:tﬂese choices. ~However,

there(may be opportunities for ‘the mental health/huma

Vice program t6 have some inp&fs

By suggesting content, areas for courses such

as Ehglish (i.e., clear, descriptive recording
* . for case report wr1t1ng or special r®ading

assignments related tgbthe mental health/higan'

service f1e1ds)

. By suggestlng general courses that migh be

betth choices for human' servite student

(i'.e., human biology rather;than gefleral

blology)

1
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‘Cognitive objec;i&és, skill objectives,-and values

‘ttitudes ate listed hgre in behavioral terms - -what

. -
t ~ o L. - .

ogiitive Objeqtives' ( ’ B,

Describe.the charactéristic behavidr and
different stages of development ofthe .
'major personality theories from infancy-. .
to old'age (i.e?, Freud, Erikson, sell,

. Skinner, Piaget) and the .interrefation-
ship~between physical and mental develop-
ment.’ = ¢ , - ’

1.

2. Describe the: basic concepts of several of  .d
- the more common theories of behavioral change
"J(i.e., psychoanalysis, transaltional analysis,

, behavior medification, ego psychology). -

3. Describe commoﬁ,béhayibrél and personality

k4

M

patterns and .identify the normal and deviant '

- aspects of them (i.e., heterosexqal-hdmosexual, .
schizoid personality-schizophrenia) and tell
.implicatipns for working with persons who. .
‘demonstrate such behavior,"

Y
A

D ‘. . '. .. .
4. =Recggnize and describe the major.categories
- of mental dfsorder in the currént Diagnostic :
Manual ef .the American Psythiatric Association,
- R » . * CRLEU . - e,
5. +Describe concepts®of primary and secondary pre-
' ventiony of emotiomal-paladjustment, and promo-
tion Jf positive ,Mgntal:health®and give examples

: ]

of practical.prevention strategies and programs.

< »

6. Compare and contrast behaviors which are con- .
sidered patholog'i;al'i’ufrtain contexts, but -4
norhal in%others (i.e., homocide vs. killing.’
in war, Voyeurism.vs. looking‘at Playboy or !
Plaigirl). - : .o N

7. Describe—major social problémé and-"how forces

"% have led to social changeﬁ(i.e., $exism.has

led to women's:liberation,’ racism.to the civ{l "
rights movement). . . S

-




' . 8. Describe the roles and activities that a mental
. . health/human service worker might play in social
’ change in a local neighborhood or community.

9. Descrébe the basic phy51010gy of the httm body 2
(nérvous system, endocrine system, digestive,
system, cardio- resp1ratory system, etc.).

o : 10. Identify and describ® several major phy51ga1 dis-
orders that Mfect mental functioning (i.e.,
epilepsy, drug and alcohol abuse, brain damage,

. ‘' P.K.UL). _ -

TL;.' DlSCUSS pe psychologlcal and socialt aspects of -
‘ physical disabilities, mental disabilities and ,
g - poverty on clients and famllaes. . .

4 F
’

: 17, Describe the phllosophles measures and procedures
A used 'in vocational and social rehabilitation of
; . . * " the- physically and mentally°disabled. -
15. Deéscribe the g!gory, general procedures and the - 7 -
. . Kindg of clini®a1 problems for.which several of
the llowing methods of intervention might be. o
used: tyansactional analysis, béhavior modifi-
cation, rationad emotive therapy, reality therapy
i group therapy} chemoﬁherapy, hypnotherapy, CTlSléJ\
o . ., . intervention, counsellng, remtotivation. <o
) 14, Descr1be basic adult and child learning theories °
and some basic instrugtional methods for 1nd1v1-
duals and small groups. * .

*

v ' *

. -
15. Descrlbe the scientific method of probiem solv1ng

1 H 4

* 16. Identify Yhe members of the professmnal teams use’
4 .« 1in mental health.and human-services and describe
oo . their backgrounds-and functions (i.e., psychologist,,

- A psychiatrist, social worker nurse, special educatlon
o . " teacher, rehabilitation counselor, vocational teacher
ro., : mental health/human service worker) . -

17. Demonstrate knowledge of the hlstory and current
"> status ®nd .issues of mental -health and the other

major human services, includi defjnltqons and

. - - ! : y
T tewminology. . = w\{ L

T 18. 1ldentify the major organizational structufe of *' &° R

. - mental health and the human serV1ce§ at federal, | c,

W s ‘state and.local levels. . _ . ) "
. « ‘ o ‘ - ‘. - . SR

. . '.é. . .

. - | .
L -
. , .




*Identify and describe thé functions and gate- 2
keeping practices of pgjor mental health amd ° !
human service agencies "and institutions at the

' local and state level (i.e.’, community mental’

health centers, hot-lines, referral services,
drug and-alcohol-clinics, priv:%e and public

hospitals, day care programs, gheltered work-
shops) . " . . . . . : :

-

Iﬁentify and describeé weakqé%ses‘and strepgths :ﬁ?
" of the *mental health and-human service delivery’
systems, at local, stafe and national levels' -
(t.e., funding, staffing, follow-up, -
Coorci,,in'altion)..Q & s ‘

. . Idenyify ana_ﬁggcribe major current legislative
and¢pliblic policy trends that will.influence the
mental’ health and human service delivery system
. .@t local, state and national levels (i.e, National
Health “Insurance, human resources departments ,
» Right-to*Treatment court decisjions). '3 ‘- P .

.

"t

Describe theories of psycho-social needs” apd v
influgnces in-everyday behaviors of. individuals,
__groups- and agencies (i.e.s Buber, Maslow, Harvey) .

h
-

. . R s o
‘Descripe concepts ¢f small-group’ pehavior and
.implicatiions for practice. - R S

Describe the cultural“characteristics and value T

. systems amd relationships
- prevgﬁ&ing,Culture’(i;e.,

of minbrities to the’
Blacks, Chicanos).

Ddescribe the rgactiens of clilents
i to special human $ervice ‘problems
dependency, major illmess, mental
behaviar and s$he implications for
- 26.
volved®in service delivery (i.e.,
tests, 'interest iﬁ{fntories, apti
program reporting)

1

problems and their“interwentions.
. ~

disomders- (i.e.,

.asthma) . .

27.7 Desctibe tRe bio-psyc o-soeial aspects of human
‘sexualitye.and its yariations, and major-sexual

gnd families
such as death,

illness, criminal - .

practice.

Define an'd describe basic principled ot psycho-,
logical measursment and, s atistics

as it:is-in-
‘in®e]lligence
twde tests,

-

4
4 h

identify and discuss common\psycho-physiological
ul'cers, hype{}ension,
A RN o

PN
N A
N . ;

migrainé,

-~ ‘

0

)/




catjon and their use in the: help1ng process «-
(1 e., body language, "attending'). o
. . ~ A

. ' These cogn1t1ve items are usually taugh't in the class-;

) f .
/ . . D
) room in regular COurses In most of these the knowledge, ‘ ?
: b p ¥ 1 ®
. . theory,'concepts or facts should be taught 1n the context

3 ]
&)

of their impljcations and hp@élcat1ons in mental health or.

¢ s

e practice rather than as 1nd ndent bits, of
’ knowled ” ) e N . - n -~
;"'. ‘ ‘ ’ . . AR v
- , ~ Many o -these facts, theordes ahd'concepts havezimmediate o
’ - ;
skill components that are chpsely related It may be well in

v

('3

, . .
gurriculum development to have the pract1cal and conceptual//- "j
) . - - L . '

- ol learning oceed side by side. This will require close co-. ° &F
ordination of the\tlassroom and f1eld learn1ng, but 1t S. s

! : o / X
worth the effort . . : L
) & : ’ \ ' N . °'

If any of these.cognitive areas are covered in courses *,

‘ .

taught by another department such as psychology or soc1olog,* N

it w111 be necessary for the mental heglth/human service pxo-

gram EP assyre that these concepts’ ate;lncluded in their 7 e
practice\implications. . ) . Lo . . ' N
o S “ e _ N
' ] < . ) . ‘
‘. . A ] . " .
Skil® Objectives - o - g .
,5, 3 { - . . p - ’
Effect1vely»use commun1cat1on and interviewing . - 4
skills, both verbal and ndn-verbal (i’e. open: - -
ended que clar1frg§;;on4/reflectlon, ‘v -
probing, interprétdation, restatement, . - .
. body language, et ) with normal, and-disturbed . ' ‘
pers ons. v - ‘

Lo~ ~ ) Ve . [P

] Obsery Behav1or and record s1gn1f1cant observa- ,;
~ ‘tions in simple descr1pt1ve form:

cl e - \ o
EE R ’ '\ Lo
. o : . . ) ;., ' 69 ) . I

\




. ; . >
a. This will be 1n both sitlated settings | -
and in real agency se®tings where the “ '
) \ studerit*will fill out forms :and records o
‘ : regarding clients in a! legible, concise, .
- ) descriptive form. . | :
~ . . '. . < > . ' '- 4 ' v
- . J " b. The student will also demonstrate with
. . A clientg(the ablility to differentiate
‘ ' . subjett{ve interpretations from objective -
e N #® observations., : ' o

Pe - 3. _Demonstrate approprigte€ interpersonal $kills forg one-
e S to-ofne helping relationships (genuineness, acc te
- Cot  empathy, non-possessjve warmth, establishing rapport,
¢ .~ . constructive confrontation).’ )
- . © \‘ . ’ . M ~\
* 4. Demonstrate the ability to coach and counsel persons ‘
\,« , with everyday problems. N NN
. - "\_ '
8 ‘ S Demonstrate the ability to dnal¥ze a client's problem
D and develep a plan.of‘aé;iOn (set realistic goals,
’ % ¢linical problem solving) utilization of community

resources). ] \ i . \ | .

\j

e . ' ‘y \ . R Y
' ) . 6. Demonstrate .small group skills in orggghging, lead-
T -~ = - img and using ‘groups fer therapeutic purposes.. - . -

. , 7 Demonstrate teaching skills both With ind vidual
‘ clients and small g¥roups. & A

) e ’ -
Demonstrate basic skill in behav{;;\vodification ‘

- techniques- . '
. LN - . W .,

] 9. Demonstfate-skitls in some,of a variety of activity
A\, - + therapies (mecgeation, music, crafts, psycho-drama, -

&
[e2)

A N, etc.). < - . \ _
: . ‘ ° A A [
10. Demonstrate skill invpartiéigation with professionals

in team relationships. S )

' b . 11. Demongtrate skill in making‘feferrals th and counsel-
irig with other community agencies. - . ' B

%
k] 2 -

.Lno m »
’ ’ .12. "emonstrate skill in keeping/clinioal records -and o
o ’ S #An keeping simple s atistics. . '
- . " : T .
. . “.Somé of these skills can be learned infpfg%ticum exercises
. [ o L '
carried out in thglclaséﬁoom, especially if" the instructor is

. N : 3 . . -
s*illed in exq;riential learning -t'echniques. Most, however, .

" ‘ .’ -/I" i . . f — . -
5 -

- -
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, _-'5re objectives thet relateyto_behaviOr with”renl‘clients "
. . and agenciés.’.This wiil require a substantﬁél amodnt of .
. Pl
" ' ':fleld 1nstruct10n as” an 1ntegra1\part of the currlculum .
ce e '
e Later chapters discuss eduffational technolggles and f1e1d ' @

. -

- \‘

”"tralnlng for meﬂtal health/human service programs
L . .g?ther skill objectéves might be ggded depending “on
. 3the 1nd1v1dni:/;;mmun1ty needs and stuflent -desires-. . Among

< ‘these might & sychologlcal test1ng skllls physical care 'h *

-Jfklllgkor psychotherapy skills. If these are. to be included, ‘.,

?

lthey should ‘be sgelled out in the obJectlves not JUSt jllpped
- in. _ S R )

-
- .

Values, Attitudes and Self-Auaremgss Objectives
’ C. S | . .
1. 'Openly discuss the student's be 1efs about
~the dignity 6f clients and how -dr she
-1ntends t0 demonstrate these be11efs fi.e.
, addre551ng them wisth’ proper nafieg, pr0V1d1ng
o v . prrvacy and ch01ces, respectlng confldences ] .
U etc.7J.. ! . ' - !
v K - \ .
) e 2. Opeﬂiy discuss the student’s own be11ef§ about , -
- , dying, serious illness and disabilitygand how ‘
AL .. these mayaffect c11ent§ with dlfferégi a€t1tudes

T Y ?cuss the studen®'s beliefs aPout work and. pro- s
S . dictivity %nd how théy W111 af ct>elients with ‘
- T \dlfferent attltudes . ) L o \ .
s . o\ et ‘ i ‘
: * “%... Discuss the student's attltudes “about the impar- -
S '-, tance of -being prompt, clean, neat, 1ndustr10us 2 .
. ‘ ‘rellgrous, etc , and how they will affect c11ents Lo

. o S DlSCUSS the student S attitudes: toward pe‘Sons ' / »

, : .~ . of other races, cultures, 11festy1es,‘etcﬁ .

A} ! - p B M . .

. N 6.  Discuss the student's atkltudes regardlng sex,
- marriage, drugs, abstlnenCe . .

e 7. Demonstrate that the student wﬁlL ma1ntaln a.
. clinical .relataenship to a Cclient as long as

Cooq e o T Y : R T o




-
-

or to.scientific m

e . . I . .
9 ‘ 3
and whenever needed (not Just dur1ng working - 7 y o
hpurs; A S . . .

¢ )

8. Demonstra;e a3 tare-giving re
"disabled person avoiding ¢
or. thdescendlng attituded.

1onsh1p with. a .. -
pusnessg, %epeﬂdency _ -

-

. 9. Demonstrate that the student.is. keép;ng up w1th
, currént development; in technology, social AN .
+ policy, ege., in mental health and the human 2
. . serylces. . ‘b e :
10. Demonstrate a realistic attitude regardlng the
“student's. helping abilities and 11m1tat10ns and L .

azW1111neness to seek help. . R

¢
. . i .
i R T (3]

LR

11. Discuss the student's o»&motwatlons for doing . \
human. service work relate. ‘his or her strengths .o
.and weaknesses, personallty patterns reaction

_patterns to stress, . hang-ups "and slong-range

" personal obJectlves This should be neither _—
‘ 'glib mnor exce551ve1y clinjcal, but realistic .
Pz and gendine. Peers and supervisors should be

able to’ torroborate these. -
. -

e

‘ The teach1ng of values and att1tudes has seldom been a
v -

systemat1c part of the hlgher educatlomal system Objectives

) .

“in this area are llkély to make ‘some academicians-uneasy,  for

s

they Ho'not lend th

ves %0 .traditiomal teaching methods .

ods of assessment. Yet they are Very ‘ =

¢

: ‘important obJectlves for the mental health/human service

-

worker. hlthgot attentlon{ﬁg values and self awareness ‘a

worker w1th ‘only the knowledge and skills already 1sted might‘

“

become a harsh manlgujagor. It is. the Values that make the " :

difference. e

N \ .
sro (AN . . PR

Values are probably best brought ‘to conscious awareness .-

.
3

in- sg,tuatlons 1$wh1ch the learner is requ1red to- deﬁn0p§trate

some behavior and then to COnscaouslx.pnalyze at ehav1or

for‘the value 1mp11cat10ns This would call. fo practtoum

; .
‘ A }I,..

N

-7 . v " : ‘
) . - v e ) . .
. , : “ ’ - . _72 RN . ‘\' . .
] . . . . 7 4 . ¢ LS
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Dl j “and ﬂ;eld eXperlehces that are cangfully analyzed‘in .seminars
for the ‘values and §eif awareness implications. Sens¢t1vlty ,
= - a
type se551ons v1deotape playbaoks 51mu1at;ons and 1nd1v§-e
“ual counsellng are p0551b1e tecHnques that should be in-
A‘ v . ¢
cIuded in thp currlculum in order to help students achievé ?
>
these value and se€hf-awareness objectives. Co
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Curriculum objectives for a me;‘al heelth/hﬁmén segyvice
. practitidher fﬂclhde the magtery.of certain khq’ledge,

. o .
+ certain skills gnd-cartain vilues and attitudes. The ob-

jectives also call for {hé‘studept to'develop considerable

‘ [ i ‘
“self-awareness of his or her own motivations, values, styles,
* ~ . ~ -

philosophies, readtion'pdtterns and‘strengths and weakneSSes

-«

.. ;n work1ng h;tn clfents Thus a mental health/human service

’ <

curr1cu1um conta1ns far more " than the ord;nary d1dact1c ,

b

courses in which the student is’ expected to Learn as gOod

b1t of knowledoe but that‘is all The mental health/human‘
‘s ‘ .
. . serwice 9¢udent must learn a great deal of knowledge to be

= -~

sure, but he, also has ‘a g?eat deal more to learn in the area

~

¢

e e e e [

OMS and values and 1n t*area of‘ self-awareness,

" - Qhe 1nstruct1ona1 techno g1es for‘sk1115. values ana
. N 4 4
v Aj self-awareness-are qu1te d1fferent from those of the trad1-
) » R . 4 . . t sg fl - . ._‘

tional. didactic courJes and are not 11ke1y to.be well knomn

N d

" ta the Commun1t) college Mental hﬁ‘lth/human serv1ce faculty

N LT A Yy M
T, 1zwh04kome largely from the f1eld of practlce This chapter.
_ . \ A R A
s explores some of the Jnstructzonal technologies that are . .°
DR 1 A . ' N . N . . N
. r ] ' 1 " -, - N
2 . .
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belng used to accompllsb ﬁﬁe ' Jecthe'of préparing a mental

he&}th/human service generallst practltloner 1n ;wo years.

- Two years may. seem tb be .too 11tt1e time to accompllsh such
! L3 - - /
ambltlous obJectlyes, but if the obJectlves are clearly de -

. &
. «fined and if the learning‘experiences are properly chosen, .

-~

5
and ideas. These Rtave been, and to a considerabl® extent
> 8 1
4 f . -
remainb/iee major emphases in dida@ti;3courses‘offered in

:\%TEHT?TonalrelaSSroom settings. These are still called for,
. =/ in & large part of. the mental health/human sen%}ge programs.
Affiong the techniques available:

"Lectures ‘
l ?/7 ¢ The lecture remalns one of the most effectlve technthe

for’ transfer of 1arge amounts of 1e?brmat10n. Howevék, many

- ' -

_studies Show that the retentlon ratg of materlal glven by

»

N B 4
*lecture
does nothlng to involve or staﬂulate the learner It usuall
u*‘1nVo1ves only one sensory system of the learner--hls hearlng

¥ } . ®

S

‘

%
rather rwpldly over'alme, The Iecture essentlally

ye

I

L If lectures.are to b used it is’ sugngte& that they be

¢

brlef aﬂd blendéd W1th other 1nstruct10ﬂim’methods ' The in-

- atructor should also try to make hlS lectures 11ve1y aﬁd f
v . »
‘ interesting and use leual alds along Wwith thé 1ecture. _ )
| ‘. . “ ’ = v “ ," ‘ ’ > M :.'~ ‘ :“ a‘
i ‘ ' . * . {ﬂ)‘» . o e £ *
. ! o ) R EPY N s S . h .
] : Ay i ‘; &/() ~ “ ‘ l
“ . o, ‘ > : . .
O‘ * ’ . 1 ) l ' . .
- ‘ , [ W v ‘

serV1ce student to leatn facts~ pr1nc1p1es'xcpncepts{-theorles‘



- N
'* + Awmdiovisual Materials ' o
»‘,,\’ hid . ’ - e '
) ‘ &dﬁgov1sual ‘matérials have, the d1gt1nct aavantage of

,pre§§nt1ng matef1aT\through S1ght and sound. -Two channels .

- %éHSQIY 1nput are far’ better than one for learner” atten-’
° / ’

“tion and impact. Cglor'gnd'mot1on in films and v;deotapes

-

. make the learning much easier for students. . A major dis-

R ! . A

. qdvantage of all these 1is thét they leave .the learner rather
’ - . 2

passive 3nd uninvolved.. - v . -

“ B . ‘ .
‘ The range of audiovi%ual'téchhologies available today’ *

) B " ! . N 4 % . @.
. is- astounding--films,. tapes, slides,. videotapes, cassettes
/ : . - . - . ' H
(audio and video). '« The Mental Health Materials Center has
1 h‘ B ;

. several appropriate films .covering -a wide Varigfy of mental

N health subjects. 3 o ‘ ‘ N

L L "

—— ¢ e e e i
- "

: . For many teachln} 51tuat1ons Bt will ‘be- necessary’ for

the instructdr to prepare h1s or her Own aud1OV1suals Many
colleges have an aud1ovisual department that can 3551st'in
the preparation of these materialsl',fn;aﬁdition, v1éeotapes,
u; _ s;ideskénd f?lma_éf local mentalrhealth/faé{litéés pfovide ~ o
an éxceliehﬂ firsthand view without actua}ly tak1wg the:

students out for f1e1d V1$1tS‘ 7150. sub le pomts ‘of /‘

‘ : psychotherapy or ther#y that mi‘gh}
-t ;

- ﬁh -demonstrate in *real life can' be- ‘pointed out In v1dcotapes .

