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AND DAY PROGRAM ADMINISTRATORSAND STAFF

I. INTRODUCTION

The purpose of this paper is to report the findings of a study of the
.},perceived trainingneeds of residentialand day program staff working

in community facilitiesserving developmentallydisabled people.

An assessmentof personnel and trainingprograms for staff working witl~
developmentallydisabled people is mandated by the 1978 Developmental
DisabilitiesAssistanceand Bill of Rights Act (P.L. 95-602) which
states:

The (State)plan (for developmentaldisabilities)must pro-
vide for . . . an assessmentof the adequacy of the skill
level of professionalsand paraprofessionalsserving persons
with developmentaldisabilitiesin the state and the adequacy
of the State programs and plans supportingtrainingof such
professionalsand paraprofessionalsin maintainingthe qual–
ity of servicesprovided to persons with developmentaldis-
abilities in the.State . . .. (42 USC 6009).

This policy analysis paper is the third in a series of three reports on
the current status of trainingopportunitiesfor professionalsand para–
professionalsworking with the developmentallydisabled,and the train–
ing needs of these individuals.

The first paper (Policg Analysis Paper No. 12) focused on nonformal
training. The second paper (PolicJ Analysis Paper No. 13) reported the
results of a survey of formal trainingprograms in postsecondaryinsti-
tutions. This paper will present the results of two surveys of a state-
wide sample of administratorsand line staff in communityresidential
facilitiesand developmentalachievementcenters.

II. REVIEW OF LITERATURE

Since extensive literaturereviews on training–relatedtopicswere in–
eluded in Policy Analysis Papers 12 and 13, this review will consist of
a brief summary of additional literatureon staff performance,identifi–
cation of t-raining needs, and evaluationof trainingopportunities.
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The literatureon staff performancesuggests that performance is af-
fected by congruencybetween staff expectationsand actual assignment
of duties (Miringoff,1980;Nebraska Mental RetardationPanel, 1979;
Zaharia & Baumeister,1979); staff attitudesabout their job responsi-
bilities (Elder& Magrab, 1980; Humm-Delgado,1979); the potential for
career advancementand training (Ramsayer,1980; Jones, 1979; Pickett,
1979;New Career Training Laboratory,1979);and the staff’s level of
confidence in their understandingof the current technology(Dellinger,
1978).

Identificationof trainingneeds may be revealed by individualperform-
ance evaluations (Frank, 1970). Concretemeasures that encouragea
competency–basededucationand evaluation system are most effective
measures of skill possession (NebraskaMental RetardationPanel, 1979;
Repp & Deitz, 1979;Wolraich, 1979). A competency-basedevaluation
system of staff and trainingopportunitiesis recommendedinstead of
the traditionaltestimonialresponses (Wieck, 1979;Mager & Pipe, 1970;
Frank, 1970; Byham, 1970).

111. METHODOLOGY

The methodologyof this paper consistedof two surveys of administrators _
and line staff in developmentalachievementcenters (DACS)and residen-
tial facilities(includingRule 34, ICF-MRS,Rule 80--PhysicallyHandi-
capped, Rule 5--Child Caring Institutions,and Rule 8--Group Homes for
Adolescents).

A random samplewas drawn of agencies from each economic development
region. Participationin the survey was voluntary. Th& questionnaires
were designed by the DevelopmentalDisabilitiesProgram staff, with in-
put from the regionalDevelopmentalDisabilitiescoordinators. Inter-
views were conductedby the regional coordinators;surveyswere edited
and coded by DevelopmentalDisabilitiesProgram staff.

Using a semistructuredquestionnaire,administratorswere asked about
their agencies’ staff recruitmentand developmentactivitiesand pre-
service and in-servicetrainingopportunities,as well as their own edu-
cational backgroundsand experiences. The average length of time for
administrativeinterviewsranged from one-half hour to two hours. A
total of 113 surveyswere completedbetween August and October, 1981.

Direct care staff were chosen randomly from the agencies’ list of pro-
fessionaland paraprofessionalemployeeswho spend more than 50% of
their time directlywith clients. They were provided with a structured
questionnairewhich asked about their educationalbackgroundand expe-
rience, client demographics,and perceived trainingneeds. A total of
312 surveyswere completedbetween August and November, 1981.
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IV. SURVEY RESULTS

The results of the administratorand staff surveys will be presented in
the following order: (a) education level of administratorsand staff;
(b) years of experience; (c) staff supervisoryresponsibilitiesand cli-
ent contact; (d) staff and administrators’perceptionsof client charac-
teristics;(e) personnelpolicies and staff development;(f) staff turn–
over and recruitment;and (g) preserviceand in-servicetraining.

EducationalLevel: Both administratorsand line staff were asked to
indicate their level of education. As Table 1 shows, DAC staff tend
to have more years of education than residentialstaff. The majority
of DAC line staff (54 percent) have a bachelor’sor master’s degree,
while 38 percent of the residentialdirect care staff have this level
of education. Educationaltrainingof the two administrativegroups,
however, is very similar.

