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The use of paraprofessionals has sccelerated rapidly during the last
decade. With this increase, can;iderable attention has been directed toward
the problems associated with the utilization of paraprofessionals; what to
call them, how much independence to give them, what they should do, and how
to sooth relations between them and the professional comsunity. Sigaificantly
lesg emphasis has been directed toward the issues of training.

The puxpose of this paper is twofcld. The first goal is to discuss
several untesoived issues currcently of concern in the utilization of para-
professfonals and how these issues have affected their (raining. In the
course of the discussicn four well known training programs will be briefly
examined. The second goal is to elaborate on the implementation of one of
these programs, focusing specifically on the objectives and processes of the
training.

Who Are Pareprofessionals and What Lo They Do

Some of the problems associated with the utilization of puraprofes-
sionals may result fron confusion about who they are and what they do.
Traditionally, t-.e term "paraprofessional" has been used to denote diffcences
fn status based on pay, education, past training experiences, or degree. These
differences may be mislcoding (Danish, 1971; 1973). For example, the
training program developed by Rioch and her associates (1965) to train matuxe
women s mental health counselors involved an intensive two-year training
program which would compare favorably with many graduate programs, especially
in terms of the applied experiemce involved. Also, Carkhuff (1971) reports
that his fndigenous paraprofessionals received 1,000 hours of training in
a six moath period, half of which was human relations training. Therefore,

some human service workers have a significant amount of applled training even
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1f they do not receive formal degrees. Obviously however, not &l1 pars-
professionals receive that much training. For example, several of the
chapters iu the book by Guerney (1969) report the use of paraprofessionals
who have had little or no formal craining. Thus, what constitutes the
difference between a professional and paraprofessional in texrms of training
is difficult to determine.

More confusing than determining what paraprofessionals are, is Jdetermining
vhat they do (see section on Settings; Cuermey, 1969). While one may be tempted
to answer "to help", the question 18 more difficult to answer than it appears.
Help may be vicwed as: strictly the development of a facllitating relation~
ship (Rogers, 1957), the application of behavior podif ication strategies
(Ullman & Krasner, 1965) or teaching clients procedures and strategies to
overcome their own difficulties (Guerney, Stollak & Cuerncy, 1971). 1In
addition to the ccifusion sbout what constitutes help, the role of parapro-
fessional ranges from that of a primary service agent such as Rioch's mental
health counselor - (Magoon, Golamn & Fresman, 1963), to service as an adjunct
to a “"professional” counselor (Hauer, 1973). Thus a definition of "nara-
professional” in terms of the specific serxvice performed or ékills required
i3 equally as d1fffcult to determine.

bespite the variabilicy in roles, training experiences and functions,
1t is cur contention that training programs must fir.t tcach a bésic set of
gkills, relationship building skills, which have applicability across the
broad range of paraprofessional roles. Three programs which have been
denigned to teach these basic set of skills arxe the programs of Carkhuff
(1969), Kagan (1972) and Ivey (1971).

Cackbaft (J969), bauing Lis work on the original gftorts of Rogers
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(1951) and expanding upon his work with Truex (Truax and Carkhuff, 1967),
identified a series of verbal qualities he decmed essential for astablishing
helping retacfonships. These qualities are derived from the "necassary
and sufficient conditions” of empathy, unconditioned positive regard, and
genuincness posited by Rogers (1957). Carkhuff's paraprofessional training
program descrided in Helping and Human Ralacions (1969), is builc ,:ounﬂ a
process of teaching the trainces to make these pecific levels of facilitacive
qualities. Ivey (1971) defined his verbal bel.is ors in terms of specific
response categorics and added the dimension of n:overbal attending dehavior
to the list of essential skills. In addicion, he proposed a specific
training model, microcounseling, as a mcans of implementing the skills.
This model utilirzes extensive videotape modeling and feedback to the
trainee. Kagan (1972) focused his efforts on a different approach to ths
training of helping relationship skills. Using a videotape feedback model
previously developed to assist clients’ understanding of themselves (Kagan,
Krauthwohl, Coldberg, Campbell, Schauble, Greenberg, Danish, Resnikoff,
Bowes, & Bondy, 1967) Kagan expanded and modified the Interpersonal Process
Recall procedure to train paraprofessionals. His model focuses less on
teaching discrete skills than on assisting the trainee to understand :ﬁe
{nteraction between a helper and helpee by recognizing the impact each has
vn the othet. |