L * and films. y - \ },/T_f/i' " . o

‘

be approprﬁate to //L

. Classroom Disqussion «
. K ) - - ‘ s 4 B . 3
* [4 . . . . .
. Classroont discussions are an e{EellenT technique for
v . . “ 0 §’! i 2

involving the student in the learning of didactic matérialsz

. v ! ¢ = : i .




‘A the knowledge. . Ce - oA

-~

They give opportunities to ask questions explore alterna-

\

tives ‘and gain new'perspectiyes on. the material ‘¢lassroom

discussions are often begun W1th a_lecture or film . Skillfuldy.

handled, they involve all students in exploring value issues

PR S

and help students gain self-awareness while they are, learning

‘.B,eadings ; . s

- Readings are a‘létg{preferred-technique for transmitting

s

-

knowledge, especially in graduate schools and four-year col- , }
leges‘a Byt notjeryone reads avidly or comprehends well what

‘c

|
\

he reads, so this technique may have limitations for some stu- "
, X . |
dents”. It may be that relatively more\community college stu- |
: ' |

. o .
. . t

L . .
dents have - these limitations. \ SR -

Readings should be selected carefully, 51nce not all
written materials re easy to read or are or gé“at 1ntellectua1 |
challenge. The efzt%tiveness of readings can be improved by . \%
)

_following up with di%cussion “sessi or wr;tted‘!epdrts sojn

‘that the learner has the portunity nforce tﬂ% p01nts
“.and explore the perspective of, the material ,<;/'ﬂ .
progran e e, T N
rogrammed Instquction - ’ . R )
\. o Programned 1ns@(uction is a technique Wh}Ch uses prepared

‘ ¢

1n§!ructional naterials to’ 1ead the learner through the facts '

v

‘and pr1nc1pLes of a f1eld of knowledge Sometimes prqgrammed

! [ . - E)

». .
materials use computers or teaching machines but neither is

’ .

necessary for the use of programmed 1nstrﬂttipn,' one cfear’
. , ) -

v

. .
e - ! v ‘ . .
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. Y

'.have been developed- fér mental health content. -

'TEACHIN'G OF SKILLS . . : L

Loam T

advantage to programmed instruction is that it allows. each
’ ‘e .

student to learn the material at his own.pacgi It is euen

possible“to do the instructional] units at home%or at hours

0

‘.convenient ‘to . the studént. It also involves the learner

in the process. Relatively few programmed instruction units #

A -
* ’ N 3
, .
.

. | ﬁ .
/ ) C

.
[

Group Self-Instruction

»

Group 'self-instruction is a u'chnioue of dividfng the
class into small groups; each with the~syllabus of mat¥rial

to\be taught during the course.‘ﬁThe groups then organtze

B

emselves and‘ﬁegide which of their menbérs‘wili/teac5?§hich:

sessions. f(All members must teach _some sessionsl The in-

structor acts. as a consultant 1n the content and “the group

l

.process. The, students 1earn the, content but they also ,“g )

LI

-

e, et A

‘

~ o -

In sklll tra1n1ng thexe .1% .an element of knowledge to
Y |

be acqu1red as well as the }Ixac_tlce of the sklll 1tse1f.
The teacthg of skllls can Vénkonh a classroom—and a f1e1¢»

ﬁrocess Slnce there is 4, separate chapter on f1e1d instruc-

4

,tlon 1n 1hls publlcatien rth;s chapter will concentrate on

the sk111 tra1n1ng that may "take place in the classroom.
- . "” . - . - -,
oA real hazard’QO‘a mental health/humah servicé program

L

L

that stresses. claserOm 1nstruct10n to the eXC1u51on of field -

tra1n1ng.Ls that the student w1lk 1earn "about”‘the skllls,.

-’ » e :
. : t .
™= ‘ b} « ' - 7 9
' » . A ‘ - ‘ ’i +

’exper1ent1a11y11earn group techn1ques and teachlng technlques g;
. - ’ -

4
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- ..v . , . L“\h_ .
. *1  but may pot-actually be able to perform thém. Of dogfg;, G
-~ . - ~ N v v - 8 ¢ oo
. the ultimate test of the worker is whether the or s e:can” e T
. . co « o4 ¢
: L 2

2 ‘perform the skills witH clients. This redqiires fiel
N /‘ ‘ ' S . ' ’, ‘

U perience, but many of the basic skills can be learned- in N L

‘/ - - . . .o . ‘

! - classroom or on-campus settings, such as laboratories .or
. . s ~ .

L * “practicums. This pub.li"ation distinguishes between practi-

.

cum training which is a on-campus practice experience, and *

P

field ﬁnstruction whichxtakes pléce in an‘opeﬁating}agehcf.
. In either case, thé inapzycfional ééchniques gréc N
) ‘ ;xperientialrﬁ Tha} is, .the stﬁ@en; learns the/§ki11 by |
) | actually carryingvi} out:' The‘asudenp Fhen/rquives feed- . ‘
|
|
|
1
|

back frém the instructog or peers regarding his or hérxper—

© ' .
y formance and how to improve. There are several techniques

| S . e S e

.

. " for doing this: . ]

, Mini-labs. Minigzlabs are small gioup‘sessions » .
. © . In which the st®aents practice. their skills, . -
. such as-intérviewing, counseling, interpersonal
‘. skills, on eacd® other while other students ob-
> ’ serve and later .critique 'the performance. The
' instructor acts as a consultant and Supporter
to make sure that no student is uhduly or un-- .
"fairly criticized. This is a very potent learn-
ing device.- It is-also helpful in developing.
. < , “self-awareness of 'one's one styles and reaction
- - .- ) patterns. ’ ‘
LY LI . ., -
r- - . Videotape and audiotape- playbacks. Videotape .
T .  and audiotape playbacks.are techniques in which
' a student's performance .in a skifl is taped and ,
then .played back for his or her own and otHers® ~ ‘

cri'ticism and recommendations for improvemgnt/,™
U T, ideotape, of course,’' is preferred because it
‘ ‘ "“%icks’up pg;ture,weye-contact, mannerisms, in- i
‘ . ) flect;%ps vdice and .,the content. The equip- -
! ment, fer videotape is remarkably inexpensive
S \J“and should be available-to evéry mental health/
human service program. It may already be avail-
o [' ?ble from th% college's athletic department.

4 " R .

) l . : . ;
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Audiotape, and Videotape aré éxtremely powef ful
teachlng dev1ces since they allow the student

to review her or her own performance and jto
learn from it. .Both have. a speClal a&vaﬁtage--"
they can be stopped for indepth~ dlscusslon or.,
replayed for repeated ana1y51s. v

L
.

Slmulatlons. ,SlmuIAtlons also.known as ftole-
playing or gaming, have the learneTs play out
roles .in typical clifiical situations. They are
espec1a11y useful te provide-students %ith ex-
perience in certain critical ¢$ituations which
may not come up in their field p ments-- -
such as counseling a dying person, dealing with
a person who uses denial. / " ' ~

3

‘8

In u51ng simulations it 1s well to involve a11
students in the process, ‘ot just the twq or = -
three who ‘are the prircipal actors in the .simu- -
lations. Others should be observers.of certain » °
of the actors and should be prepared to inter- -
change with principal actors and cary§ ‘the roles:
themselves. / . o - LN

A very useful technique fdr simulations is the’
use of trigger films which .are very brlef (one
minute or less) clinical vignettes:. .The students
have already selected their roles in small groups
(i.e., client, thegapist, observer) and they play
out the parts imme,iately at the end of the film~

In the use of simulations, as in all experiential
techniques, there must be a period of "processing"
the learning exercise. _Processing is the experience

of reviewing, critiquing- and-sltggesting imprave-
ments in the perfggmance, It may be ddne by the e
instructor alone, but it is-more effective if pfersag
are also.lnvolved Most ‘experts recommend “that

the time devoted to processing or. aqgly21ng the T
‘exercise be at dcast cqual to that g1ven to the
aexerc1se ‘itself. N ,

There are twg cautions’ to'wbserve in u51ng 51mu1a—
tions: the -st@dents must be cautioned .agaipst play-
ing caricatures of the roles they are "supppsed to-»~'
be playing and the simulations must be approprlately
chosen to teach what is ‘desired.. These may sound -
self-evident, but it.is surprlslng how often they

are not followed . :




L)

) One-wdy mirfors. Ro@m? with one-way mirrors allow
s the instryctpr and peers to view-another student_in
a ¢linical-situation @n-the . othér side of ‘the mirror.
After ®he session theentire group assembles for the
critiue o¥ phe performance. . These are most often

. used in clinical settings,'buf they can also‘be used

in practicum settings on campus. . ) -

. . . ' R N LI

. Goach-and>»pupéd method. This is a technique; in which
students pair off and each practices a skild yhile
the other coaches and criticizes. They-then Teverse

Fhis is

’

<

Ta o

o gCH;NG OF VALUES “AND, ATTITUDES

[y

_'.modify his or her walues if they

.. With clients.b e K oo

: becomes the pupil.
~ appropriate for learnin basic interviewing; counsel-
.ing and behaviotr modifidation skills.. oL

.
[a—

Values and attitudes have not*praditiénally been part .
. % .”Q ' o PO
of the coirscious respbnsigility'of higher education and
Yet

- relatively little is known .about teaching of values.

they a a'&eiy imeprtantQpart of the mental hea{iiiif%an' o
- » N " ' \.. .

service Worker's competence.
L]

already formed values and attitudes about almost eﬁerythiﬁgﬁ

b &

. .o . c o oS - ~ . .
. there.1s a que§¥10n of what a mental health/humaf service

program should do about wvalues béyond simply sedecting students .

-~

L2

Since most persons who havé-lived 40 years or so have '

who already have the kinds of vaMues and.attitudes that are

' ,’ ! N
desired. ‘Fmever, most persons.function with "their 6%510
. . . P . )
- .0 .o . ¥ . .
value orientation at subconscious, leveds., A major objective

0 , s N - :
of the instruction might be to bring these valyes and-qttitudes

. v ’ ' T ’ 5\ X

torconscious awareness with the hope that the stydent may X :
.. . . ‘ . ) S

are,ihterfggiﬁ@-with>mmrk"s

A - - <y
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" Since values are the belief’systems that make persons ) T
, .
decide what'is worth doing in any situatiofr, they are best -

\
made manlfest and examined in exper1ent1a1 51tuat10ns Ihe
‘ ' -
s tuderrt is requlred to choose a course of action which is - |
then examined for its value 1mp1tcat10ns. This helps the

- -

student become aware of his or her own-:values and helps to s
A e e LY }
" set value priorities and to deal with value conflicts. One

of the greatest problems in the human.service field is deal-
. ' »
ing with value conflicts when both values are ''good.'’ ) -
. . ‘ L] -

Many of the techqiques already discussed ynder knowledge

and skllls cam be used 51mu1taneously to explore the value

¥

1mp11cat10ns of a student's choices in videotape playbacks,

L

simplations, group discussions, mini-labs and others. The

instructor should be prepared to use these opportunities to
make the‘same learning experlence serve several obJectlves.
e LK ]

Other techniques |, that are espec1a11y suited to explor-

ing values are: . . < .
Sensitivity training; T groups,’encounter groups, etc.

These t chniques are partlcularly likely to force
1nd1v¥69als in the groups to make a choice and then

explore its implications. Several programs have week- ,
-long sensitivity type sessions at a retreat before /
classes begin. Then the process is revived for an '
hour or so weekly throughout-the program. This tech-
’ nique is also excellent for 1ncrea51ng self;awareness.

The instructor shduld be’ reasonably knowledgeable about
" these .techniques and must take' care that the pyocess .
does| not become. destructive for certain members who
nay %e attacked by the group on occasions. The prp- ..
cess should also avoid extreme or doctrinaire approaches
to these processes. As 1n|the case of skills,’ these
experlences should be processed for their value impli-
cations rather than agllowed to pass for the experience

1tse1f .
o < - . *

S !
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i © g - :
Seminar discussions. Seminar discussions are a
technique for exploring a subject in considerable
depth in a group. The subjects of seminars very
frequently are value issues. The lealler encour-
ages all students to become involved in the dis-
cussion with explorations of the value implica-
‘tions. A skillfully handled seminar discussion
will regularly require the participants to make
choices and -then explore the value issues under-
lying these choices. ) !

The. sibjects for seminars may come from field
experiences, current events, gcurrent program:
occurrences.—If the instructor has clea;%y in
mind the valué issues which he or she wants the
student to deal with in the course of the pro-
gram, he or she should be able .to steer the sub-
jects of seminars to cover all of those values °
-plus others ‘that will arise in the course of

the discussion. “ .

Role modeling: Role modeling by faculty is beligved
to be a potent method for-learning values ahd atti-
tudes. The role models offered by the faculty be-
come crucial in developing appropriate values and
attitudes jn the- sfudents. This involves .such
matters as whether the faculty persons who are
teaching community mental health are actdally in-
volved in the community or whether those who arg."
teaching advocacy skills are a%fually doing radvo- -
cacy work. :

A |

Perhaps most of all it ‘involves the faculty's dedl-
ing with students in the same way that f%he faculty
wants the graduaté€s to.deal with clientg--showing
dignity, allowing choices, reqtiring r¢§bonsib1e
peformance and being available.

"Standardized tests. Many of the availaljle standar-

dized tests can be used for developing g$elf-awareness.
Tesks such as the Allport; Vermon, Lindgy, Study of
Values, the FIRO-B and COPE, the Edwar s’ Persénal
Preference Schedule and the Kerr Empathy Test, are
easily administered, scored and imterpT ted 1mr group

_situations by faculty without undue studemt anxiety

or cost. Results or norms are not usually moralistic

or judgmental, and the results,. when viewed objectively,
force characteristics”™into view which are not easily
exposed;by traditional methods . ; /

L

-
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DEVELOPING SELF-AWARENESS . e . .
. / T
Except for a few highly sophlstlcated graduate

school programs in human services, such as psyen%;zelytic P

“tralnlng, hlgher educ;&hon has not mahe . yhe development of

/
/

self-awareness a specific objective. However, in mental
health/human serv1ce work it is quite essent1a1 that the

student develop a high 1eve1 of self-awareness. This will

include conscious awareness of ‘his or her own: .

Motivations, especially motivations for wanting
to do human service work. Too often this turns
P out to be a need to dominate, to mother, to feel
superior to others, or to compensate for guilt
feelings. . '

s ’

Values and attitudes about dependency, mental dis-
ability, sexual abberations, old age, death, drugs,
etc. Often personal values get 1n the way of help-.
ing others. z
s

14

) Abilities and disabiljtie Each person has some

. particular strengths and weaknesses. The mental
health/human service student must become aware of
these and learn to work with them. .

‘Personality patterns. Each person has his or her
own patterns of rigidity, impulsiveness, suspicious-
. ness, mood swings, etc. The student'must “become
p ) aware of what his or her personallt’»patterns are
amd how to work with them.

. that bother him or hdr and certain characteristic
. ways of réacting when bothered or criticized--re-
5 . “treat, attack, become defen51ve bécome expansive,
. . etc. The student must become awaTre of his or her .
- . personal hahg-ups and reaction patterns and how to L
avoid having them interfere with work with c11ents
and commun1t1es. .

- ( Reaction patterns. Each person has certain things

4 .

At various- points in this chapter there have been notations

-

. that certain teabniques which are useful for teaching of know-

ledge, skills or values are also useful in developing self-

85 s .
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1

awareness. The instructor will want to use tlese techniques

lforxgccomplishing as m?ny objec;ives as possible. This will

réquire sensitive attenmtion and alertness for opportunities

to .develop self-awareness in individial students. This re-

quires the’ instructor to get to know the students quite well

and. is a major reason for requiring relatiyely low studean
N ‘ s
faculty ragios 1in the progriz., |

) Other techniques for developing self awareness are:

. ) ’ . .
Individual student .counseling. Individugl student
counsq}ing should ¥e a regular and_ongoing part of

. the program. This is far more sig jf£icant than the
usual faculty-counselor arrangemepnt that prevdils in
colleges. A major purpose fiere is to help tite stu-
dent develop awareness of himself or herself on the
items listed above and to give some thought of how he
‘or .she plans to deal with these personal characteristics.
This may require therapy for certain-students who demon-
strate Serious personality patterns Or drastic‘reaqtion
patterns which they are unable to modify. Should in-
tensive therapy be required, the-student sh®ild be
referred elsewhere. Intensive psychotheygpy is not:
an appropriate faculty responsibility.. T . ,

Lo .

?

However, failure of a student to develop self-awareness
or to modify or control chara¢teristics- unacceptable

for human 'service work should be grounds for counsel- )\
ing out of or (dropping the student from the program. ,
1t is not appropriate to graduate and certify to 'the T
,field of practice students who retain serious blind

spots or personality patterns which will interfere

with their work with clients. '

<
Selective field placendnt of students. On occasion
may be approprdate to provide a student with-a-highl
selective field placement in order to help develop
.self-awaxeness in areas that seem to be especially
difficult. This might include nursing homes, correc-
tionss programs or drug programs. These placements
should be coupled with individual coumseling of the
student agnd with his or her‘understanding and agreement.

N




INTEGRATING THE "INSTRUCTION . . : l'

/ Most of the course work in a mental health/human ser-
vice program is divided into ﬁnits that deal wfth specific '
%ubject matter and which are taughé by dlfferent instructors.
Thi/JPoses serious problems for 1ntegrat1ng the‘entlre pro-

: . N \\‘a

gram into_.a coherent whole for stuqents. Traditi 11y the
field has beén”}he place where the student :}ntégrates his
classroom learning.'" This puts a heavy burden on the student

e .to pull together all the content. Instead, there should be
ET - '

an 6b11g§€?6n oﬁ the faculty to integrate their teachifng
. 'y ,

for studengg. ) L

P Some of “the approaches that might be usel to help inte- 4

grate the ihstruction are: /
' -

Defiming Clearly the Objectives and the Curriculum

4

If objectives and curriculum are quite Ehoroughly planned,

¢

so that each faculty’member knows what is being taught -by

other faculty and how the pieces relate, then all faculty

.

members can 'd6 some integration of their instruction with

that of other faculty persons, ~l:h:ls reqiires considerable y

Holding Faculty Curriculum Meefings . -
S .
Regular meetlngs of faculty, both classroom and field,

to reV1ew curriculum and student progress will help keep

all faculty aware of wRat others are(doing and how they

.

‘can integrate .the Learning.‘é , = Co -

[

det4iling of the curriculum, but it is well worth the effort..

‘I . i ) *

B .
] v
Ve . R /
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Having Faculty Who Teach.Both Classroom and Field
Instructidn ; o
- A} -
The same instructox.is able to 1ntegrate the whole learn-

1ng process for students. He or she can make the knowledge

more relevant for practlce, and,refer back to theoretical’

bases in the field igstructiont. _, -

A}

. . .
Having Meetings with Students

Hav1ng students,thoroughly oriented to the curriculum
obJectlves and having frequent meetlngs w1th the student

body regardlng their progress is helpful.» If the students
feel that the-instruction is disjointed or meaningless to
1]

.

.the overall objectives, they will say so and suggest ways
for the faculty to ihprove the situation.
Tt would'algo'be useful to hold weekly seminars of

students angield-placﬁments with ‘classroom instructors -
P + ) ' N

" and field supetvisors.
’ .




[

'

‘Planning Field Experience .
'l Mental heglth/gum;nlservice ?rogram§ place considerable .

emphasis.on field experience. In the classroom students

~ [}

can obtain knowledge about mental health and mental ill-

- -

ness; they can also léarh certain essential skalls and

techniques, at least with normal subjects, 1n practicum
f - v

- ‘ .
work and with other experiential learning.” They can learn

L many of the values and attitudes from seminars, fole play-

/.
Pl

ing and other experiential exercises-on campus.

But the field“is the only .setting in which théy can .

, : : .
learn to become practitioners. In the field they learn

tp.experience the mentally ill, the retarded, the alcoholic

. -~ .

and persons with other prbblems of daily living. Here they.

learn the "how soon,'" "how much" and "how far" in‘applying

their skills with real clients.. They .learn the realities

-

. of professional and ageﬁcy life. Here they learn to.work -
- with real clients and real qommunities to solve problems
- ~ - . . . - . ’ *

from the .beginning. Here, too, they learn the full iﬁpli-/
cations of the generalist role model.