Years of Experience: DAC administratorsand staff also tend to have
more years of experience in the field, as Table 2 shows. The median
length of work experiencefor DAC staff is 4 years, while the median
for residentialstaff is 2 years. For DAC administrators,the median
is 10 years; for residentialadministrators,it is 8.5 years.

Staff SupervisoryResponsibilitiesand Client Contact: Staff members
were asked whether they superviseother staff. Of this sample, 25 of
69 (36 percent) day program staff supervisedothers while 61 of 243
(25 percent) residentialprogram staff had supervisoryresponsibilities.

Staff members were asked to estimate the amount of time they spent in
direct contact with clients. Approximately74 percent of the DAC staff
in this sample spent from 76 to 100 percent of their time with clients.
Of the residentialstaff, 66 percent spent from 76 to 100 percent of
their time with clients.

Perceptionsof Client Characteristics: Both staff and administrators
were asked about the characteristicsof the clients served in their
agencies. Table 3 shows the responses to these questions including
the primary disability level served, and the proportions of multiply
handicappedclients and clients with severe behavior problems. In
general, the staff viewed the clients as higher functioningand having
fewer handicappingconditionsthan administratorsdid. There seemed
to be closer agreement on the proportionof clientswith severe be–
havior problems.



Table 1
EducationLevels of Staff and Administrators

(MinnesotaResidentialand Day Program
Staff and Administrators: 1981;

n=312andn= 113;
10CELReporting)

DEVELOPMENTALACHIEVEMENTCENTERS RESIDENTIALPROGRAMS
~

Staff Administrators
~---

LEVEL OF EDUCATION Number Percent

Less than high school 1 1% o o% 11 5% o o%

High school 14 20 2 6 76 31 2 2

AVTI certificate/Associate
of Arts degree 16 23 2 6 64 26 5 6

Bachelor’sdegree 35 51 19 59 88 36 49 61

Masterfs degree and beyond 3 5 9 29 4 2 25 31

TOTAL 69 100% 32 100% 243 100% 81 100%
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Personnel Policies and Staff Development: The personnel cycle of hir-
ing, training,and retention of employees should includemaintaining
up-to–date job descriptionsand personnel policies, and conducting
regular job evaluationsor performanceappraisals.

When asked whether their agency had up–to-datejob descriptions,31 of
32 DAC administratorsreportedhaving current job descriptions,while
79 of 81 residentialadministratorsstated the same. Almost all admin–
istrativerespondents (109 of 113) reported that their agencies had
personnel policies.

Of the DAC directors,25 of 32 (78 percent) reported that performance
appraisalswere conducted. This practice was also reported by 76 of
81 (94 percent) residentialadministrators. The frequencyof perform–
ance appraisalswas reported as follows: (a) annual = 66 (58 percent);
(b) Serni.annual = 25 (22 percent); (c) quarterly= 5 (4 percent);
(d) other = 5 (4 percent); and (e) none = 12 (11 percent).

Of the 113 administrators,61 reported that the results of the perform-
ance appraisalswere used in determiningstaff developmentplans. How-
ever, only 35 of the 113 reported that individualstaff development
plans had been written to correct staff deficits in skills or knowl-
edge.

Staff Turnover and Recruitment: Administratorswere asked which posi-
tion in their agency had the greatest turnoverrate. Thirty-twoadmini-
strators (29 percent) reported no turnoverduring 1981. ‘l’hegreatest
turnover rate occurred in two residentialfacilitypositions: house–
parent and house parent aide. The most frequent reason cited for turn-
over was personal reasons (n = 37) followed by leaving for a higher
paying position (n = 35) and job dissatisfaction(n = 10).

Administratorswere also asked whether any specific staff positions
were difficult to fill. Of the 113 agencies, 70 (64 percent) reported
no difficulty in locatingemployees. Residentialfacilitiestended to
report more difficulty in r~cruitinghouseparentsbecause of unfavor-
able working hours (n ‘=10; 12 percent) and low salary (n = 6, 7 per–
cent). I)ACadministratorstended to have difficultyrecruiting staff
willing to work in the rural part of the state.

Preserviceand In-ServiceTraining: Both administratorsand staff were
asked questions regardingpreserviceand in-servicetraining. The ad-
ministratorswere asked to list the topics covered in the agency’s pre-
service and in-servicetraining,and to describe the methods of provid–
ing in-service training. Staff were asked to indicatewhat in-service
topics they needed and desired.

The administratorsreported that their preservice trainingactivities
cover a wide variety of topics. The most common topic of preservice

f!eneral program orientation.”training (37 percent) is g Specific
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assessmentand charting skills are the next most common topic (18 per-
cent). Some preservice training includes informationon safety (11
percent), skill development(9 percent), interpersonalskills (8 per-
cent), or medical (7 percent). Occasionally,the training includes
legal information(4 percent) or site visits (4 percent).