> + . . -~
.
« ”
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. // The f1eld rs not just a place where students ”test out"
or,'"j tegrate” their Classréom knowledge. 1t is, in fact,, the
place where the most” effect1ye acqu1s1t1on of knowledge sk1lls

. and‘valpee actpally(tageggplace V1rtually all employed grad-

- uates report that the field experience was the most iﬁluableA
. ¢ ' . .
/ part of their entire currieuwlum. , .
. ’ . oy
However, the field experience must be more than a cursory

visit to field agencieé or a loose arrangement far the agency
to '"'take students on Tuesdays and Thursdays,” with no struc-
‘ “ture or expectation ind supervision, It requires careful

Planning with the faculty, .the student and the field super-

visors. . ) .

. l . ) .

~ OBJECTIVES OF THE FIELD EXPERIENCE -‘ ot

At different po1rts in -the fleld tra1n1ng there will be

-

different objectives for the student. Among them are:

To see and experience firsthand the various 'kinds

of mentally disabled persons and the programs that

serve them. ThlLs might be done through field visits

to mental hospitals, schools for the retarded, drug
' . abuse or alcohol Cl1n1cs, nursing homes, etc. e

’ 4 -

To learn pgact1ce skills to achieve and demonstrate
. competence in interviewing, counseling, behavior
modification, greup therapy with real clients.

. 3 T . - .
To learn how the various professional specialists . -
function in relation to each other and in relation
to clients and families.

-

. To learn firsthand.how agencies actually function
in relation to each other and 1n”relat1on to clients
and fam111es

To learn to solve a total clinical problem from the
. iritial contact .to evaluation and outcome. This 1s
. the proceéss of "putting it all together" for the

: . cl1ent the true general1st Vole . '
, ! ‘ . : 4
. ‘ R . B . 90 .11;1;
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.
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[4

.7/, To learn to solve a community pfobleﬁ—from initial

\, . detection to evaluation. This field experience . - - -

would - most Jikely involve 2 micro- communlty such
v as a nursing home, a half-way house, a“"school, etc., -
rather than a total commugity, but 1t is afso the
skill of "putting it all together'" on behalf ‘of a
. comnunity rather than a c11ent i \ .
- To develop awareness of one's own. values, styles,
‘reaction patterns, limitations,, abilities,.etc.

as they affect other persdns in humar service work. - %

The¢rye is a strong élemenmt of gfowth in ‘this process.
. P . Ny . %
It is surprising how little research there.i9 regarding
‘A_ . ‘\\ R » .
field training--in .the human service fields. Nearly all of s

v b - - . - .- » ‘ L)
what is.in the literature is descriptive and ‘anecdotal
rather than controlled and evaluated. However, there are

severdl points on which there sé&m to be consensus among .

.
-

many directors-of two:year mental'health/human service

¢ » .
programs. . g 7 ' . -

. TIMING AND SEQUENCING ,
Many of- the mental health/human service programs 1ntro-
duce field tralnlng at -the very beginning and continue it
\ throughout the program, often 1nc1ud1ﬁg a-major field QX-

perience in the summer between the two academic years. They
4 ] . ce L
. , .
.report that tRis arrangement enhances the classroam perfor-

mance as well. The students see practical applications to.

the classroom learning pore readily, and they are better
[ .

motivated for it. It also provides students an early oppor- -

L)

} } + . . L .
tunity to test their persanal} aptitude and motivation for

this kind of work.




‘t

""'i:r

Other schaols provide figld experience only in the
¢ . N . -
second semester.or.quarter,\or'hoIa‘field experience off,
g - * - s " Y
until®the second year. ‘This obviously can be made to Vork,(_ \

but there are rQél advantages to starting the field training

very early .and continuing throughout so that field learning > _(‘
. ’ ¢ - 7

. . . . .
is concurrent with classroom theory. , o ey

.

- <

. . . ] : .
The total amount of field experi;pce in -mental health/ .

human service programs va;1es from schgol to school, "but it’ L

1) ’?

generally makes up abput 25 percent of the total’credlt hourss~ '

‘ .

This usually requires a far greater number of clock hours than
the credit hours would'indioate, for laboratory hours are

. R L. i

traditionally calculated at 2:1(0% 3:1 to lecture hours. . .

As for sequencrng,ghe field learnlng, it is not always
' s
p0551b1e to aerQge an 1dea1 form. However there should be
' 1
some attempt 'to sequernice the learnlng fPr students so that -

’

for in tange, they learn to relate to: people before\fBey
. \ $. .
undertake to change their behavior or take bmn.a totél clinical
”

problem. There shé1d be 'sufficient time for a student to .

,
. ~
-

have continuitg with selected «clients. -

The Yspecific sequence for each student is negetiated in
- . [{ . . € . oo
an agreemqnt worked out among the program d1rector,;2he field
- = - \ - / 4
instru student. . . .
ructor angd the 3;; , |

-

The question arises regarding the kind ‘and nunbdr of

field placements for. any particular student. Despite con-
." . . -
siderable - variation there is strong feeling. that the idgal )
L 4 :

' pattern of field experience -placements would be for the

’




-

student to have at.least three different pfgcements One of .

these, perhaps ‘the f1rst ’wonld be iN a mental 1nst1tut10n

a nurklng home{ "or the psychlatrlc serwlce of a general

! S

hospltaL‘ Here the student would experience the severely

disabled, the majoriprofessions end total institutions.

: Aﬁether placement would be in a community mental health
settlng--a c11n1c, atday hospital, a crisis'service. Here

the student would experience the less troubled clzent the .

L}

communrty orientdtion of mental health services ‘and a greater

. ; . S ’ '
variety' of models of intervention. S

v

A thirdvsetting might be e“commdﬁhty agency or;progra§

that is not primarily a mental health service but-in another
) . »,
hutan service area @ltogether®-a school, a rehabdilitation e

v
'

program oO¥ a crim;lﬁal justice program. ,The studentgexperiences
A 4 R .

a wider variety-of human services and community services and.

,their perceptions of ‘emotional and mental health pfoblems.
4 . . o

He or~she Iearns how to relate these services to tlients

and also how to work with the ”troublecw but not necessarlly

”dlsturbed“ clients of those agencies. ,

[}

There is rather strong agreement amohgﬁféculty and students

®
N

/ . _ ‘ C
that it is not desirable, to have students placed in a single

"agency such as a state mental hospital for all of their field

training experience. . .

LY = ) R ‘ o
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: FIELD SEMINARS'
. ,/'- sT ‘-") . " ‘ :
N To some‘extent students can exchange their experignces
" 'r ‘«" \/ . S - . ’
_thrﬁugh reQULar fha}d seminats, which are extremely usefhl\

¢ )

to- “prgces " theo?xPeraences for the | learn1ng-1mp11catlons

)
-

"Too often thls.ls overlooked stuﬁents have wonderful ex-
perpences that are never %ystemat1cally analyzed.for the

learn1ng that . is 1nherent 1 them Semlnars are espeC1ally

desirable for exp{orlng value 1ssuEs ant confl1cts and

s M .

br1ng1ng them to awareness. In sem1ﬂars students learn

-

from ea\h other and develop an dwareness of d1verse view-

[y

;p01nts procedu'gs and approaches to problems.
Many\schools h®ve made f1eld v1s1ts to several agenc1es-
or haVe plannéa spec1al events sech as putt1ng .on a talent.

¢ - . .

show for state hosp1tal pat1ents Some programs encourage
'students to do volunteer work with mental-Health proérams

to ga1n further experience and learn1ng Whlle helpful

&=

sugh act1V1t1es are not a subst1tute for soundly structﬁred
exper1enCes of a di ct seryice nature W1th opportunlty to
. ’

.analyze the learnin that is tak1ng'place.

'RECRUITING AND MAVAGTNG ‘FIELD PLACEMENTS

In most schools there‘1s a S1ngle faculty person who
has respon51b1l1ty fef recryuiting and ‘arranging f1eld.place-
ments . Often this is-the mental health/human-serv;ce program 5
director, but it ay bé anooher faCulty person or an oQ;£a11

»

f1eld instruction coord1nator for an ent1re human serv1ces

. -

division, There is cons1derable work imvolved 1n‘reCru1ting

t . . A
.t

SR S
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., gplacements, thé field iftsyructor and the individual student,-

R

_ .+ ¥f pmental health4gY human setvice agenctes g '

Ffielo placements. ' . . .

.

and sett1ng up gﬁeld placements ‘of a mental heaIth/human "

. . !

, serV1ce program. In every espect of recru1tment the faculty

. oy ‘V
- person must .consider the particular needs of the agency'and ) o

be prepared to demdnstrate the advantages of placements to'~
« . . - . Lf d el

the agency.. . o " P e T t -
Among the possible appfbaches‘ . e | . .
‘Discussion with: fhe adv1sory/€imm ‘ ‘

" .exploring. placements for stud
programs rg%§¢§ented by advlsory o ,
member,s ; A : N

'DlSEUSSlOﬁ with staff development officers

fe g

Y £ - : :
Workshops-%n’ thertra1n1ng ‘an# usé of.merial : i ! ,

hHealth/human sgrvice workers fpTr TocH agency ' S <
staff persons'&w1th an appeal for field-place- ‘
mehts in the1r agenC1es . . :

'D1rett calls letters -ahd visits to agencies - . Co N
or programs that~might ke good field place- .
., ment settings . : . . .
;‘¥ . B , ' ’ ‘ ‘ . !

A 4 ¢
Y A S ¢ .

After f1eld placements for students have been logated, ‘_' -
most enperts recommena that two k1ng$ ;} cont:acts be
developed One of these # an OVer‘Il contract between. ’: - A
the college and the agency, spelling ‘out the’ expectations : ‘ \g

of each party in regard to all field placementsgin that ’

. ‘ ) . ' . '." :
agency. The other kind of comtract is an individual ton- -
tract or, agreement among the faculty coordinator of field

. )

3

-

”t& define what is to be expected in regard to each student's-

. %‘r»{," . - ; . /S . “
1 E ' .« . -
et ' S AR
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X The Overall CGLlegg/Agency Contract : o

The oyerall contfatt between the college -and the. f1e1d

agenCyﬁshould be ‘in writlng and signed by respon51b1e per-«

{

sons £br each pa;ty. In many cases it will.be in the form L

of a-letter or memorandum of-agreement, but in some cales,

especially if money is to be exchanged, it will have to be, f

in the form of a legal contract. Aﬁong the ppints of agree-

o

n@nt will be the following: : N . X

* -

'Thé numbers of students to be placed in the agency
‘at any, period of time, the lengths and dates of. o

their,pkgge@ents.

The nature of the fiefld instruction they are to .
receive. .This will note the general kinds of ex- -
per dgces stud®nts will receive, and from whom )
whatkinds of supervision -they will have and how : .
they w111 be -evaluated. ’
=+ 77 " What recognltlon or compensation 'the fiel instruc-- ) .
will receive. Some field instructors are given ’
inical instructor” or "adjunct professor" faculty .
pointments by the college. Others are paid fees - . o
for their services. Some agencies simply assign the
field instruction duties as part of the agency person S
overall job responsibilities. . '

3

What the college expects of .field instructors in the
way of participation in specialstraining workshOps .
faculty meetings, etc.

What limitations there are to be on students. Are
there- limitations to ¢ertain hoursg, buildings, .
services, etc.? Do students haye gtcess to all ’
records, including fiscal and administrative records?
Are students considered to be employees for any ‘
“liability purposes? Will the college's liability
coverage be sufficient? Do students make records
+ in clinical files? . - :
¢ What beneflts if-any, are to be furnished to ’
- students? Are students to be provided with meals,
* offices, travel compensation or housing? ‘Most of ten
these benefits are not provided, but the céntract®
! should make this cléar.

. -

\ . 96 ,
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. revealed during. the placement, N
' %

.

These contracts or agreements between colleges and field

agencige should be reviewed and re-negotiated each year.

-
7 L i Ll

Contracts or Agreements for Individual Student Placements

'These agreements are alsg written and signea by the field
placemgnt coordinators from the college. (This-person may be

the mental Health(&uman service program director.) It is
/7 . PR S

much ‘more a programmatic contract than an administrative

T

contract. It spells out such things as: ‘
The exact time period and days of the student's
*placement. .
What the student is expected to. ledrn or be able
to do ag a result of this speC1f1c placement, T
~ These are best stated in graphic and specific’ .
terms called "behavioragd* objectives'.(i.e.
‘”The student will be able to accurately observe
interview, record and report the flndxﬂﬁs from
mentally ill persons for diagnostic team con-
‘. ferences.") It is well to avgpid vague generali-
" ties such as "The student W111\show personal
growth," . ,
Exactly what the student will’be expected to do
during the field placement. This avoids the prob- T

s

lem that sometimes arises when ho one quite knows

what to expect so the student is left to simply - &7

observe. or to browse through clinical f11es and .

records. ' ”‘?
*

I

The responsibility of the field instructor to
supervise, counsel ‘and conduct seminars for the
student, (i e., how often?) If the instrugtor .
is to as3s¥gn readlngs,vnﬁtlng papers, etc.
this is stated here also, .

*a

-

The gesponsibility g? all partles to coordinate
the field learping with the campus learning. N

A plan for evalugting whether the student has
attainedsthe objectives set forth, together :
with.an evaluation of any special abilities, ‘ ’
‘needs or problems of the student that may be

. ) ' N3
. . - 97

111




A

.do. The agenpcy is under no oﬁ%{gation~t0'accept a student

e | 98 / P
s usL o

\ . . " . c " A ‘
A statemeny of any special ad inistrativg~arrange-
ments that gre to apply to th s'student s place-

’ me;&»(for.e ample, if a student.is to receive
travel re1mbursenent for homd visits to after-~ 4
. care clients). g

¢

. 2

— -

The student should be an actiive part1C1pant in planning

for hls or her placement and in draftlng’the contract In

- ¢

some schoo%s the ‘student is exp cted to, apply for ‘the field

placement. and negotlate for what h§>or she is to 1earn and

v ~

’

'
i

who is‘unable\to\prepare a plan that satisfies'the agency.f
b

This 1is goGd for motivating students in the1r “field 1earn
l

and for ﬁreparlng students for, later jOb seek1ng when thﬂg'

[ N A . .
are graduates. : ) o v C
IMPROVING~FIELD INSTRUCTION C C Z :
Mental~hea1th/hnman service programs haye‘spe 1al 7 oblems,

".in attempting to improve the quality of field inst uction,

since they are oftemn-limited in their ability to pay iLstruc-'
. e ‘ . ' l’ *
tors. However, there are several mechanisms that havé been
) : . VA
used to 1mprove the. quality of- the f1e1d 1nstructfén hﬁd to

-

better coerdinate the field and Classroom.programs. Among

4

them are: : oL N !
T " ' . i .

Workshops on field 1nstruct10n for all facult d - -

field 1nstructor§ These warkshops mlght h gn

such subjects. as 'the generalist concept, concep s”

of adult learning, or evaluatlng student - performance

in the field. .o o /(*» ,J

Regularomeetlngs of field instructors and classtoom/
. faculty’-perhaps-at a monthly "brown-bag" lunch--t

discuss .progress of the students and to resolve a

problems :




. . . ’
- Some classroom teaching by—~field instructors
and some field instruction by classroom -

< faculty.’ \ R \
. Annual or semi-annual meetings of “field coordi-
. . nators and field instructors and selected students )
.. to evaluate the various placements and to plan .
« - changes' for the 'next‘year. ' _

.

Aruitoxt provided by Eic:
.

é ' ’




‘EVa(luating Students SR

‘L&¢. " Evaluation of an informal kind goes on all the time in,a

‘program, -but there may be no recomd of feedback of the ;ind
\
of 1nforma1 Judgments that faculty, fellow students," c11ents

and the s&udents themselves are maklng about student's devel-

opment. - There 1s a need for systematic and structured evalua- .

- 1

. ‘ N3 -
tion proceduresw , . X oo
. . : . Lo ) ‘ ‘? »
. PURPOSES FOR EVALYATION OF” STUDENTS . . * .
, Amdng the spe&ifi urposes for formal evaluation pro-
S . . %"
o, ‘ cedures-are: R b : -

Ty

To.provide a measure of the/extent to which
.. . each student has met the objectives outlified y
. . ‘in the currieulum. Thesg measures will pro- ,
. ﬂV1de the™basis for grad s and ultimately
, . whether he or she recelves a degree.
® >
- Te prOV1de a means for the &tudent - ‘to monitor
: his orher o progress, observe himdelf or «
herself and ncrease hig or fer motivationv s % ./\
o T
: K To ssay the effectlveness of the tkachlng in :
v ' ?e loping knowledge and skills.: This may
ead to modification in the .curriculum or to-
changlng the methods or content. . _ .

o

. To facilitate Job-séeklng by -ha 1ng evaluation
documentagtion of-’each graduates competence.

-

. . . '0’ ¢ / .
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‘

To prOV1de evaluat1on approaches for graduates

to use later for seif-evaluation of the1r work

performance. ™

J -

the ‘curriculu

personnel, facilities and funds- ’
. allocated to t . g

‘program.

.
4
¢

~ To. account to accred1t1ng and approv1ng bod1es

) regard1ng the .program's effectlveness.. '
' L

‘To account to the commun1ty for the competency

- attainment$ ‘of }{s_students..Th1s data may be .

used ‘in developing jobs -of. in documeng1ng the .

ggrogram for 'leglslaxors,qprofess1onals COR- * * ~

.
' . s
.

s

: gumers Ot agency admrnlstrators ,
e R a k R . e - “y ' R L . « » . .
N - o . R “ \ . e ! ¢ - M .,
. AN c - ° L o . &
’ ;RLAﬂerc FOR EVALUATIQN( S ST

-

‘ the ‘time". the progfam .§ developed The élpgram obJect1ves and

the, deta11ed§curr1cu1um obJectuves Wild be speT1f1ed to the_

,Q”The proces& of evaluat1ng'stude€ts bas1cally beg1ns at

po1nt where they prpvlde the cr1te01a and‘the amasures by

. us
RN @ N "

wh1ch student.evaluat1on&can tgke placan A

’

‘f Prepaang a-student to become a pract1t1oner 1mpl1es e

o v’

that there idll be 4 knowledgeﬁbg&e, a base of sk1lls and

R L - - N

\ e
certaLn values aqd sqlf aWareﬁqps'whlch W111 make up the ‘ \ :

+ . .

”core of competence” that w111 serve as the objectives for

I

- .“" r

evaluatlng:students in any part1cu1ar mental health/human o

B ] »

,‘serv1ce program For any 1nd1v1dual student the obJectlves

PN s -

nght be further elaborated depend1ng on any spec1a1.1nterests

or plans that he or’ she may, ‘have. -

- . 9

- NEGOTIATING THE EVALUATIOA PROCESS . '~ ) .

’
v o

W1th th1s background for evaluat1on, the progfam is" ready

v
- L] N

. '- L]
. to negotjate_the evaluat1on prbcess for indivjdual gstudents,

’ «
‘ »

e . 102 1
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facylty and'field-inst!iétors. .The spr1f1c Steps are: -

L ‘A Clear Contract W1th Each Student T L _’

¢ o
PR © Mis may be an’informal oral contract ~but’it is bften K -

3

better to put the contract 1nto a written memorandum It ‘\. 2

1 ’

should cover such 1fems as: .
.What is to be mon1tored in- knowledge skills afid
att1tudqs? . ° )

.

ph &\ Who widl d he monitoringd-students, faculty, field ,
\ instructor? . ' ‘ ' .

‘L ' . <
\ R What time?frames are expected--days weeks, month's ?

What forms of documentation will be used--reports -
check forms, clinical regords, rating sheets, cons, L
ﬂerence notes grades?. . S ’ . : )
. " . . . A \

y .o . 14 ‘ o
' .

-

I3

An Understanding of Post-graduate Responsibilitz - Coe A

‘Explaln tp students that the program will u1t1mate1y also .
want reports from them as graduates in employment and from {-_ .:
¥ - - their employets noting how theyﬂare do1ng and what recommen-
dations?étudents;and emoloybrs may,nave‘for modif}ing the
~ progranm. ‘ ' . - o - ' |
S : T

."STUDENT PORTFOLIO -~ S g o o N

. L .
v

LKy . . ,
S A‘usefﬁl device for a mental health/humagh service progranm

to dSVelop,‘in collaboration with. each student, is a" student . .

. _ 4 . '

. .portfolio. A portfolio provides a framework for evaluation ’
' . . . |

" of the student's progress, and it also provides documentation ‘

< of the student's specific alhievements 'which may be used as -°
. S . d y a

a-tangible record of achievement when approaching potential

employers for a job. L . :

103 o ~ S
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I Y '3
o . e ) s

y : The pdrtfolio should be started'as soon'as the student

ds enrolled 1n the program and shduld be- cumu1at1ve throughout

<1 the student's school experlence.* Among the items that m1ght be
. ' 1nc1uded in the portf0110~are co ‘ '
. b p
.7 3 ‘'A'statement of the program objectives in the
\ areas of knowledge, 'skills, values and self-
. . aﬁareneSs . ' :
A copy of the speC1f1c contract(s) neggtiated
. ) . with the student (Additional. contracts may be v -
N g negotlated for.each field placement.)" .

‘ , A transcr1pt of academlc courses and the\ student's

" T grades ' , : . %
/ o A record of field, placements ‘and evaluatl n reports )
A from them . .

1

A realistic- an& 1nd1v1dua1 profile. of the student s
knowledge, skills, va1ues and self- awaréness

o

. ‘ Studerit reforts'of work samples done in classrobm
. " .and field | , .

' : . ’ . . “‘ ., -
@he student will participate in‘develeping and maintain-
- . . *

' . ‘ ing the portfolfou It provides an“objective way for the stu-

o

dent’ to evaluate hisLof her own progress toward individual

“objectives. Later the student should be allowed to selegt
F .. * from the .portfolio those items that he or she wants in his.

or her dossier for job-seeking with potential employers.r

- . .

. \ : ' ’
* PERFORMING THE EVAEﬁHTION .o ' N . L -,

o In,?he operatIng stages of the program there are .se’veral

-

e p01nts to con51der in actually performfng evaluations: .
-, . “ »\-«) 4 A

What to ggaluate

o ‘ . N n

In develoéing the core of competence'for the mental health/
- i , ”
. } .
human service worker, the material has been broken down into

. . PR
N

Yo ) °
. , 0 Co . 104 o RN
~
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\ those bas®c dimensions >~

e Simulations,

knowledge-, These are use-

skills, values and self-awangness.

. . :
ful'.categories in mdny ways 'but they are not mutually exclusive.

Thé final objectivey 'of course,.is to put these together into

S -

useful practice roles In evaluation there often is only the

»

ovetrt c11n1cal behav1pr of a student from whlch to 1nfer the

) knowledge, skills and values. However, with this word of

~ N .

caution, it is still useful to evaluate students ih terms of

-

How to.Evaluate

The methods or technlques for evaluating students w111 -
< s ‘i» ¢

vary depen@gng‘bn which objectives are belng evaluated.

o«

Knpwledge obJecglvés are evaluated by the use

of oral or written examinations, questlonnalres

written or oral reporty; ‘term papers, class ‘presen-
N ations and pre- and post-tests. Theré is a great ‘
4I-h‘ééa1 in the literature about chooging appropriate .

tests, designing tests, scoring and @valuatlng the

validity of the tests.

.. Skill objectivessare evaluated by such techniques -as:

.

Structured observations -and reports

S .
& Rating sheets or»charts to be filled ,
" out by 1nstructors, field supervisors
‘ Or pgers_. . RS

Videotape playbacks of student’s per-
. formance -

-

role playi$modeling, . .

Logs and journals ) .

»

Ppsycho-drana

’

All of these are based on the student's actual behav{er.

Skills are the essence of being a practitioner. They involve

-

- . .
behaviors and the learning ¢f not just "how much” and "how long."
a‘ L]
, .

L - -
105
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,Skills are usually analyzed into gradually increasing iEVels

\gf complexity and discrimination. Thus, an example of the skill’

» »

- of interviewing might be taught,and evaluated at three levels:
Level 1 - greeting, developing rﬁpport —
observing, ' 1lsten1ng R AN ] - \
" Level 2 - supporting, confronting, ex- .
- ploring, paraphra51ng?
‘. Level 3 - us ng. body language, eye con- -
: e tadt,.and attending mechanisns, / %
' re ectlng, 1nterpret1ng ' %
.o L
-, The student and faculty will need to know at which'
level the student is expected to perform. Of course, _.. -

it- is most likely that the level of expected performance

. . . A

will vary with the stage ef the student's training. In

Ed

. . . ‘ ]
the First semester Lével 1 may be sufficient, but ih the
. ¥

»

second semeJ{er the student will be expeCie&4to move to
« . ,
‘. Levels 2 and 3. This should be made clear inithe contract.

Since sk}lis are related to performance, they are

evaluated by observation of actual beh;vior. The student

must be able to demonstraaivcompetent mastery of skills.
- ™Y *

.~
N

Vdlues and attltudes are, evaluated by techniques

such as: .. )
- / ,
Logs and journgls . -/ -
E - Check forms by supervisors B .

Peer ratings .
9' . ‘ ' 4

) Attitude rating scales ot -

. Small gYoup interactions such as .
e Seminar discussions




’ \
A serious problem in the teaching of values is that

people often profess one Value/or1entat1on but pract1ce an =
. . * . .
entlrelzrdlfferent one. For- éhls reason it.-is.almost. .

\ \ .
essential, both 4n tea;hfng/and evaluation, 'to require the N
. 2 8 h )

‘e

. . - . / ‘ ’
student to choose some couyrse of behavdor and then to anpalyze
. P ‘., , - ] o
Jthat act for its value implications. : . :
i . R ) ” . , s s .

5

'Sglf-Awareness is a critical element in’
human service work. This is taught by .
N ‘techniques that require the student to
' confront his or her values; act1ons, moti- '
vations, reaction patterns, biases, %
ab111t1es and limitations. Self-aware-
ness will be evaluated by methods that
determine the extent to which the. learner .
has gained conscious self-awareness and :
has either accept‘d himself or .herself
i - or made efforts tof change S - . o B

~
. : ,'Some methods of evaluating self-awareness -
TE might include:

N ~
Personal counseling ’ '

. - i 4
- Opservation of behavior in small . <
~ group seminars .

- -

Supervisor's obsérvations and
¥ o~ . -ratings [y ) . \

Peer ratings

»

FURTHER ISSUES IN EVALUAiING SKILLS AND VALUES

Much has been written about evaluation of knowledge, but
’ - ° ‘ , .

‘there is not much writter abou techhiques for evalua}ing

“ ~-

skills, values and attitudes,and self-awareness. Just as the
* 1

teaching methods are more experient‘al than didactie, so the |

' \ B . -

evaluation techniques are more behavioral. They are oriented .
A
trégj

more toward documenting the student's achievement of .competen
7 - * -
«, . . . o




. [
A Y . . e, 1' ° 4, * ) N - ( -‘
. \ .

i ! . ~ .,

[
’

L4 . ‘. \
or' his or jer need for further  work than to scoring with al
péfcentage figure or:grade. They thus tend to have gfeéter
. ¢y . ' - , e .
: use for motivating students to improve than primarily for
- . , ’ s ! . Py
. - grading. ' . . oo

lﬁﬂ\‘ ‘ Evaluation Techniques )
. A} X,
Logs and journals are detailed records whjch
. students maintain of their case and community-

) work. These can be examingd to evaluate how . ) .
v well the student:’ ~ / ,

L Organizes material, summarizes and develops
clarity of expression . .

wa
—~——

-
Accepts responsibility and manages her or-
his time . v
> Defines problems and formulates plans from
% ¢ flexible alternatives - '

Carries out interventions

s

. . Becomes aware of his or her own feelings .
. . and distinguishes between them and those ‘
) of his or her clients. - )
S : .
\ °

Thege logs are regularly reviewed with the individual

student to eyaluate progress and to suggest improve-
o ments. They can also be made a part of the student's

portfolio. . ‘ - oo '

[ Videotape playbacks are an excellent méthod of evaluating
students and having them see”themselves as they actually \

d performed. This is a powerful motivation to improve. It
is particularly useful in evaluating: ’
|
Use of body language, eye contact, and )
\attending techniques ‘
(. { ’
se of sinterpersonal skills of genuineness, .
- ccurate empathy .and non-possessive warmth
dpunseling’skills ) , ey .
S IR | -
- |- Confrontation and suppqort:skills ,
o - Simulations are a method in which student3 are given
A ) rolei to play in hypothetical situations. They must
g © be tautioned not to caricature.the roles. In some
Lo . \\‘ . . > N . ’ .
\ '\ . " - . .
' ‘ © 108 ) ) \
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4 i ., R A )
., simulations certain roles are aImost.completééy N
- scriptedyso that the students are placed in mbre - . - oy
© stdpdardized situations. "The "trigger" films"
.that.pose d brief (up to one mfnute) clinical. -~ o
situation from which the stuldemts take over the Dee 4
. roles and play out the situations is another S , =
somewhat standardized approach to 51mu1at10ns. N L
Evalyations may be donqﬁfor
. . . ¢ . . ) ~
~SpeC}f1C¢requn§§s destred‘ . L e *ge

Co'nfr,,onta’t]%n and .éupp,ovt skilds .- A

‘ « ‘ 4
Clinical prquem solvf!gt T : o

Counseling s&$115 . , o .
) Interpersonal skills . , c ' : .
~ ] (

These should be processed with the student immediately
after the exerC1se. — . - K

Small grouppseminars are useful in evaluatlng several ‘
skills and(Values and in assessing self-awareness: ’ -

a

Group skllls .
Confrontatiop and.,support skills . ) ‘

" Values regarding dependency, chronic illness,
death, work, interventiong,. race = .

. - . ’ ’ » o
Self-awareness of own motivations, values,
abilities and limitations. ' :

- - |
\
The small group seminar may have toebe guided into ~‘ |
. some of these areds in order to observe student re-~.
actions. It is important here also to analyze tbe
interactions at once so that the students become
aware of their strengths and limitations and can -
make the appropriate changes in their behaviors. '
,Behavior check forms may be used for several aspect% )
of student performance, including: P e

e

Acqeptépce of responsibility' L.

Completion of assignments according to
schedules

E ‘Collaboration with others




o

.Community ability, both oral and written

Behavior check forms ;%garding the. specific tasks .

that the student is expected to aChieve can be usgd
as gu1des for instruction and as evaluation measures
“for hoW the student is progressing on individual’ .

. tasks in his or her overall program.
examples of specific behavioral expectations that
students might be expected to achieve:

L4 -

| Satisfactorily

Following are

v
[
e <

Skills and Obiec%ves -

1.- Is present at all
‘'sessions, on time, q
".makes advance prep-
arattons '

..2. Observes an 1ntake'

interview -

3., Conducts an inter-
" view under super-
vision
4. Identifies cljent's
problem(s)

5- Assists ‘in<formulat-
.ing a treatment plan

.

. 6. Follows through on

' treatment plan .

7. Conducts. a :termina-
tion interview

8. ‘Conducts follow-up
visit

g, Presents oral

~¢ Written report:

' activities to s

1

10. Consults and inter-.

acts- approprlately

&  .with staff

Completed

Date

Comments

- <
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DeVeIOping Jobs T

Ll

Mental health[humgnﬁservice ﬁrbgrams differ from many

established techriologies where t!ere is -general public, pro-

v N
fessional‘ang administrative acceptance and where job descrip-

A

tions and positions are well established. However, it is

similar to the situation in which associat® degree nursing -

-~

programs originally found their graduates bneligible for
licensure which required three years of training. Dental

hygiéne and phy51caan a551stant programs haveé also had to

overcome similar JOb development problems. .

.

The obligation to develop jobs is reinforced by the ,

fact that mental health/human service programs are practi-

tioner‘training programs which imply that jobs are available.

" Any practitioner training program will fail if substantial

numbers of its graduates are unable 'to find employment or to
I 4 .

perform satisfactorily in employment. While mental health/ .
human serv1;e programs cannot make promises .to stufents or

potentlal students tHiat JObS will be avallable uqu gradua-

.tiog{/there is still an obligation of the facglty and the .

/ ’ - . .
‘/cﬁllege to work towargd the development ‘of appropriate jobs .
S - ) " )

" . N . . A . v
- 111 - ,

. . ' B £Y5 $e4
~ h / ' ))
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.
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( in state and local agencies. While. graduates w1ll be expected

‘.,to exerci$e initiative to find-the1r own.individual jobs, 1t is

‘not fair, to place upen them the responsibility for develop1ng 4

L= h~
-~

job market for themselves. ., . ' N

The faculty's role in job development activities_ {is in’

Y.

wofking witp busy administrators amnd professionals who have

other pressing responsibilities and duties. They "are also
ogten'gonditioned'by their prQfessional training anddéby

established personnel systems and practice%uto prefer fully
trained pnofessionals Thus there is the double challenge of
tgett1ng the1r attention from a busy schedule and sell1ng

mental health/human service workers in gne,faceﬁof a special-

e

> .. A
1zed profess1ona1 value or1entat1onﬁl 4 3-1‘* dﬁ&
o ‘ . e - o .

Job development then becomed 'Lséll1ng, educational and
b P
promot1onal activity wh1charequ1xes careful angapers1stent

efforts directed toward a-variety of state and community
persons--egency administrators, professionalsxand pefsonnel
officials. - It is not sufficient to do a single survey of:
agencies or to have a single meeting Qith admlnistrators:'Time
and Tesources must be budg;leq.for job development. )

y aspects of job development can be oomblned with o,the,:?h
p;ogram ac;1v1t1es. The following are some of the polnts at
. which job development aotiviiie; should t®ke place in a mental

1

health/human service program, : ‘
‘A




\

” likely to _be successful

PLANNING A PROGRAM TO INCLUDE JOB DEVELOPMENT

-

Some ‘'of the mosr‘significénf job development work, should

P ' -
.

_be done in the pla:?ingvphases of a program. Fhis will include

4

act1v1t1es such as

Obta1n1ng,Spec1f1c Injormatlon AbOut Jobs .While D01ng7

Needs Assessment Surveys v -

v

The survey should seek specific job information such as
how many mental health/human service workers each agepcy,will'
feali;ticallﬁ employ year by year, at what salarie$, for what.’

Settlngs and with what job respon51b111t1es The survey ould.
LG "
also determine what existing job openlings are available fo -men-

3 e

-tal health/human service’ workers and exactly what procedures

~. - .~

: \
will be necessary to establish new job desc}iptions and budgeted

positdons. " —
& - '// . p o .
'Often steps to estabMsh new job descriptions and now
1
~ A
p051tuons requlre "action and approval by severgl persons and

: agenC1es such as mental health ‘agency’ administrators, perSOnnel

\a

add classification offlcers, civil service and merit'system

~

dfficia&s, budget officiéﬁs, and degislatures or county com-

missioners. In-large public agenffg; this is a cumbersome -

~and time-consuming process Which often can require as long as

.

two years of méefings, letters and-telephone callsé A11.0%

this is frustra;ing at Best, but the‘faculty‘that leérns the

full process and plans for. it from the. very start is more

. -
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‘ . . Using and Adv1so;¥‘Cg.!;£teeA ; /
. ‘v e The adv1sory commlttee members ,can be’ very helpful in
' T vty M J-

job development

Thls 1hvolyg§ at least three aspects of

.

L2

commuhity at large.
/ X
| tings.
. , lie in small,

-~

_ adv1sory cOmmlttee act1v1ty L N
. ) i’/// k, 1. Have key gfficials from major.employing agencies
. ; on the. adVisory committee. This might be the

staff develh ment officer of the state mental C::;(
health ageqcy or/.0f local -hospitals or local . <
‘mental -health scenteys ™ Qr possibly’ the personnel
.officers or the agency directors themselves._

These persong .can advise the program of steps

‘needed 4in job. development and of new program

plans that'will require new workers. They may

‘ealso facilitate some of the job development work .

in their-own agencjes.

- - . .

Ask the advisory- commjttee. for specific advice
and recommendations for job develgpment in the
1‘They may be able to advise
the faculty of local ‘program developments that
offer job opportunities in non-traditional set-
Perhaps the greatest job opportupities
for mental health/human service workers today
non-profit agencies such as half-

board and care

way houses,

shelt ed workshops,

L 13

&

4

'3,

Planning Field E;periences

homes, socjal rehabilitation programs, .day care -
. programs, extendéd care facilities, etc., which
are.not ‘part ,of the large public bureadcracies
although they operate on. contracts with public
agencies,
Ask individual advisor{/;ommittee memBers to
‘help with various job.development activities
such as drafting job descriptions, meeting )
with dgency administrators, or h}rlng indivi-
dual graduates in the1r own -agencies.

' =

In plannlng whlch agenc1es to use for field placements of

students it is well to inquire about the 11ke11hood of that

ggency s u1t1mat/ly/emp10y1ng g4;;hates of the program. .

Agenc1es that express no interest in h1r1ng the workers should
) ¢ o .

114
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be given a low priority, for field placements unless thé educa-
'kional opportunities available to'Students in that agency are
~ ’ : ’ . \‘ . ’ - At

exceptional. Agencies are unlikely to-provide appropriate~ -

-~

' ~

. role models for mental'health/human service students if they

' ’

have R0 1ntent10n of ever employlng the graduates. -

-~

In planning fleld placements it may be we11 to con51der '

-

some of the sma11 non-traditioenal agenc1es of the k1nds that

. .. may u1t1mate1y:prov1de JObS so that students get the feel of

-job responsibilities and how to go- about seek1ng JObS in such

agencies. o . ‘ .
— e \\\ - y T .
Opportunltles in the Student Recruitment and Selection Phase

If the program recrults some .of i'ts students from among-
persons who are alg?ady employed in mental health/human ser-
vice agencies, such as psychlatrlc aides, attendants in insti-
tutions for the retarded and drug and»aliohol“counselors,'not
only do these persons a1ready4have'jobs; but they orovide.a
personal.entree t0'their agency for both the.mental health
« workér concept and for other graduates of the program. P
The personal.element is an_extremely useful strategy

-~ in job developmenr:,Agency administrators and professionals
are much' more likely to employ a person they kno@ and have

* worked with than‘to commlt themselves to an abstract concept T

¢ & ) |
such as middle-level workers whom they have never personally
'iexperienced. Whatever opportunities (field placements, work-
\ 'spops for agency persodnel);can be used,to personally expose

students to aéency-persons and professiormals will help in

. overall jobp development . S .

o | N . %(\ 115128 ‘ , "
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. A fey schools Began their programs -as a staff develop-

ment actfvit& in collaboration with a local.mental heatth
— - . -

facility i&ékfound that this approach opened up job oppoz
, - ' \ ’ -
tanities for gther graduates as well. This approach has

are seeking

v ®

- ¥ . .
been helpful to the agencies and hpre agencies

this kind of relationship to local colleges. .

JOB DEVELOPMENT ACTIVITIES AFTER:. THE PROGRAM IS UNDERWAY

' y 3 - x ,

There are many job development activities for the mental g
healthépgman service program faculty once the program is

-
Specific activities will vary s.omewhat

-

actually underway.
= with the findings of the surveys‘anﬁ'with what the problems
and procedures are determined to be in each state and com-
4 N *

munity. Some of the general steps to consider are:

Obtain Understénding_and Commitment from Agency Adminis-

. trators to the Ideas of_Emgloyiqg'Mentél Health/Human Service
~Workers '

- These might be state, public, non-profit or .private-for-

profit agencies. Ageﬂcy administratbrs are probably the key

4
element in -job &gvelopment. There is little point in working

A

with merit systems, lelgislators and professional groups if
y : P ,

the local agency administrators,are not committed to wanting

7 [

.

mental health/hqmah service workers in theif agencies. There

\

,)are several possiblg approacK;::

Personal visits to agency a¥ministrators. “Thi§-is certainly
preferable for certair major local -potential employers. The
program director (or other faculty) and the agency director
and his key staff can then explore all aspects of employing
the workers in the agency and agree on a plan of activities

- . ‘ ‘ ‘ . N ‘ :
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that wlll be followed in approachlng personnel agencies

and apgropriations bodies. Exploratory Visits of this )
kind should be initilated early  in the program's develop- .
ment for two major reasons: it often take$ .several months

to go ‘through akl of the .necessary administrative procedures,

and the agency may request that the training program take >
steps to incl deggertain competencies or roles that willy
réquire modest curriculum changes. . ) o

Exploratory visits of this kind may be arranged throu
advisory commlttee members or directly. Jt is well t
take along dny written materials about mental health/
human service curriculum -plans, brochures about the |
college, etc.

Such a meeting should produce a recommended.series of steps

to be taken by all parties. It is deszable to arrange for
‘one person in the agency, such -as the staff development,of-
ficer or the personnel 6fficer, to be the responsible per-

son to follow up on these steps and to be the liaison per-

son to the mental health/human service program. The college -
program director should make a record of all of the steps

to- be taken, deadlines, etc. and then follow up on them.

In all of this, the leadership,  inifiative and pleasant
persistence of the college program diréctor will be ex-
tremely important. It is good salesmanship and good
politicss to confirm agreements in wr1t1ng, make pleasant
teminder calls or.visits, offer to help in any way possible,
wr1te thank-you-notes, and eXpress pub11c appreciation. s

- .