The administrators’responses indicatethat in-servicetraining focuses
on more specific task-orientedtopics. Skill development (21 percent),
interpersonalskills (20 percent),and medication (19 percent) in-
servicesare the most commonlyreported trainingprovided by the sample
of facilities. Safety (16 percent) and program planning (15 percent)
sessionsare less frequentlyprovided. In-serviceson legal issues
(6 percent),program orientation(3 percent),and site visits (1 per-
cent) are rarely provided.

Administratorsreported that they generallymake arrangementsfor in-
service training to be provided by communityprofessionalson an inde-
pendent basis. Medical professionalsfrom the community,e.g., nurses
and dental assistants,are the most frequent instructors(27 percent).
Local educators,e.g., college instructors,or civil service persons,
e.g., fire marshals, represent20 percent of the servicepresenters.
Administratorsuse their own staff expertiseand presentationsoffered
by professionalgroups, e.g., MinnDACA or ARRM, at the same level
(21 percent). An additional 11 percent of the training is provided
by outside consultants.

In order to assess staff in-servicetrainingneeds, line staff were
presentedwith a list of 29 possible topics for in-servicetraining.
Respondentsindicatedby “yes” or IInoII whether the topic was needed

and desired. Table 4 presents all 29 topics and the total number of
f!est!responsesfrom the 312 direct care staff members.Y

As Table 4 shows, in-servicetrainingon behavior problems is clearly
the area of greatestperceivedneed. IIpreventingbehaviorproblems”
was the top response,with almost 4 out of 5 line staff (79 percent)
requestingthis topic. The second highest responsewas “designingand
developingbehaviormanagementprograms,”which was seen as a needed
and desired training topic by two-thirds(64 percent) of the surveyed

*Vwas the fourth highest resPonsestaff. ?!Handlingclient self-abuse

(61 percent), and “handlingsevere behaviorproblems”was the sixth
highest (59 percent).

Current informationon developmentaldisabilitieswas perceived as a
continuingneed by those questioned. Of the.respondents,63 percent
(68 percent DAC and 62 percent residentialfacilities)wanted training
sessions that focused on recent findingsabout handicappingconditions
and developmentaldisabilities. An in-serviceon available services
for client referralswas requestedby 3 out of every 5 workers (6o per-
cent). -
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Table 4
Staff DevelopmentTopics Needed and Desired

(MinnesotaDevelopmentalDisabilities
Staff: 1981; n = 312;

100% Reporting)

FREQUENCY
OF ,,yESll

RANK
RESPONSES

ORDER STAFF DEVELOPMENTTOPIC
I
Number Percent

1.

2.

3.

4.

50

6.

6.

7.

8.

8.

9.

9.

10.

11.

11.

12.

12.

Preventingbehavior problems

Designing and developingbehavior
management programs

Current information--handicapping
conditions

Handling client self–abuse

Resources/servicesfor developmen-
tally disabled clients

Handling severe behavior problems
(aggression)

Communityacceptance

Alternativecommunicationmethods

Improving team relationships

Legal rights

Medicationsand side effects

Implementingbehavior management
programs

Using curriculum/trainingmaterials

Selecting curriculumltraining
materials

Health care procedures

Goals, objectives (individual
program plans)

Normalization--application

245

201

197

190

187

185

185

178

176

176

171

168

161

157

156

154

153

79%

64%

63%

61%

60%

59%

59%

57%

56%

56%

55%

54%

52%

50%

50%

49%

49%
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Table 4
(continued)

FREQUENCY
OF “YES”

RANK RESPONSES

ORDER STAFF DEVELOPMENTTOPIC
I [
Number Percent

13.

13.

14.

15.

15.

16.

16.

17.

17.

18.

19.

20.

Task analysis

Teaching new skills

Changing teachingprograms that
dontt work

Communicatingwith parents

Observing,defining, recording
client behavior

Accurate record keeping

Training other staff how to teach

Assessment of clients

Positioningclientswith physical
handicaps

Using adaptive equipment

Developingeating responses

Toilet training

143

142

138

128

128

125

125

83

83

76

71

51

46%

46%

44%

41%

41%

40%

40%

27%

27%

24%

23%

16%

After reviewingall topics, each staff member was asked to rank the
five most importanttopics,and those priority ranks were tabulated.
By rank order, the top five topicswere: (a) preventing behavior
problems; (b) designingbehaviormanagementprograms; (c) knowing
about resourcesand services for developtientallydisabled clients;
(d) knowing about medicationsand side effects; and (e) writing goals,
objectives,and individualprogram plans (IPPs).

v. SUMMARY

This paper reported the results of two surveys of residentialand day -
program staff. Statewide samples of 312 line staff and 113 administra-
tors responded to questionsregarding their educationalbackgroundsand
experience,agency personnel issues,and in-servicetrainingneeds.
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Line staff members were given 29 possible topics for in-servicetrain-
ing, and asked to indicatewhether trainingon each topic was needed
and desired. Staff members were then asked to rank the five most im-
portant topics. These respondents identifiedtrainingon behavior
problems as their top priority need in in-servicetraining. Prevent–
ing behavior problems and designing behavior managementprograms were
the two highest need topics, both in terms of the total frequencyof
positive responsesand the priority ranking of the five most critical
areas of need.
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