'WOrkshgps for ‘key agencyAEersonnel The college mental
health/human service program may sponsdr day-long work-

shops f local agency directors and other key adminis-’

trato;dgio explain menta? health/human service workers,

-the program and curriculum, to introduce students and ‘
to discuss field plagements and job opportunitiew. The
workshop,approach is useful for reaching a numper of

smaller and varied agencies. It has several other ad-

vantages--lt allows the agencies to see the g@Plege and

the students, it provides for wider exchan of ideas-

and questfbns and it reaches more agencies at one time.

However,'it is 4 bit more difficult to get specific .
commitments withdut:follow-up visits or additional work-
Shops-. - SREB has prepared a series of videotapes agﬂ
publlcatlons which may be helpful 1n the workshop

-
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s appropriate for the college faeulty to heip. ngé oﬁ’\the things

~\ ,‘ . A . . .)’

ne

Developing job'Descriptions‘and~SalggyoClassjficatibnsi ~/
Most large agencies have fo}mal job desé;zgiibns\and \

—

- -

salary classification schedules for all position$ in the .

A
N

agency. Unless there are .already app;opriate job de%crib-‘

\\\ . + -
tions under which mental health/human ségvice program gradu-
E o ‘\# ' .. ! N
ates can be empryed,.it will be necessary-to write new ‘ones

and get them accepted by some centrql,personnei\agehcy. This

) ) \ o
can be a léng process that requires considerable'negotiation.

. . T . L ‘ Y
It is dlmost essential that the operating agencie$ have de-

clared their desire to hire the graduates before the personnel ' .
agency is requested to establish job destfiptions, since the

g Co. . .. \‘\‘ ” )
requests for new job descriptions.ordinarily originate; from .

the OperatbngqagancieSu The personnél aggncy is«unlikéXy to =
. . R R 2\ S

respond to a request to establish a neﬁ/gob description that

originates from.a college. ' L :
\&mwever, once the operating agencies have declared thath

-

*» ' . P . - B -
they want mental health/human.service workers and have asked
. . ! . S~

.the personnel agepcy to develdp job de§criptions; it 1is ﬁui;p

-

that the college program director might do to heléﬂare: }"

‘Ge't together with other mental _he&lth/human service.
programs in the state _and draft a sample job descrip-
tion of the duties ,based on what the agency has.de-
_clared it wants the workers to do.» This sample job ~
description can then be taken, tq the agency pepple .
and to the personnel division. It may be well to
refer to job descriptions from other states or

' agencies. o - ’

.
i

Meet with people who are responsible for developing s :
the Jjob description and get 1t through 'all .the steps - .
that are required, for approval. The faculty should |




°

inquire{fnequently o how the process'is’ coming
along and offer to help with any.gwgstions or

) further documentation.

- -
-«

The faculty should be prepared for the fact that
most personnel systems, merit systems, etc., are
reluctant to &fTablish new job déscriptions. They-
are cons'tantly under pressure to expand the number
of job descriptions and they want strpng documen-
tation for why each new job is needed and how it
differs from many others that already exist.

- "
a

Help with salary classification for the position.
Within the personnel agency there is also a classi-
fication office which must decide what salary class
to assign to each new job specification. Here also
the faculty may bg asked to further desgribe- and
"document salary Jevels elsewhere and what overall’
s responsibilitg/f%e workers will carry. This is a
critical item in classification. The faculty should
be prepared for the reluctance of the,personnel
people to require an associate degree in mental
health/humam service. The personnel agency is much
more likely to require only "two years of college"
unless there is clear documentation of why an
AA degree in mental health/human service js required.

» Help the merit system prepare the examination for
“the workers once the positions are established.
"Since this is not a profession that is already re-
quired to take a licensure examination, the merit
system will require an examination of all candidates.
The college faculty may also bé able to suggest
examination procedures or-help design questions
that will measure the competencies requiggd. Other-
wise, the examination is likely to reflect only
reading comprehension and the ability to llow
directions+~ The faculty will not be lowed to
actually prepare or even see the final ®wamination,
but they may help with the examinatien's
development. - ' .

-

1}

-

t B All of'thgse steps in developing job‘descriptions, merit

¢xaminatiens, etc., are essentially matters within the agencies,

but theé college has a st?ke in helping and facilitating the

' process in whatever ways it can. - -
» s
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ESTABLISH POSITIONS, IN THE AGENCIES

.

Even after all of thls procedure to establlsh jBb descr1p-

tions, classifications and examlnatlons, ¢hei30b is- not com-
plete. fhere must still be” specific budgefed posi'tiams
establishﬁ!_iﬁ the agenc1es before any gradugtes can be hired.

)

For. the most part this requ1res obtarnlng funds for the p051t10n, .

byt there are other aspects of it. The college may help by:

v

Supporting the Agencies' .Requests for Funds for New

Programg and Positions |
This may be' done by writing letters, making personal ctalls
or visits or testifying Before committess of legislatures -and

‘county commissioners, If funds are not granted, the positions. ~

are unlikely &o be established.

lThis step is primarily a polit- &

1531 and - pub11c relatlons magter, but it is extremely important.

»*

In some agencies that operate oh a biennial budget getting’

sufficient funds allocated in the budget may have to be

initiated up to two years beforehand. ’
Assisting the Agency td Establish thg Organizational

*

Structﬁre for the New Workers o,

After funds are obtalned the agency must decide Qﬁere
.

-it is going to a551gn the mental health/human service workers
J

for both programmatic and admlnlstratlve superV1slon W111
they be assigned to one’ of the existing profe551ona1 depart-

ments (i.e., nursing, social work, psy ogy) ofiwille they

be assigned to units (i.e., children's unit, alcchol unit, T

»

admissions and treatment unit, day hospital)? The qollege~

120, 1:34 -
é * é,: ¢ * ¢




-

S

-

i 3

can help the agenty explore the alternatives and establish

’

. . . , ) . . ¢ o
) adminlst{?tlve lines and procedures. Agency staffing patterns .

and procedures vary greatly erF agency to agené& and from
o : ’ v

time to time. . - _ ' -

- 4 .
p . . /

R . . . -
- In many smaller 4agencies .these procedures are much slgpler. -
Sometimes- small agencies are .able to convert money from 5'cant

positions to menta health/hupan serV1ce workers. They may ; .

b - L4

still need help in|setting up new p051t10ns and procedures,

- “

-

and the college faQulty should stand willing to offer help. o .
\ ‘ ol . . kY

- . L T . :

U51ng F1e1d Expeﬁlences for Job Development . N . &

i - f
|

I

The faculty wdill want to work closely with agenc1es to en-

courage them to plan to employ some of.the students who were
assigned to their agency on field placements. This means that

the faculty must be sure that- the placements are working out

+

well, and that any problems are wo;ﬁed out promptly lest the

agencf become doubtful of whetner i wants to hlme gradua'tes
. \ N -
who might have the .Same problems a& students. N ///

. k‘.- .

Individual students should be encouraged to explore with
Y » ’ . .
their field agencies the possibilities of 'employment upon —

0
-

graduation, CL . .

; .

- Using Part-Time Instructors from the Field to Develop Jobs

4 . '

,This helps to deyelop jobs and. gives a practitioner role ’

4
- &»; ).
model for the studenf‘e. ’ . \ . W / ﬁ};,

-~

- . .

e
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Preparing Agency Professionals to Infkdduce and Use

-

- Mental.Health/Hupan Se;zipB‘Wofke1§' L -

. Preparing the professionals of agencies that will employ
. \ -

TN ! : . - .
the workers is of special importance, since some professionals

v -¢ '
7

. ’ ) . . L) . ¥
« . may have no firsthand experience with middle-level workers and

- thus may tend to think of them'as only aides. They need .help .

in understanding the generalist concept ,and how their rolesk
- '

3

*

- as professionals-will change to. focus more_on consultation’
. 4 - .

r//ﬁand program administratign than on direct client services. .,
J . 3 . '

' -This may be donenby:j T -
Workiffig with professionals of the agencies in which ]
students have field placements to assure- that they B -~

-l

3

]

. understand the concepts and that they function #n
. these new roles in relation to students placed there. -

Holding training workshops for ‘the staffs of agéncies
that plan to hire graduates .to explain the ,collége

program and to discuss the kinds of wdork the graduates ’ s
will do as employe€s of the agency, such as making en- )
tries in the clinical .records, providing programmatic o

suptrvision and team relationships.
block the administrator of an agen from hiring, the .
- workers if they do not understand what the. workers caff '
doy and if they object to hirimg-anyone except fully » 4%
trained professionals.. ~ ) .
/ g &

rofessionals may

31

b
N ) Yoo
PREPARE STUDENTS FOR JOB JEEKING—*

The fgculty will do well to assure that s tudents- are )

prepared for &b seekifig.
- oy ‘)t )
Knowingwhere jobs 'may be, how'to-fill out am S )
applitati®n, what to say In an interview, how T -
0 take a merit examination, etWg  ~ ) & A

“*a e * 14 . .
‘'This might include: o S
IO | E

Having an idemof hgw to sell themselves to . -t
agencies that had ndt thought of hiring pental . -
health/human service workers. This involves a ’ v
careful blend of persuasion and humility,* but -

it is pften impaortant in selling one's self -’ ‘
to poténtial employers. ™ .,

P




.. JOB DEVELORMENT IN THE EVALUATION PHASES OFRH{PROGRAM'

s . * N

The mental health/human serv1Ce program may be able ‘to

»

e do a good amount of job development in the evaluatlon phases
LY
of th;\program\ This is part1€u1arly so 1f the college pro-.
&
§  gram w1ll be changed to comply w1th evaluat1dn fipdings.

Bvaluat1on 'studies will document what graduates of th1s %

r . P

pa}! ular program are donng and how well they are'do1ng it.
-3
This k1nd ofjdocumentat1on 1s often helpful 1n’sell1ng the -

,
.

. . graduates tq.other dgenc1es aThe1r performance is now a

. A
B : -

Evaluat1on stud1es will show areas in which the program

- : Ld

-factw-not a‘ere propos al.

' L m1ght be modified or expanded to better meet. the'job needs
. - ‘ ‘*"”gg_

N ‘ of ex1st1ng and newly develop1ng agency requ1rements -ang

»

thrs kind of evaluat1on may encohrage agenc1es\to look gven

more ‘to the college for help w1th their manpower needs

-

v ! Have the faculty serve on@various boards task forces,,
. Q
4'9
‘gWees, etc. 2 for local mental ‘health or human service

agenc1es and assockations to learn what the agenhcies th1nk

" ¢ N

lmzof mental health/human serm!%e workers angd to put 1n a wqrd

. he s »

€ Y ¥

board members and agency d1rectors also get to knoW’the mental

TN

N - Hﬁalth/human serv1ce program faculty and develop a greater~
. und standlng and respec%rfo; what 1ts graduat@s can do.
T e *

»

.
4
-
4

L S
?
-

-

-~ tﬁ%??xogram has’some reputa;aon for achievement and flex1b1ldty,

/ for employ1ng them in appropr1ate“generallst ;oles »The other .

.

e
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An ’-'-Commumty Re]at1ons

ADVISORY

COMMITTE~E$

L 38

The, appomtment and use of an adv1sory' tomm1ttee to .the mental

L

,\'

\health/humgn serv1ce pro

&

¢’

) a ﬁ.ghly recommencEEd technlque

4

for relatlng the college‘tra

ing ‘program to the local'commun

1ty.
) M .
"Ideally an adv1sory commlttee w111 be appointed- as soon’ as a
» @

L Qntatlve dec\fsm‘rr has been made to. Qﬁlore or esta'bllsh L2

-

»

men‘ta}, health/human serv1,ce pr;%ram Ho‘wever 1tp w11I\t§ont1nue

to serye beyond” the melementa'tlon period-of the program, a'lthough

v

"it w,111’be very 11ke1y ‘to t:hange i}s role

tives. '

-

1£is well to keep 1n mind

comp051‘tlon ap,d obJec- ~

.’

&

at dlf{?rent persons rrlay be

chosen for dolng stud’1es and developlng a program plan from': those -

1

4

¢« who w111 best be able to. serve durmg the 1mp1ementat10n and - af’te?
the program is under way 'It is 1mportant that the adv1scry ‘com-*. "~

¢!

\ @ttee b'! serlously useﬁ w1th respect of the faculty, the comm\u}mty, .

N
t];e aqlmlnl’stratlon and ‘the students :
t

O e . te - I
. v -

FUNCT].'T)NS 0)3 THE ADVISORY COMMITTEE

ollcy makI.ng For most

» Commlttees may be adv1s.ory or Ly
‘V. ' » - ~
colleges the, emphasi‘s will_.be on adv1sory functlons_. However,

‘ . . - | N .“:r )

‘ they will also have much serious worke to.do: ,
» ; , ‘ . .
‘ 4
CoeL 125 -
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’ .

S Study of Need for a Mental Health/Human Service Program -

- +An early function of the advisory committee will be to
[y . . ,‘ 4 4 .'.

;‘g " advise the college on the ‘conduct of a study of the feasibility

[ -

-

and'heed for a program at the collegé% It may actuélly carry
' ’ ¥ ! e - - i
out the s'tudy. In either case the committee will work in close

AR ]

cooperation with the college administration‘and the college

.

faculty who will most 1ikeix bBe involved in the program. SOmej.

D . members of‘-the committee yat thfis stage might be college faculty.
v . “\ [N N -
/ . .
U Development and Implementation
,\“\\\ Later the advisory committee will advise the college:

administratﬂ.h'on the development and implementation of the

-_—
W

program includiqg'assisting awd advising %n program objectives,
v .xcur;ichlum objectives, obtaining fuﬂding, establishing policies

and procedﬁ‘ks and recruitment of faculty andy students.

Deyélpping Field PMcements and Jobs

- Affother function will be to advise and help the program
to'develop field g}acements-in community agéﬁties and to advise
and help the{progrgm to develop jobs for gréduates.

. €
,QQAssistinL with CoMmunity Relations

s

. :
- During thé\operation of the program the advisory committee

¢ .

». cap be helpful in developing éommunfty understanding and support

for the proérém:_ This might include relations' with local news
. ’ - .

~ -

: media, professional groups, commumrity agencies, senior colleges

angy public officials. To some extent the members of the advisory
- ‘ / ‘

committee may m#ke direct presentations to community ‘groups.
o »
T . T
S . * 126 o
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At other f1mes they w1ll advise the college and the faculty

‘on procedures for develop1ng commun1ty relat1ons
- 4

AR
4

Feedback and Progrem Evaluation

. & ‘Another major function of'the‘eovisory committee will be

* to give feedback to the ﬁrogram about how its students amd -

4

\ graduates are doing and to advise on overall evaluation of

the college progranm.

" STRUCTURE OF THE ADVIQQRY COMMITTEE
The structure of the advisory committee will very from
college to college Ideally there w1ll hp a s1mple set of W

by-laws or guidellnes that spell out exact&y what some of
the structural 1ssues shgllgbe These might- 1nclude the

purpose,'membersﬁﬂﬁ, terms of off1te, how new members are,to .
‘ * be chosen,\calendar of meeglngs, oﬁflcers and methods of

s .
s R = . ., “~

) . - . R . /-\ .
. ., . R " \ ﬁ ' v , v N
- Membershl ”} 'f:.:‘:w . f; . .W \;‘\‘ A . . y : , A

* PN

The numberfof'persons on the comm;tteéiw1ll vary, byt a

selection.

‘manageable s1zqr1s lO persons1\)There might be more for an

" original stvdy group.

Primdry Cons1deJat1on in select1ng mem-

répresentatives of the community's

bers sh0ul6.5E»§ivenCLo

.

major mentak he tth/guman service agenci%ts and potential field

.. placement Rgeo
3 \

is to have rep

0

es and émployers.

*

sentation of the

'
.
“

i’
o secondary” consideration
A : /

‘ \
various professiondl discipy

-

lines. .Consumers may be rebresented?by mental health associa-’"
- : iy c’ * -
§ons, associations for retarded citizens, etc. *Local community

+

- +

¢

i
t

.
. -
i' ‘

. .
’
.

v

“

14
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. ¢ . . ——
..leaders, ministers, political figures may be asked to serve

on fhe ‘committee or may be invited as spe61a1 guests for.
o

specific meetings. Later oh, prov151on should be made for‘

students and graduates to serve on the adv1sory ngmrttee.
Attention should also be given to newly develbbing'agengies
where fu{ute employment opportunities may exist as-well as

to” traditional and well established agenci%s.
2 . . . . c e .

N Committee members-are usually selected by the person.’

[3

« Most direc®ly responsible for the program--the program

+

ddministrator orwthe department or division head--with the
. Q- . - ) . ‘ . - , ..
- aetual-app01ntment made by the éollege president. .The indivi-

& dual respon51b1e for making the selections mlght seek the

hd

‘recommendatlon of community and college personngi. W1th

. this step the political life of the program begins. -
o ' N S -

Of ficers
,.\“ The selection of a chairperson and other office\e is '

v done idedlly by the Comm1ttee itself, but they may be
oh )
appa:nted by the college pre51dent oT the progrip d1rector

*

A vice chairperson is also de51rab1e~and perhaps a 'smalld

executive committee if the overall committee is large

M .
13
/ . .Y \/

L Terims, of Office . . ’

The. by-laws should ‘spell out the terms of officey for -

each mémber as well as- for the officers. A common_ approach

) ¢

4

, is to appomt three-year terms, w1th one-third of the appulnt-'

ments expiring each year. In any~case, the terms should be

staggered so that a magsrity of.membefs will remain beyond
- .

. . 128 144
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_Wlth adaltlonal meetings scheduled if needéd. The meet¥ngs

C ‘ ’ ’ v oL
.‘r‘ “ sy - . N ; ‘ ‘ ‘ ) y .
“’ ' ) \ , T ' e . K . e
l. . - )
P N . ) * " " - N N . N
eaeh term. "The terms of office for the chairperson. and "
6 ! ? < ¢
vice chdirperson shbuld be at least one year. g * h
, Secretarial .
. ‘ v - :
The secretar1a1 functlons of the adv1sory committee will *® -

-

be met by the college. This includes.arranging'meetings,
preparing the.agenda (W1th the chairperson), preparlng and

distributing minutes, and doing any other spec1a1 work, B _

{ '

’

Subcommittees . ‘ , e
Ny - |

At any time thé advisory committee may need to appoint

L4 ]

subcommittg@es. Some common topics for subcommittees are job.

/= . ] . . .
development, field experience,.curriculum and community -
’ P . ? \/\

‘relations. “ ’

» . -~ . . . ~ f

PROCEDURES OF THE ADVISORY COMMITTEE

Meetings'

The advusory committee should meet at Jeast quarterly

" .should be scheduled for the cppvenienge of the members, not .

-for the convenience of the‘;ollege. This.applies to both s

time; and place. :
"y

Agenda, and Minutes -

There will bé & prepared agenda for each meeting.'&he |

agenda 1s set by the program director and the cha1rperson

~
we11 ahead of the meetlng Copies of the agenda are then '
N
sent (o the mempers with notices of the meetings.
o 129 ' . .
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Minptes should be, taken by the program director or a

secretafy-appointed by'fhe cammittee. It is a function of. .

- A Pl

the collefe to see that these are done in.complete and

. ] ‘
timely fashion. Copies are %ent to all members and to other
key persons such as deans and department heads. .
) * C |

Re'lations to Administration

.

The decision to have an advisory commltfbe will be

’

-
SN,

cleared | understood by the college- administration at

-

the start. The adm1n1strat10n should be responMve to the
recommendations and advice of the committee whenever possible.

» It is the program director's responsibility to represent the

colleg&'s, orientation to the *committee and to act as liaison
between the committee and the college.
The committee serves as advocate for the brOgram. In

case the committee finds itself in a communications break- .
\ ,
down with the program director, the committee officers may

f;ﬁd it necessary to meet with higher level college officials.

Formal,relationships'betheen the committee and students

' " and the commit and faculty\bill ordinarily go'th%ough the

program director. Both students and faculty should be encouraged

-

tp attend advisory-committee*meetings when feasible.




<

COMMUNITY RELATTIONS

A\

Effective communltw relatlons are crucial to the surv1va1 of

the program. -The survey of needs and the adV1sory committee

,shouldihelp assure that the progranm's obJectlves reflect com-

munity needs and are modified froq time to time as community

needs change.

NEWS MEDIA . e .

News .media rglaf}ons are frequently coordinated thrpugh
the college public relations office. Publicity in newspapers
L) g

and on radio and TV has been useful in educating the publiec
. . ! T . )
about the nature and scope of the programs and has helped in

.
L2

recruiting studefits™and in motivating agencies to participate
in fhe‘brogram. Medfé coverage also serves as a morale booster
to ftudents; faéﬁlty and,}articipating agencies.

A program newsietter that is sent periodically-to local

media,.professional organizations, local.agencies, alumni,

other departments of the college and interested individuals
‘ ' .
can be helpful in maintaining community relations and communi-,
» . .‘ 7
cations. / ' . e : .

4

PROFESSIONAL ORGANIZATIONS

The local and state professiomal societies involved in

mental heal th an human serv1ces should have an, .awareness of

what the mental bealth/human sérv1ce~Qfograms are about They
need to know dbout the students faculty, currlculum and the

kinds of graduates the ﬁrogram is trying to produce. It is
. . . ‘ - ’ )

K
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e
’ . - ‘

-~
to the .college program s advantage to make spec1a1 efforts

Y

" to keep them’ 1nformed. Imdiyidual faculty persons should

become involved in.their professional groups whenever poss;ble.
*They should also make.speclal effégts to prepare papers and

make ﬁresentations about the program at the meetings of these
- N .9 ‘ -
. -

groups . ’

" LOCAL VOLUNTARY AND PUBLIC AGENCIES AND ASSOCIATIONS -

’

The faculty of the mental health/human service program

may serve on boards, committées, task forces, and as consul-

tants to staff development in local voluntary and public
agencies and institutions. This kind of service not only pro-
vides evidence of the program's realistic commitment to serv-

.

ing the community, bet also provides opportunity for the
faculty tq learn more of the probleme,and needs .of éhe agencies
so that students can be trained more appropria%ely. It also
provides for better community understand1ng of the college
program and helps to develop Job‘opportun1t1es for its

‘gradgates.

L
»

The faculty wiil need,te organize perigﬁic workshops
for leaders of local agencies to explain what the mental
health/human service program 1is tryingﬁto do aﬁﬁ to eXplore

the development of field placements in the various agenc1es

In all of this it is well fot the faculty to take the 1n1t1at1ve .

o
rather than to»wait for invitations. The agencies should also

be sent copies of newsletters or special reperts from the

LY ,
college program..’

.0 f R ' .




'RELATIONS TO EDUCATIONAL PROGRAMS
' There are four'major areas’in which the mental health/
human service program in the community'colleges will have’

relationships with other educatjonal programs:

1. Local high schools. Rellationships with local high
. schools will be helpfyl in recruiting students. The
emphasis will be on wfprking with the high school
guidance counselor. High school students may. be
' encouraged -t6 visit the college program and perhaps
to'develop human :serVice clubs which do volunteer
work in collaboration with the agencies and the
college program. I4 mifht also be desirable to
establish special preparatory ‘programs ir the high
~ school and eariy énrollment programs in the college
program for selected students. High school classes
in psychology and sociology ‘are gspecially promising
places 'to planasuch programs and to recruit students.

gl

2. Intracollege. The mental health/human service pro-
gram will want close welationships within its own
’ - ° college in order to share faculty and resources.

: For example, it may be desirable to have someone
from the department.of nursing teach about medi--
cations and first aid, while the mental health/
human service iWstructor helps out in teaching
mental health nursing. 6 Some of the areas in which

. there might be especially close ties are the social
science depa?tment,,department.of nursing, the
counseling setrvice, the instructional materials

. center and the community relations office.

3. Intercollege (other community colleges). Relation-
ships with qther community college human service
' programs may help in sharing instructional materials
- " and field placemehts. If all the community colleges
-in a state/work: together they will be more effective
,in developfing' job descriptions and appropriate
salaries in the state personnel systemn. =~ ‘

. 4. Intercollege '(with senior colleges). It may be
pOSsibleéto share library materials and field -

supervisprs with nearby senior colleges and pro-

' fession schools. There should be collaboration
rather than competition for field placemerts ‘and
field ipstructors. It will also be desirable for
the community colleges to establish relationshini\

. ]
L S

| 3

.




with senior coll
transfer of credi
to tran%fer and
toward a bache

s to facilitate the
Q%s for students who wish
ontinue their education

r's degree. The s®nior

colleges need an understand1ng of the men- -
r tal health/human service programs and a’
way to evaluate the graduates for transfer.
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“Administrétive ‘Leadership

: ‘ 't
There is a considerable amount 'of administrative leadership’

to be exercised in conducting a mental health/human service

program. C(Cdllege offic;ay§ need to’recdgnize that there are
]

definite a‘dministraD\ive ‘responsibi-liies in this position,
i 2 - - b

. “and the mental health/human service program director must

¥

fun'ctn' as an administrator rather than primarily as a

o teacher. -He or she will organize .activities, establish

structures, systems, records and relafionships that would

not ordinarily be a part of'teaching duties. " For these \
. 13 . [ad . 1 . . ,

reasons’ it is generally recommended that the program direc-
tor have some previous administrative experience in an agency -

setting rather than having omly teaching or only clinical ex--

perience.

- - -

»

SCOPE OF ADMINISTRATIVE DUTIES : » -

- £y .
Much of the literature on administration leaves the im-

ey

pression that the administrator is concernéd<enly with the
: . L ; :

" o - Lo . + -~ .7
programs, staff and resources for which he has direct- responsi-

biltity. Howe*?f{ this’ is not th® case in admirfistering a
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mental health/human service program. There are also ‘many
' .. . :

administrative.functions that are exfernﬁli&o ;ﬁe program ‘

- . . ' N . ¢ " . E

.itself,. but which are crucial to its suéEéss.-
» L4 ‘ . - M

Internal .Administrative Bunctions . i .

Among the internal administrativ® functions of the pro- i
. ‘ . - X

-

gram director and faculty are: = . B "

o - T,
-

’ Setting the objectives for the program. This is \

perhaps the most important function of all, for

it providesythe framework within which/ the pro- = -
-gram will b€ designed and operated. And it pro- :
vides the bas¥s upon which resources, authoriza-,
“tions and external r®lationships will be negotiateq
with the rest of the collegé agnd the 8ommunity. ~If -
the program has a well-articulated statement of its '~
objectives,*the, answers will be provided automatically
for most of the questions that will pe asked by deans, -
presidents, other departments of the college and out-

side agencies. . . ' .

Setting the cirriculum objectives and plans. This may <,
- be done by a qommittee of faculty rather than by the -
program director, but it is the program-director's - '
responsibility to establish the mechani%Q; set the
guidelines and- schedules and seg that it is done, -

- g } - :

Establishing written policies regarding many aspects
of the prdgram, such as: - e .t - ——

“

Recruitment, orientation and personnel -

-practices regarding faculty, e . .
X _ Co - . e ~
LD Recruitment, selection and prom6btion S
- op- dropping of  students . M . A
. . ' ~ ) ‘
Field placements . vt ¢ i : N
- S R . e - . , - .
. M . - N ~ o L
Evaluation of students, faculty "and
the program. . . co A
“,.’h : p g s ‘ !.\: N .; ° "‘g' '
In preparing these ‘polidies'the program director may .
. use the advisory committee and committees™of the - A
e fAaculty, but again it is the responsibility, of the . :

_program director *to establish the .mechanisf®, set :
guidelines .and schedules to see to it that they. .
‘are satisfactorily completed and promulgéted
o . ) " , ‘ . ) .\ . . -
.. . B Irfj ° 136 .. .
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:- overall college p011c1es, but-often theére. o
‘are. TMore specific points: to be elaborated - )
ST fot the mgntal health/human service piogramm
Lo ' . ) ' '
- Prepating and administéring”the budget for the .
C grogram' This will include making up the initTal
. udget plan, making ngcessary modification. and
+ then keeping account.of expenditures .as the.pro-.
. ggam progresses. )
3 . N : ’
i - selecting and or1ent1ng full- t1me /
e faculty. )

*

& chul;t ngy selectli and koun‘élng students. .

b
Evaluating studentgi faculty and the overall

. program, h
Ditecting=and codh}lnatlgg the overall ‘program.
This 1involves direlting people, setting schedules,

. -monitoring progress, $ensing and resolving prolgems
and conflicts and maklng program modifications when
1nd1cated cs R o E .,

Ordering or prepariﬁg fpecia1~eqpigment; supplies,
library materials, etc.

..‘ 5’

. 4 -
B

‘Preparing reports ofgprogress problems, etc.:

. ‘.
. ) A . . .
LY & : - ‘ K
RN -« -
, - 4

.t M X

- External Administratiye Functions :

[y
. ¢
’

“mgThere are hany external admini§trativé functions of - the/

Y A

:program dﬁrector that are important to'the overall success *

N . !

of tﬁé .program. * These include: . L -

™AsSessing community needs. ‘The 1n1tra1 assessment

] of cqgmunrty needs for middle-level workers may "

- have’been done before the program director was
gmployed, but if not,“this becomes his or her . &
- re5p0n51b111ty In»any case, it will be necessary '
to reassess the needs every few yearswas the com-

iity will change its programs andeits per
. of he usefulness of mental "nealth[.human

-worqu9 o

- , .

——
’ \ . L

*ifﬁ;b“k : A.i. ‘ . __"’!>‘ ‘,q “
.ﬁ : ‘ x- ) ) 151 ‘& . ‘
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Worklng with "the advisory commlttﬂen . The advisory ,
- committee may also have' been estﬁb{;s ed before the

» program diTector was employed. ‘}f this will be
* his or her task. The program diTécl i11 establish
by-laws, and «work with the committe®e's chairman to -
arrange meetlngs,,send out notices gnd materials, - ..
prepare gnd send oyt minutes of meetings, etc..He or, ¢
she will“also be responsible for new appointments as
terms of members expire or as Vacancigs.gceur.

-

Working with cbllege officf;ls to obtain ‘funding.
Once ' the program director has prepared the budget,
he or . s:i}yust work with deans, division directprs

aﬂﬁ,flsca officers to plan strategies for obtain-
gaf(m S.. The procedures for doing-this‘vary from
school to schooly but the program director must be-
come knowledgbable about what those procedures and
-schedules "are. He or she ghould then be prepared
to make adjustments in the budget once the college
,officials have the final'budget approvar He’ or
she will then.negotiate with the division director
dean any later changes in budgets that turg/out
to be desirable. ) ‘ . 2
.. -, . *
Working with outside agencigg to obtain special
grants or contracts for additional funds. This
w1l include preparing grant requests and contract®
drafts; clearing them with the lege officials,
espec1aily deans or divisior®direttors and the
college's grants mapager, 1f there is one./ Then
‘there will be the work of negotiating Hith outside -

fundin® agencies, hosting site visitsfnd making - -
any necessary budget modlflcatlons n the grant
is awarded. - . .

. * \;
Working with other departments of the college. This
includes working with various departments of the
college/to make'other courses relevant ‘to the mental
health/human service- program, and to exchange .teach-,
ing with other ‘departments. This may involve working

out the relationships w1th the counsellng serv1ce,

4 -

Negotiating with d1V151on directors or deans -regard-

1 sanction for unusual teaching techniques, such
'iﬁﬁVldeotape playbacks, encountelkﬁxoups, role play-
ing, simulations ard practicum wor Clear objectives,
and documentation ef whatiis g01ng on in other ctolleges |
‘are vitals . o .

LY
X

Negotiatiggrfield placements and ﬁreﬂaring contracts,
guidelines, schedules and faculty appointments for
supervision. In large schools there may be a director

' 138 152




;ﬁ\division d&rectors,an& college deans and pfesidents agree that
- i /

* ' . /
of‘fielﬁ placements who monitors this activity, —=-. "F‘J
but it is often the director's job and certainly .
his or her responsibility to see that it is done.

" Negotiating for'johs_for graduates. This als¢ .
*includes working with staffs of*agencies to - , .

L .~~atquaint them.with what giental health/human ser-

vice workers are, their training, their competencies .
and how to usg. them. :

- , -

Arranging and conducting public relations and com-
. .mnity relations. This will include relationships

to the media, local professional groups, local®

voluntary- groups and local.human sérvicq agencies
. and institutions. L]

,
Negotiating with oth olleges refarding sharing

ﬂ" faculty and resourcesy-transfer ‘of credits and .
students.- Four-year colleges and graduate sghools
. as well as other community colleges are included. N

°

>

“ Serving as liaison with national and regional groups
-r;garding professional development of the mental health/
human Service movement, faculty development «and program
accreditation or 3pproval. ‘

. o A

LSSUES IN,ADMINISTRATIVEBPRACTICE“

Experienced mental heaL}h/Buman service progfam directors,

there are certaip practices that make for successful adminis-

. L * ’ ;
‘tra¥ion of @ program. Among them are: ‘

. P

\

s A Clear and Complete :Set of Program Objectives
The statement of objectives becomes the basis uporr which
all of the administ}atiwg and instyuctional funttions are bfsed :
and jd;tified.; Ther statement Bf'objecfdig_provi&es“direction
aqd guidgnce,for all 5arties--college officials, faculty, . -
squdéhts and f@eld agencies. - C

» ?

v i
] ) 1 -
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-

P
~
.)‘

Knowledgggpf the College and of External Groups

- 'The - sprogram d1rector should be knowledgeable about the
“college and about the external grougs,to.which the program

relates’. This inélqdqs rapﬁer detailed knowledge:.of such

matters .as: A - fw .

How the C‘Hlege‘ get 1s prepared and negotlated
with state or cal DSflClals . ] .

What outside grants -are available and the p011c1es
and procedures of the funding agencies -

.What the college's ohjectives,.policies and procedures

are regdrding faculty and personnel practices, student
policies, of f-campus learning, field tra;nlng, outsidg
certlflcatlon etc.

How field agencies are organized, funded and administered ,

A Y i v

~

Handliqg S£;cia1 Reqﬁesté ) - K

“The program director must clearly think'tﬁrough the
consequences. of special requests he or she wants to make of
thg collegé~or_qutsideéaéenéies."Idea}ly the director will "
have ‘thougQt through all of these requests and willigive;to

college of Ycials or olUtside persong-a complete analxsis of
- - .

the problem or g%ed, the alternatives, and a recommended

. ] - ” ’

soldtion and the reasons for it. The E%ogram director should

eavoid presenting problems or impulsively conceived notions, -
< - 3

that have not been analyzed. Problem areas may be explored
] * .

with these persons, but not dumped in their laps for them

to.solve. L , _ )

-
.

-

- The effective administrator will take problems to his
4 p :

.

faculty and ‘students fg;_their suggestions, but w1l take

proposed solutions to his division diregtors, dean, president

.
.
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L .
and outsile groups. Of course, pgoposals;should_also be
consistent with the. policies and dbj&ctives of the college

and the outside agencies or groups. v .

”

Establishment of Systems, Schedqi%%, ?rocedures

- .

The program director: will establish systems, schedules
'

and procedures that allow faculty, students and clerical

" staff to function with assurance of what is to be,done, when

and hoWw. It allows the program director to meet his time
M « . 4] A * M
and schedule commi‘tments to the college administratiqp regarg-
1 . _ ' . o
.ing budgets and reports. I P

It requires a considerabléﬁdegree of personal organiza-

tion on the part of the program director to get all of\tHe:

'.many_actiﬁigies accomplishee. He of she must be able to
’ b . - &
schedule time so that outside. relationships, planning, pro-

«

»'grath evaluation and program modification as well as day-to-day

activities are ajdl taken care of. He or she must allow suf-

s

~

~ A
Written ommunications ’ - .

ficient lead time to meet schedules. '—//)‘
T

-

The program director will put “the ob)ectlves, p011c1es,

G
procedures, schedules, 'agreements, propoqals etc., in wr1t1ng

whenever possible. jhe%e can-be dated, coded and otherwise

systemati®ed angg distiibuted to 511 appropriafe persons--students,
- ' I

faculty, college dfficiafsa the advisory committee and community

- A

agencies. Comminication is a critical element .of administratiod,

and™T is best done in writing onceharrangghents are*agreed P
- v -
upon. :

-
-




ADMINISTRATIVE STYLES L i o

°N\

The program d1reQ$or will have to choose an administrative

~ ) style that suits his or her own %ersonalityfand still gets the -
)4_,,< . . job done. Some of the gptions are: . N e .
Democratic Partici#atory Minagement - -“ﬂ‘v'
. ® With this type of management, v1rtua11y all of the faculty .
and staff are involyed'in considering issues and recdmmendlng'
-~ - " -

: ", ~ s - -
- policies. This is generally’considered to be a highly desirable

administrative. style by mental heal uman service professionals.
a N : ’

It has certain hazards, however. It {ends to be slow and ‘it may

\ 4ead to friction of the staff if i'ssues are not sk111fu11y
.
hanﬂled. - . .,
- 'Y ‘ ‘ N N
' . It is’ important for the administrator who uses .this type -

. <

d?gmanagement to realize that he or " she must’afflrm a pollcy
ﬂ ! .

“

/

/

o

and take steps to implement- it.

%he fact that the staff has

. ' . .
recommended .a certain policy does not—aﬂtomatically affirm it

or implement it. . S i
ARother hazard lies in "the ogcasdonal tendency of the
(S ' @ ‘ .

ssaff to voté for policies on a'pe}sonai basis rather than on

R

the basis of what is really needed.
<y

L)

Management by Committee S yxﬁﬁ b
3 ' - .
Thls is a style in whlch there are commIttees of staff
1

C\Italn funotlanal areas (i. e., curr1Cu1um student
/affa1rs persomnel), and all relevant matters are ‘fferred to 5

the appropriate committee for study policy development and

aSSIgned tq

/

1 M s -

4 ) - . ‘ . . -
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implementation.
The program d or's respon513111ty theyg’ becomes one of

defining the éomm ttee! s Charge, membershlp, t1me deadlines

and, coordinating and afflrmlng their actions.

!

- Personal Direction-

¥

A/

-

)

This may be of an a‘Focratic or charismatic style in
which thé program director makes most of the plan policies *
' \

and decisions and does mos This 1is

iof fhe work himself.

often the only alternative 1n a vety small

?

, One- oOr two-perso

department, -It has the advantage of keeping the program co-
~ ' ~ Q '
it 1s very taxing

ordinated and quick to respond. ‘However,.

on the program director. ' ..
» ol . ‘ . . -

. I

ISSUES™ IN NEGOTIATING SPECIFIC PROGRAM ACTIVITIES

» There are some issues for tfe mental health/human ser

program d1rector td keep in .mind when negotlatlng speC1f1c

o 4

actletles ‘for which he or she has respon51b111ty Among

. them are:

*
[y

ﬁj;gtlatlng the - ngget
* The program d1rector should learn the budget process

which the college itself must undergo and be prepared to work

within that systenm, . ‘ =

v

The.program's budget narrative anggdocumentation\should
A

be complete, but also stress a few hlghllghts When the

college off1C1als plead for ‘their budgets before county
)

commissioners or state ‘officials, they are usually given

w

*
. 143 15,

his 1is especially‘helpful in large programs.
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o | *

+ s . -

' . L R .
only a few minutes durlng which they can stress only a few

fighlights that se®m to strengthen the college's case. If

the'm&ﬁtal health/human service‘program direc;or'has already

LY 2 . . M .
stressed these highlights in detail, the qollege officials

i

ate likely to pick them up in their presentation.

The political process that aldecates funds td public
P \

agencies is only partly rational and so the pgogram director

must be prepared to make modifications’in the budget plan .

—_—

once the budget is allocated. ‘Tme progranm director should

- 14
<

‘have in mind where he or she would make cutsk'since the
~ ' - ) P
modifgations are most 11ke1y to be cuts. Cuts are likely

, 5 percent), so that 1t is? usually

-

-

to be rather]zlnor (i.e.

possiole to Nve with them. . e

The program d1rector should learn what budget terms a\ﬁ‘
standards are most important in his college and_use those

-

terms in his preparation. In manﬁ colleges the standard is

the "Full Tima Equivalents" that dre geherlted by each program

. . ) o & .- .
and costs per student. However, these are calculated in . -

. I ' :
different ways in different col{eges<\: Lot
. f Q

Requesting Special Arrangements, - = % .

\

In p1ead1ng with College,offiC1als for sPeC1a1 arrange-

-y B

méatsmfor the program, the program d1reotor should.stress. the

ways in wh1ch his or her program is 51m11ar to other programs

»

in the college or in other colleges, rather than stressrng

There 1is strength‘ln numbers. The college

. ~
. the differences..

administrator is likely to be exasperated with. the fact that
. 4 N A . . - '

yz

IS




g

ezeg; program feels that it is ”diff?rent" and has special

’

R * . ) A . Lt
needs. The mental health/human servisy program director

can help by:
. * Ly

Stressing how this program's needs are similar .

» to those of other programs on campus (i.e.,
" many allied health programs require labo

or field placement-hours in local hospitals

oTYy

Stre551ng what is_being dene in mental health/.

human service programs in other colleges. Use
materials from other colleges or from SREB. .
Stressing how the programs's needs are related )
to the program's objectives.

Having the administrative director atend national
or regional workshops on mental health/human ser-
vice to gain a better understanding of these pro-
grams. .. .

-

. T » ’
Stressing all of the "legitimizers'" he or she can
(i.e., recommendations from the literature, the
program objectlves t advisory committee, other
colleges).

. T

.
-

Negotidtions Within the Colfege .

1

In negotiﬂting with other departments.or divisions of

’

the college, the pfogfhm‘direégor will initiaté,contacts and-

work bdut tenta
L]

9
be.confirmed in writing after approval from appropriate
- " - . =
,If conflicts arise in such negoti-

ve arrangements, but formal' agreements will

division heads or deans.
L]

. :
* ations, the division director must be .involved.
o = . o ’
. It is helpful if program directors or other faculty per-

sons who negotiate with persons butside of the mental health/

human service program haVe tatles that 1nd1cate managerlal
roles such as "Program Direwtor" ”Coordlnator;of Field

Placements' rather than juét professional, rank.

M . B r
. “
* 9 ' to. \ #
o ' - . ’
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The program director shold. be aware 'that when

probLEFs reach the- dean's, off#ce they usually represent
- - v - \
lack of clear objectives, poor communications or lack of

clear -course outlines. . . . . ‘s . .

.
.

The progfam director shpui& be prepared to negbtia@e;

-

"This means give and take. He or sh§ will come well prépafed

with background information, explicit statement of the prob-
N ’ ‘ . . -

lem, or need, alterhatives tha®have been clearly thought-put
. »

and” recommendations. He or she should ke specific, hoﬂest

and open, and should initiate communjcations. He,or she
’ ’ J » »
should try to undersitand both sides of an issue’ .,kgﬂi<$

'

Internal Audit and ‘Accreditation Programs

e '

. The college is always interested in knowing whethet its

.

programs are good programs and whether they are doiﬁg tHe job

they Set forth in their objectives. ThHe college of ficials ar

. likely to 1look fdvo;ably on.programs of intgrnal audit and

-

) ] . . ”
accredltation . ’

4
Internal audit procedures are'espec1a11y welcomed
by administrators.

Program apé}edita;ion or approval 1s likely to be
favored, but: with certain reservations: - o

What does i1t cost? -

Is it requlred and what does it mean
‘ to ‘the college and to its graduates?

\ .
. yhat other services come with certi-
" o f1cathn,such as consultation, publi-
cationg, faculty development?
What short- and long-range commitments
are required? o : .

- 146
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/”/Negotiafions\with Qutside Agencies : .o

In negotiations with outside égencies, such as for field
i
placements’or community service wo&k the program director
w111‘work closer with college officials.

It often helps to involve the'president or dean in

-

L}

initial contacts-since he or she represents the authority

. e \ . .
of the college to the community. : —\\
/ .

The program director w111 document the time- commi tments

’ and schedules that will be 1nvolved and whether add1t10na1

B

staff are needed.

The program'director will prepare written memoranda of

agreement, most of wh1ch will be signed or countersigned by

top college administrators as wellVas by top agerky adminis-
, e
trators. If these Are to be cowtracts for exchange of money,

tﬁ%y will require approval by the college’'s f1$ca1 offlcer

and attorney.

i
r ¥ . —

COLLEGE RECOGNITION OF PROGRAM DIRECTOR'S ADMINISTRATIVE ROLE-

The college and its administrators and suppoytNng bodies

-

should also recognlze that there are substantfal adm1n15trat1ve
duties in conductlng a3 gilfal health/human SerV1ce program

R . ™ a
Ther® are“several ways in which this recognition can be shown:
Give the program director a title that reflects
managerial status. <
Allow the program director sufficient released - e
time from classroom respon51b111t1es to carry
out the: administrative duties. '

Employ the director sufficiently'ahead of the
+ scheduled beginning time for classes so *that \\\

R

. . ! [
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- /“ . -
he or she can do the large amount ‘of planping- ~
required to set objectives, policies, schedules
. recruit_faculty and develop field placements.”

" In many colleges the program director has been |
employed a full year ahead of time. Thls is :
requ1red by many accredltlng programs.

Provide sufficient funds for the’ proﬁram to
allow for the administrativefunctions as well
as for 1nstruct10nal costs. '

Involve department heads in the administrative
functions of the college. Realities of schedules
and time sometimes make this difficult,”but ef-
forts should be made to involve department heads
in budget preyaratfons and policy formulatiog.

Periodically review-the administrative perfor-

mancy. of the program director and: sugge§t wa§i
in wh improvements can be made.

+
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- Fundlng And -~ = .
4 . R /-\ " .
Cost Analy51s LT e
Taw 'E;udgetlng, fun'dlng and Costing of mental health/human service . [}

programs is an' area that pfesently F1es OUt51de ‘the competence

and too wften, out51de of the concern of the mental ‘health/ - . -

human-.service program director. Howevers, it is, a matter that « 7 ®

is rapidly becoming crucial as federal funds beceme'less avail-

: ° A

able and as state revenues for higher education are being eroded.
. 4

Y

by inflation. The program .director whb‘as‘fhowledgeable about

[y

fiscal matters will be in a betiersposition to- obtain funﬁiﬁg

from outside sources., . .

- P

This chapter is divided into six parts: 1) narridtive budget,

& 2} fiscal budgetlng

- .

3) .budget execution, 4) cost analysis, ~ °

* wal

ing resources These sectlons are not - - :

Rt}

4 §) funding, 6) fu

\mutually éxclusjide. Even if the program is supporr/d ent1re1y

-

.by college funds and tuition so, that 1t dées notvneed .special

s .

. outside fund!ng, Pt is well for the program director to be

RS

- .~ .

B aware of a11 financial 1ssues. . o -
~ ' !

. NARRATIVE BUDGE®™

- 4

A narrative budget is esseptiélly a‘narrativejthat de - e o :

" - ) - . W, .
scribes the program's objectives and goals and:-how the program .
‘ “ N . : '. ,‘ N - - . ) ’ ' .

’ . .
o ~. -
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. :
and resourcés’will be structured in-order to accomplish

., -

o, t:h'em..~ Jt is.the really mEY ful part of any budget since
' ‘it télls what the prqgramxigxali about. A budget that has
i 2 - . '5 i .. .
. . ,nothingnbut figures is almost meaningless. Often. the *narratlve”J “
’ . ) o s ’ .
budget is called the "budget program plan" or the-"budget justi-
R . ! 1 V4 - .- . .
fication."- o e v ‘
Yy : * The narrqtlve budgef includes: i L\‘ -
- T N te '

"A statement of the overall goals?of'the progfam and

. W 1 : n S
o A ho 1t rpiaigg to the needs of the communlﬁi“‘

A statement aifqthe specific objectives for the.budget” .
K period under.tgbnsidfration. How many students will - '
" be enrolled and graduated? .What staff development , ¥
activities ar community servige workshops will be - ’
, he1d? R s '

« L t

A dgscfiption of how 'the prograrf will operate for-
this budget period. What courses. will be offerea?
What field experlences will be used? What extr
curricdlar activitiés will.be held? What speci 1

* features will theyre be for any of these (i.e.,
’ travel funds for students to get to field place-
ments ® liability insurance, etc.)?

-~ -

. J A _description of what resources are avdilable or will
S be needed for this prognam period. HOW many students
: are available for each year? What faculty are avail-
able or will be needed? What special equipsment or
. facilities such as videotape or audiotape will :
. negded? What agencies. and. arrangememts will be used e
fot field placements?. What resources of the college -
. - such .as the audiovisual départment..or other academic
. departments will be used? What community resources =~
. . such as.an advisory committee, special lecturers, or
. part-time faculty will be used? T
. ‘,ﬁ; -
A description of any special problems or needs and
how the program plans- to overcome them. What' are
. the time limitatiops? What special problems for
graduates éxist regarding -job descriptions or agengcy
understanding? What special recrditment problems ey
e exist?g.. . ‘ 3

8,

o
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The narrat1ve budget is written in parag ph or outl1ne

form.” It helps to be speC1f1c and graph1c in. the descr&pt1on

agenc1es and-persons who must nake Judgﬁents about- it.

welloto avo1d longev1nded generdlities but adequate detw

sh.ouldbe pfad o /‘. -

L3

»
W

EISCAL BUDGET ~ : C

a A fiscél@budget is thé “listing in dollars of the'antici—

pated expengditures to accomplish the obJéct1ves ih- the narra-‘

> 1

t1ve-budget. It s%ould be a direct reflgct1on of the program

plans as descrlbed ip, .the narrairve budget Even if the col-
lege adm1n1strat1en does Qgt reduire. 3uch a budget the pro%

gram director would doirell to\prepare one. Tt can be a powe
ful ?eol in maximiiiug fesoutces,‘ébd lt uill gu(ell be ueeded
to seek funds trom outside~sources. ) - ‘.". ‘f .
The program d1rec§or can, often u;n sbec:al SUppont by

< F

eparing such a budget an taklng'lt to the financial officer

. R / :
for discussion anﬁ negotiation. Th1s increases awa;enass of -~
N the mental hgalth/human services program aad develops a resﬁbc&
= — - Lo
, for Uhe program' s administrative ab %1ty , The prograT d1rector

~T

R ‘,may be able z?'negotfﬁ?e for needed items by po;nt1ng out, sav1ngs
: ) . '

t &

. 1n certa1n _dreas. - o .
frgji Budgets are frequently réquested 3t d1fferent levels such
L . L 4 -

as m1n1mum continuation and~opttmal.




- . The imum budget is- the least dollar flgure
that coul¥ be managed.’ ‘ ) .
./ ' . : .« a
"'The continuation bddget'is the -figure that would
be required to offer essentially the same program
before.

¥

,1nf1at10n, salary raises, etc.

o ,. The optimal budget is one tha
.. : + program.
-and justified. .

. ' J
- L - The format of the budget varies
. «

budéet and others a line itemybudget.

, " .- Some programs prefer a program budget,

I

There are alWwaps -increases reqF;;ed by

eflects an ideal

Each expansion item should be categOleed

from school to school

othiers a category

«

. A program budget gives the total amount of dollars
i requ;rea for each program such as classtoom instruc-
tion, field instruction, community service, etc. ' N

" A category budget shows the dollars according to
major categories, This is a common budget, format

Some comm categorles are:

Supplies - .
.Library .
Consultant fees and expenses
Telephone and postage

Salar '® and fringe benef1ts

\

~N

‘Teaching materials
. Equipment -
- Travel .
Film rental ~
" . Capital construction

' Miscellaneous 1items “ Stlpends . , 7
-y - :
. " . ) .
. . A ‘1ine item budget is one that spells out ea tem and
' 4{he amount -assigned-to it. = - 154 . /.
B A r 4 " ) ' " *

Budget preparatién shou1d~be/honest'end direct. Lt gs -
usually poor practice to pad a budget. ’ ' ‘
lrk 4.

" -f’ . A few points shguld be kept in mind in" preparing the
* . - P4 7 ) !
budget: . ' - :
. What is the state of funds .previously. allocated
4
to the -program? If th're are large -amounts of .

\ . money still unspent, there should be an explana-

e tion for these, together with a reeﬁmmendatlon

~ ‘ q T .

P - . I; .. . b [ 4 “a " '
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for epp ing the unspent’funds to the new

budget riod. . .
. .‘ )
\\\;h3?€“§ﬁoﬁia be an explanation of exactly
’

what is involved in budget items thet are not
fully evident “from the-narrative budget, such
as exactly what fringe benefits are included
\ or what major items make up the '"miscellaneous
o category." S ) ’ . -
There should be documentation of items ‘that
will be shared with othqr programs or depart-
ents of the college;or items that are- belngﬁ A .
ntributgd. List equipment or courses that
will be shared. Note the contrib ted.salarles
of £&eld in tructors, etc. ,*‘ y

The bud et ‘should dpcument funds from all

sources.\ This will be useful for obtaining

support when special grants :expire. This will L

require a breakdown of budgeétltems to be : ’
- assigned to various funding Sources as well

as the totals. . ‘o o,

A budget ideally will show the current perlod'

budget As well as the figures for the proposed _' .
budget perlod Any discrepancies that are not .
alteady exXplained in the narratlve budget should -

-bey Just1f1ed here. . . . % . ‘-/.*,

BUDGET EXEC TION . i b>

'Y  Once the budget is establﬁ,hed and approved tife program
enters“1nto the per10d of. operatlon. Th1s is the perféd Of%
deget execution or carrylng ouf g% the budget. There aret
. -

,qseveral points for the program. d%rectqr to attend--mon1tor1ng'

L 4

expendltures,-documentrng expenditures and moalf;catrons of )

.the budget. . ' - " R N .
Ménitoring of expenditgr;g is beet'done_by the program -

director; Generaily the college wili pro;ide a eomputer print-q

. out of the funds expended each month and the balasmce. -However,

this print-out 1s often one OoT tw,o0 ponths beh1nd in show1ng

N | . .

s > - - N v
. L R 3 153,/ \ '
. . ) ¢ . ‘N ‘. .
: . -/16./ T
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- . ‘
- . .

cextain expendifﬁ?es and ‘it may have a feW‘expenditures

A L>

1ncorre;t1y a551gned to the wrong budget category' Therefore

. LY - -

the program dlrector w111 do well to keep hlS or her bwh\r;jords
and reconC11e them. w;th the pr1nt outs from the: business o fice.

' Drscrepanc1es should be’ brought to ‘the attentlon uf the basiness
offlcelas soon _as posslble. ] Lf_marked,dev1at10§§ of expendy-.

’ ) oL ) : ! I

~  tufres from the:budgeyﬁare noted, the prdgram director should.

know why and sHould take wﬁever correctlv‘ ac¢tion, is: '

o .' ' .n:’). Toa » ' . ; ; . s
“* indicated. . - . .- X M

Y » ' '

Documentlng expendltures rnvoives descrlptlons of * v - T

/ \) *

flglent d@tall that-they are clear enough

expenditures in g
to_be properly assi and identifiéd. This is esﬁecialf& ' '

»

~';rﬁé$fog’zmiscelréheous or-''petty’ cash“ item § but 1{ 1s,
- d

v . .. ' .
also necessary,ior'certau%‘travel 1temsvor,supp1y items. Any-

- LY Kl

. e * - - N X

« , time.there is an exﬁraordinary expenditure,_thére should be. «

1- - Y4 -. - . ‘
. a qufla; doggmentatlon. N

‘Q.roumenta;&gn*includes the date, a specifitzﬁescriptiqn v
.~ - _of the item,\its'cost, its purpose_and\ihy“spediak features

+about it. It ‘shquld alsq be 51gned or 1n1t1a19d by the * .

[ T4

- reSpon51b1e persog ‘Such a record will help .later when final ~ A

.1' . $

eydltsrzTe made 6f the accpunts: ’. A ., ’ o>
It will .sometimes hei deSirable .to éek all facdlicy.w‘._g.
\ k;ep records of the1r t1me and act1v1t1es in order to docume o
;§f the‘heed for thélr po?itlbns oY for addltlbnaf h051tlohs T
. tyye records should alsp‘be very speclflc 1n showrng/yﬁen, g ifa'
. _where how Iong,.W1th ‘whom and for whan purposes ﬂﬁ\"'
-t . A . . v , . N S ’
« ’ S . . T 4 .,
Y ) B ‘fs‘4 RN v




: ‘ ' . ..
Modification of the budget is often necéssary, .
o ., ’, * \r"
. Co espec1ally 1f there have- been unant1C1pated program Changes

.
ol

',

5
e or unusual expend1tures for Cergain categor1es. Budget o .
- ” mod1f1cat1ons should bq made whenever it is’ ev1dent that

'maJor program,changes must be made. Budget mod1f1cat1bns
are usually ﬁ1scussed(/,d~agreed upon ahead of ‘time with s
‘all part1es* and- are thent formally requested and approved

T 1n‘:r;t1ng There should‘be :r1tten documentat1on of the

reasons- for the mod1f1cat1om as. well as the figures to be

PLER chadged , Cop1es of budget mod1f1cat1ons should be sen; to ' -
. » - ’ . ) . ) , , }
all 1nvolved partles. i L T,

- ¢ - ‘ .
COST ANALYSIS' e . o
. . *J,Cost analy51s 1s a- techn1cal subJect and one to wh1ch

v'l A 4 "-—-’

* 7 most college program d1rectors pay no attent1on. However ' . //

L it is oftem'the bas1s _upon which college adm1nlstrators or

. -
- . v ¢ .

s bud et“ﬁf¥1éza}s dec;de W er to ﬁssume ‘res on51b1l1t for '
L Y g ) h’%\ P Y .

a proé&am that has been funded under @. grant or whether td

L g . +

d1scont1nue a program\1n times. of eeonom1c dpwnturns‘ It . - -
- .n'

_behooves, the“gental health/hdman serV1ce program director.fr/

. M . -~
. to have some basic, und;rstand1ng of cost analysr! so that ” LOK

3 .
4 M - ®

N ' ) w : ' ) .
-~tg~ he or. .she can argue his or her own " case. Lo -, " , sl
N L Y - . N

Costs .are ass;gned values"wh1ch are calqulp ed by

d1V1d1ng expendltures by same arb1traxlly chosen factor A

»

i\ th5!-1s felt 'tv, be . S1gn1f1cant As an efgmple a mental

. 'health/human servxce‘program d1rector purchases a VldGO\, s .

- o
\ " tape mach1ne for $4, 5%@ (the pr1ce) The %tal expénd1ture . ‘
N ‘ s ‘ ~l ‘ . ﬂ’ .c : e | ’ /(' N . ‘o‘
s T _ 155 SR B roo
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1nc1ud1ﬁg\sales tax ‘and dellvery charge was $5, 000 Theg

4
R machlne is est1mated to have a useful 11fe of 5 years. There
.- .- are ZO student§ in each class. ‘The cost of the videotape
machine might then be assigned ‘as: ° B /f/)“
e 81,000 per year, or a [ //
X N $50 00 per student (20 students for 3. .years), & ' ‘
. , .
$250° 00 per - graduate, if it is all a551gned in the )
first year (20 graduates). )
' ' N ..‘ . ". : C ’
R \ ' ’ : A N iy .
It is 1mportant for the program d1rector to. kn ow how the . /»\
st ’
. *.college a551gns costs and what 1tems are 1nc1uded in tg%t ,
* calculation. Some common bases for assigning cbsts in’ colleg%?
- . are: \ B . ¢
) Costs per full-time enrolled'student or equivdlent (F:TﬂEf);
.. ) ‘o | . . y
. Costs per graduate ° ‘ o , T
- ' > . ‘ ) A .
Costs per.credit hour ' o U AN

, - Lo o . /
’ Very often these costs arg calculated on instructional ‘({
- “ -

expenditure (salaries) only. It is easy to see how a

rogram

that allows general students to e}ect mental health/hum

~ ‘ s
serv1ce courses 9r ‘a angramrthat encourages part ti

:\ \ may have a h1gh cost rag; ‘on full time students and graduafes T

without being’ auare of the problem klso a program may show

~ up poorly in contrast to anothet all1ed health pnogram 1f 1t

) )
. uses relatlvely more pa1d faculty but .far’ {8i::iaboratory .

= ’ equlpment when the costs are cargulated on t ba51§ of salary

' * b ' - RS :
. ’ - N : . .
. L. only. . , ) ) ' , . ' '

. T e -~ ¢ * .
. [ LR I, .
B o .
; : - L
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?‘g
v The memtal heaIth/human Service program director who

.

becomes knowledgehble about these cost issues and is critical
2}
in record*keeplng should be able to identify ways to show a

favorable cost rat10 fo# the program. The program,dlrector

i1l analyz relat‘ve-costs of the profram for such items as.,

Space in classrooms, offlces and laboratorres

Manpower (salarles) 1nc1ud1ng hiWli f or herself, -
f1e1g supervisors and secretaries. Much of this-

item is domated by fiedd instructors and should be
calculated as a saving. . .

Supplies and materials - .

: \1aJor equlpm/ent including labor?tory equipment
for pibgrams

(
- Travel to Conferd.ces and to establish anghsuper—
-vise field placements

Cpnsultants and‘guest speakers °~ - v
o ; B N

>

If all of these expenditures are ipcluded in the calcu-

}ation of costS‘fon all college programs, mental health/human

serv1ce programs are 11ke1y to show up favorﬁolv It is-still

necessdry to’ have a re sonably adequate enrollmen't of students.
¢ q

~ i

.‘If there'are_only 6er .8 students in a ¢lass, the costs-- -

4

)

. . ., , 8.
ycalculated on glmosg-any basis--will be high. The larger the

. ~
enrollmfnt of students the lower will be the costs of the

~

progfamﬁ The task of the program director 1s to lower costs

while ’increasing .or ma1nta1n1ng the quarlty of the graduateq.

., o § ot

In _regard to cos{ and1y51s the program director must be
able godi’gntlfy.expendltures that aré not properlyiaséigned
) . » ‘ ‘ g 8
to instrugtion’of students- and see to it that'they 'are not

. N g .

. e ) |

1]

-

.
&
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-

included in the cost-per-student calculations. These would

-
.

. . . ’ °
include time spent of community services or teaching non-
o L J

’

mental health courses in the collges', planning and fund

raising, expenses for community workshops and exhibits:

&
relatqd to recruitment of students. N

* FUNDING ‘ ‘
Eﬁ%%% are many sources of funding for meftal health/ -

-

human service programs. Perhaps the two most common are the
regular appropriations to the college from state and local !

governments‘and student tuition. There are also other funds

v . A L . .
tha&_may be obtained as grants or contracts from various

1

federal or state agencies. .

e b

In order to obtain funding from the basic college sourcp;,
it will be necessary for the mental heilth/human service pro-
gram d1rector to prepare a narrative budget and a fIscal bud -

o get,. If the progran d1rector does not, the dean oT d103510n
‘d1rector will and such !bdget is . 11ke1y to be smaller and more
general than the pudget thﬁ{.tthPrograq d¥rector would=prepare’,
' Cbtaining.gréntScor‘othér outs?de fqnding'QSually takes.
,. Some sbezial knowledge ap& effort, There may be a fiscal_pffice}

"or grants managef within the Cd;lége who can help the mental
. e . : : '

healtﬁ/human service progranm director,'but more likely the

A -
program director W1a1 have to writehis or hér own grant v
v\ e
request. 'In any case, the flscal offlcer of the college should
L L4 - w

'be consulted‘and kept close}y ‘informed of grant appllgatlons.\

. . '
- . N ' - .
. -

'K
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It is-neoifsary for the men}al health/human service

program director to learn about possible funding sources,

ptocedures and deadlines. This will require'some time and

[y

'the college should be preparea to provide thlS time exc1u51Ve
of teachlng dutles. He or she must obtain copies oﬁ rggu1a7
tlons, procedures, application f@rms, ‘and prepare the éppli-

.
.

cations in accord with changing emphases. This inclhdes:

-

Learning about the mission of the agency, £oundat10n
orggrgg}am from which funds are being sought. What .is
1ts history, structure, area of emphasis? What kinds
of projects has it funded in the past? What are 1ts

s procedures° Informal contact helps.

o

Preparing a thorough descrlptlon of the college and
the.mental health/human servicg program, including
its history, obJectlves record of achievement,
students, graduatgs, and biogreghical data on the
‘faculty. - (

Writing a proposal of what. is to be done in the pro-
ject. It should inilude: o x
, N ‘#
What is to be done--specific goals and }ong-
range objectives.
.. ]
why it should be done. What is-the need and
;o . why is it important for thls project to

resolve the problem?

»

3

Who will benefit and how? . -
- How ¢long will it takKe and when will results be
. v151b1e° ' . '§
What.will be required to do 1t--staff equipment ®

and supplles°
! - . ’

+ Preparing 4 narrative budget for the program elements
" for which funding is being sought. It is always best
to present the grant request in the form of.clearly = ¢
detailed '"program. improvement" Qr ''expansion" rather
than basic supporgf* It is igportant to follew the
- guidelines ca 11ly. _ . .

"“q?

N




Preparing the fiscal budget.” This is a detailed-
procedure and shows relationships to other sources
of fuhding. .The fiscal officer of the college must

y be consulted here. Instructions must be followed

. \3 “including documentation of any -items that are not

self-explanatory and writing "not applicable’ in
spaces that do not apply. '

".
s

: . .
, , Sending the completed afd“igned application to the
appropriate person in tke appropriate.regional or
national otffice. It is frequently helpful to have "
sent earlier drafts of the propbsal to program of-
ficers of the funding agency before the final appli-
cation. Foundations and agencies often provide con-

»” sultation an draft proposals. The formal applica-
tion procedure may require that the final -completed
application be sent to the grant management office. : ~
It is#nportant to follow the procedures And time -

v

deadlines very closely. . .

. ' ' ’ ’ ¢

Obviously grant or proposal writing:takes a good bit of
‘time. It is seldom possible to write a gfant in less than

six weeks. The lead time required for preparation, submissiqn

A : :
and review of federal, state or foundation grants is typically

o

from six months to a year. This includes informal consultation

-

i . - . 4
regarding the proposal, the actual writing and - preparation of .

budgets and affidavits of tax status, site visits, staff and

- .
committee review and final award.
FUNDING RESOURCES
A major activity at the very beginning of a mental health/
*hufhan service prograh is learning-about possible funding sources T
and making early infqnmél contacts with them. College and local

1 . :
public libraries hay have helpful publications' on funding %ources °

., and on graptsmahshiﬁ. The Eoundation Directory is one possible

resource. Also the fedaral government puts ouﬁ periodic
: - ' R "

[y

\ ' v,
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listing of ali support programs. Since these programs are

constantly changing, it is a good idea to review- the llstlng ,

regularly. Librurians often know of local fundlng sources.
. . : v
At the state agenCy or local agency level it may be -

poss1b1e to work out sources of help that are not d1rect
funding. For example _these agenc1es may pay tuition for -
psychiatric aiges or attendants to enroll in the program,or
staff persons mey be assrgned as part-time faculty, In¥tial
contacts for such arrangements are best made with agency pro-
gran leaders rather than with fi§ta1'off;cers who are,u;uallv..

not as much involved with program needs as.the program people ‘ '

-

who ultimately make these decisions.

¢

Many of. the‘federal agencies have regional offices that. _
can be consulted regarding their’programs. The regional offices
generally provide the best initial contacts. From there they

b }
may call or refer to the central office. There are many agencies

> ' - - _l . N

within the( Department of Hedlth, Education and Welfare, including

the .National Institute of Mental HealtH, the Social and Rehabi:

¢

lifat}on Service, the National.Institute of Drug Abuse . the
Natlonal Institute on Alcoholism and Alcohol Abuse, the Offlce, -

of Human Development with its Office of Ch11d Development and

[y _—

Admlnlstratlon on Aging, &he Developmental D15ab111t1es

Admlnlstratlon the, Officé of Education with its Vocétional

'

Educatlon Pwogram and Bureau of Educﬁtlon for the Handlcapped
- [ ]

Also the Departments of Labor and Justice have programs in the

¢

general human service area. Obviously each one of these program

~n . 7]
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. . . ' x4

. N ) )
7 ; . : . .

areas has its own special focus and its own jangon. Any graht

.4

¥

proposals sent-to them should he designed to meet the‘particul%r- -

concerns and- program focus of that‘specific agency.'7 4
In prepar1ng funding requests it is always well to show

that the program is closely linked to a wide ré!%e of local

. M -t

resources and age ies for shar1ng and maximum use of ava1l*
able resources. his might include cooperative arrangements
with other two-fear or four-year colleges for sharing fiekrd

or classroom instructors, library resources and special equip-
" ment.” It might also”include”agreements with local or state *

agenc1es to share facilities and help each other, Local ‘in- " A

b

dustry might provide some help. Whenever possible these slaring

arrangements should be conf1rmed by letter and a copy of the
letter attached to the grant request to the funding agency !

\
It is also well to obtain letters of support for a grant Te -

? * -~

ques t’ frOm Todal or state agency leaders»in,oraer to document /
. & )
the need for the program anq~the read1ness of local agencies Lo

to cooperate with 1t -

- e

i The mental health/human service program director who has

established contacts with 4 wide Variety‘of state h ocal-

Iy .

-agencles is ipn a good pos}t1on to know of new pol1c1es
programs that are abou.t to be 1mplemented suchi de1nst1tut1on—

'
al1zat1on of programs alcohol treatm‘ent programs. ch1l§ren'5- .-

v
treatment programs for wh1ch the college pfg%ram mnght provide «

. - T '

tra1n1ng with fund1ng from the state or local agency These

4 /
programs might be taught im the ageﬁ%1es themselves rather -
-'than on the college cthus._ T : \~ N
: =
N - o * ) N
l: { * ) \ 162 ,' ' . .
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»

These are some of épe placqs to go to- Seek 1nformat10n

)
- . -

about p0551b1e fundlng solurces. Not a11 of these sources

.

have funds 1isted that may be ‘directly qvailable to community

~

goi}eges, but they may pﬁovi@p leads. 'Many agencies and

fohndatiqns-change their policies and ﬁrbgfams frequently, sp:

'

it pays to.keép—mak#ng inquir&eé and to keep'up‘with'majorn‘

'federal_iegiélaﬁfon’and‘ghanges in regglations.

A FullToxt Provided by ERIC
-

~




© + Dayton, Ohio 45402

-

.

1

N Mrs

”
A ] . ‘ ) ‘\‘
.8 &y .
' \
. x4
. + -
. P ' ) . : .
Project Advisory Committee -~ ' °
o y ' , N ) -
Dr, Arthur L. Benton Ms. Marie Piekarski
Coordinator, Mental ‘Health , Coordigator - o
Tgchnology Program Planning and N
Un1vers1ty\of Maine Development :

at Bangor .
Bangor, Maine 04401

' Mr. Rébgrt Buehler )
Mental Heé‘ih TechnoTogy Program

Sincdair munity College

Ms. Mary Gardner % A

Coordinator of Special: Programs

DIV1510n of Manpower Development
“and Training

Maryland\Department of Healsh
and Mental Hygiene

Mt W1lson, Maryland 21112« -

Rhoda Levi

.Program D1rector .
Essex Community College - :
‘Ba1t1more County, Maryland 21237

Mr. Joseph Lucero

College of Sante Fe
Sante Fe, New Mexico 87EQL
. \ b
Dr John. Mulfer « Cote
.3543 Edwards’ Road i
_C1nC1nnatt1, Ohio 45208

Dr. Walte? Owyang .
. Canaga College- S,
4200 Farm Hill Boulevard :

) Redwood City, Cal1fornra 95061

* Experimental and Special

(..

4y

University of Kentucky
Community College System

Lex1ngton Kentﬂtky 48506

- Dr Wendell Rivers gh
Directdr, Mental Health"

- SpeC1allsts Program ;
University of Missouri . -

» St. Louis, M1ssour(‘63121

A

T~
!

Dr. Ralph S1mon ~ .
Traiming Branch
®National Institute of ¢
‘ Mental Health - w
ROCRV1lle Maryland 20852 ’
Dr. Kenneth Skaggs, * .
Coordinator of Service Pr Jects
American Association of § V
Junior Colleges .
Washington, D.C. 20036 °
Dr. John True - . ’ ",~ -8
Center for Humgn Services -
) Research -
Department of PsychLatry and ]
Behavaoral Sciences
.Johns University , . .
601 N. Broad ay SR et e
Baltimore, Maryland 21205 ‘

oYa.




- e e - . ‘ . L ) > ' P . [
.- \ . .

-~ . -Task Force # : N
) And Subcommltyee Members | S -
Ms. Wd! tta Asbjewnsen L@ Mr. Paul Buckley,.Dlrector
_ Mental*Health Worke; Trafntng -Mental Héalth Pregram
Program ) . Rhode Island Junior College
-+~ M¢t. Hodd Communit .College v Warw1ck Rhode Island 02906
;,* « » . Gresham,.Oregpn 97030. ~ . . ‘
N : . . .o . Mr. George BUttles,~D1réc§qr
" Ms. Marg K. Bailey Stegney ' Human Resource Tgchnglogy
S Coordingfor, Mental Health .Program Chemeketa Commuﬂﬁty,College
: $omefsat’bommun1ty College - . Salem, Oregpn 97308, . %
Somerset, Kentucky 42501 . - :
& . e " Ms. . Mary Canfrell ' \ ’
‘ "}h‘ Jamés ﬂates ‘ . Mental Health Assoc1ate~
Human Services.-Technology ‘Pfogram . Progfam’ o
Elathead Valley Commurity College - McLennan Communlty Lollege
“Kallspell, Montana 59901 ‘ Waco, Texas 7670% .
I's . . ° Z’%
. “ Dr. Arthur Benton Coordlnatorm Ms. Mary Fou Cormier .
. Mental Heakth ?echnplog? Program -. Mental Health Technology - X
. -University of Maine at Bangor University of Maine .at.BangQr
Bangdr Maine . 04401 . L, Bangory, Mal%e 04401- ~, -
Dr Roger Betz, Coordlnator . Mr. Steven Danish’ - -t
‘, “Mental Health Workers Progggm " College of" Human Development -
o Inver Hills Community College . Penmsylvania State Universjty
T $ﬁnnedpblis, Minnesotas55075 Uni;;r51tybPark"Pennsylvanla -2
hat’ ‘ Mr. Park Bierbower = ' ,Ms. Mary DiGiowanni
. A551stant Director for Tra1q1ng Mental Heal t Téchnology
ireau of Research and, Tralnlng . North EsseX. Community College ., o
nnsylvanla Dept. of Pub11c Haverh111 Massachusetts 01810
‘Welfare - )
‘Harrlsburg, Pennsylvanla 17120 s BY, Normal Dobbs. .. -
’ , " Célumbia- Green.Commun1ty .
> . .- Mr. Robert Buehler : ~ - College ‘
< » ° Sinclair Community College : Athens, New York 12015 -
- Dayton, Ohio 4540@; ” . . ’
. . e A A ‘
Y '_—.’ \ * S
, 174 . ' YL
4 . o * - ‘
L U B e




2 - .
% ‘.A vy ' P
Dr. James Dugger ' Ms. Jean Macht .Prggram y
[ Metropolitan State College ~  Dire :
Denver, Colorado 80204 Mental Health Exthnology
] ‘ ' , Montgomery ®ouyn sy Commun1ty
- Mr: Jack S.W. Ellenburg My College
. _Division Chaigman - . "' Blue Béll ‘Pennsylvanqp 19422
/. Business and Public Serwvice : ' '
» . Division,, Mr. James Mahanes -
; Piedmont Technical Educationg ¥ +%Jefferson Community College
° Center Post Office Box 1036
K Greenwood South Carol1ma 29646 Louisvilie, Kentucky 40201
l‘ .
Mr. Payl Embergev Jr. =¥ . Mr. W1111am Mateer
Comm ‘Mental Health Program Coorginator Human SerV1ce
Bro } Community College” Telfinology Program v
” Linc New Jersey 07738 Hazard Community College.,, -
ol _Hazard, Kengdcky 41701 ° - +
. »Dr. Ronald M. Fe1nste1n L ! v e , .
Chairman, Department of ° Ms. Lenore McNeer °
Human SerV1ce Carcers .¢ Mental Health Program
- ‘Community College of Philadelphia Vermont College - ,
Phitafelphia, Pennsylvania 19107  Montpelier, Vermont 0 602
L - B .
? Mr. David Foat ‘Director Ms, Mary Packard . ' P
_Human Services Generalist Program Eastern Pennsy ia . .
Un1ver51ty of Mggnesota Psychiatric Inspitute ’
‘“Minneapolis "Milthesota 55455 Philadelphia, Pegn. 19129
Dr. Robert Heaberlin . . v Mr. Marwin Pearlman o,
. . Coordinator Project D;rectbr -,
-~ 'Mental Health Program A Mental Health Technglqgy
Ft. Steilacoom Community College Middlesex County Cogl ge. .
Tatoma, Washington 98499 . ,Edison, New Jersey 08917 .
. [ : A .
. Dr. Sherw1n Kepes "Dr. Joseph ﬁetty, Director '
“Compunity Méntal Health Training .- Commupity Mentak Health
-Purdue University Tra%ﬁing'Progra
+ Fort Wayne, Indiana 46805 Bakersfield-College
¢ .S Bakersfield, Calif, 93305
Dr: Jepgry J. Kn1ppe1, Dirgctor coa ) \\31 g
- * Mental Retargation Program Dr. John Pucel,*foordinator
Cooke County.College - Mental Healeh ASSOC1ate vt
T Denton, Teéxas 76201 Training Program. .
‘ : . : " Veterans Administration Hosp.
- r. Dan LaFond 3""\&a N St. Cloud, Mlnnegbta 56301 )
- qcial .Services Progre\\ .
" BelNevue, fommunity Colleg7 Dy, Evgl1ne Schulman ‘
i ‘Bel e¢ue, Washington :98Q Directdr, Evaluatmon and
. g ' Tra1n1ng
' Mr. aughn Luczadoo . Mental Retardat1on ‘Adminis ..
(Hufan Service Associate Program Maryland Department of Health .
> \Central Piedmont Commun1ty and Megtal Hygiene , . Y &5
0, College . ‘Baltimo aryignd 23201 °
Charlotte, North Carolina 28204 ' » v,
o Do o 1o o C N
EMC . < " ' e ) ' . ‘
. L . '{ . .“ ‘ - v




Dr. Max Sheanin
Psycholog1cal Services
Curr1cu1um )
Los Angeles City College
Los Angeles

Mr J Richard Socha

Director, Mental. Health
Worker Program

Iowa Westgrn

- Dr..Paul Sfegner.

Mental Health Program
Canada College

Redwood City, California 94061

Cal1forn1a 90029

GUmmunlty College'
" Clarinda, Iowa' 51632

Ms. Kéﬁﬁlee W1ll1ams
DireCtor, Human Service .
Technoldgy Program
Rio Hondo College
Whigtier, California 90608 .
. . . i v . _J
Mr. Stephen Wilson ) .
Department Chairman
Mental Health 'and”Mental -
Retardation Technology C
Columbus Technical Institute 8

Columbus, Ohic 43215 k;a :
- Mr. Robert White- '

Staff Development Specialist

Texas®Department of Mental

A

[

Health and Mental Retardation
Drg Kenneth Uhrich Austin, Texas 787ll i ¢
Instructor/Coordjnator A _
‘Mental Health/Human Seryices Mr. Douglis Whyte 9
Curriculum . Community College of Ph1ladelph1a '
Seattle Central Communlty Philadelphia,’ Pennsylvan1a 19197
College . \ .
Seattle, Washington 98122 Dr. Carl Young '
- Human' Services Department
Ms. Susan Uzan Coordimator ~Pennsytvania State-Y IVCTSltY
Human $ervices - ;.o «Central Offjce
. Norwalk Community College Un1ver51ty Parb Pe nsylvan1a 16802
Norwalk, Tonnecticut i S
. a3 . !
. i ¢ 4
: . X .
e . . - .
' I ' . :
?\’.' . : ra
. % .
. 3 ‘
“ ) P ; :
o ‘ R ‘. -
‘ \ ‘ v N '
\'b “
A . ] "
5 N _ a// .
Ny Pl ' y
e 0" ; |
. 4
. y ' ‘" A3 '
¥ - " ’
v
’ : :
- - - .
- \ -t ’. ‘ 4
181, L ‘
. ’ b ,
. 4 { e
. ;




e

- L .
» ) ‘ b :
. ‘ .
L3
"’ ' ‘
\. \ .
. S
P&Lhcanon K ¢

‘' Th /;ubllcatlons are available, at a nomlnal cost

uthern Regional Education Board

{
&

from

S

. ROLES'AND FUNCTIONS FAGR MENTAL HEALTH WORKERS (1967)

"PLANS FOR TEACHING MENTAL HEALTH WQRKERS (1971) ‘ :

- ' INDUCTION ANngié OF ASSOCIATE DEGREE WORKERS IN .
T THE MENTAL HE H SYSTEM (1973) ) )

’
&.—
T ¢

lz. CREATION OF A DISCIPLINE: M&DDLE LEVEL MENTAL HEALTH ' . .

_ WORKERS (1974)

’ .PROGRAMS (4974)

.'N. TEACHING MATERIALS CURREN

a

LY

'

A

Y USED IN MENTAL HEALTH

«

&

A XIT FOR REVIEW OF MENTAL HEALTH WORKER TRAINING

3,

¥

“ WORKER TRAINING PROGRA}S- ( 974)

8
For 1nfoxmat10n about the V1deotapes menti

3 "

write to“the Mental Health Pragram Southe

gapd in the text, -

Regional Educa-

tion ‘Board. , i "

- . s
‘t.'l
. N
-
° . t. . . -
g -
b - !" 9
R . f
- Cae
. RN .
. , A P - . ° t
. .
. .
* t
R - )
\

e UNVERSITY OR.CAUR
I o LOS ANGELES ¢

FER 3 1978

. . CLﬂRINGHOUSEEOR Coe ’
e , . unmungouxnﬁs ; :