A fourth program designed to teach basic skills is the Danish and
Hauer program (1973), Helping Skills: A Basic Trsiaing Progran. This pro-

gram can be viewed as & model for the design and implemsntation of teaching
basic helping skills and will be considered in some detail.




A Training Program for Pacaprofessionals
An examination of a training program entails evaluating two elements

of the progrum: the content of the program (what is tsught) and the manner
fn which the content is taught. ‘

Panish & Haver (1973) identify six specific gkills which they coutend
are among the essential relationship building skills. They ares

Stage I. Understanding Your Needs To Be A Helper

Stage I1L. Using Effaective Nonverbal Behaviuvr

Stage III. Using Effective Verbal Behavior

Stuge 1V. Using Effective Self Involving Behavior

Stage V. Understanding Others' Communication

Stage VI. Establishing Effective Helping Relationships
Ail six skills include three components involved in being & helper: (1}
an understanding of oneself; (2) some knowledge of helping skills; and (3)
experience in applying these skills. The first skill represents an attempt
to have the trainee examine the basis for hie decision to help and the naeds
being satisfied by helping. This is generally an area thac has been ignored
by users of paraprofessionals. Helpers are people first and training only in
response modes overlooks the effect the person, who is the helper, has on the
belping process. 7The second skill emphauizes the role that noaverbal behavior
plays in the helping process. Nomverbal behavior includes face and head
movements, hand and arm movements, body movements and orieatatfion, and verbal
quality. The third and fourth skills involve training in verbal response
podes. The response modes include not only_thn learning of what is genevally
called “empathy" but the learning of more leading responses such as question-

fng, advice giving and influenc'n~ responses. Finully, self involving

o
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(confrontation) responses are taught. The learning of these verbal response
models is viewed 8s a different process than that of "understanding’ the
feelings and communication of unother (Stage V). The authors posit that
difficult skills such as responding to the feelings of others, commonly
veferred to as empathy, need to be broken down into manageable lesrning
components. Thus, the trainece is taught the structure of the various re-
sponses in Stagas LIl and IV with their accuracy or appropriateness de-
emphasized. In Stage V he/she is taught to be sensitive to the behavior of
others. Finally in Stage VI he/she is taught the pruceas of integrating
the componencs to make structura’ly sound responses ir. an accurate and
appropriate manner.

The second means of examining the programs is to consider the processes
used to teach the content. One characteristic of the four training programs
fs that there is a distinctive process used to teach content, one which is
based uon @ theoretical rationale rather than the whim of a traiger. All
four gencrally employ the integrated didactic-experiential format proposed
by Truax and Carkhuff (1967). Kagan (1972) and Ivey (1971) rely axtensively
on the use of videotaping as a meens of feedback. Danish & Hauer (1973)
have labelled their program %kill learning and have tried to develop &
procedure conscnant with the leatning of skills, such as ball skills (Whiting,
1969), and gemeral inntructional principles (Gage, 1963; Cagne, 1970). These
principles include: (1) identifying explicit behavioral objectives; (2)
practice or applicacion of skills to be learmed; (3) salf learning by group
discussions; (4) rationale for learning (un@erstsndins of importance of
certain skills); (5) sequentiai presentation (learning concept A bdefore

concept B); (6) active trainee participation; (7) the use of modeling; and



(8) the use of immediate feedback concerning the appropriateness of trainee
responses.

These instructional principles secm ospecially appropriate for teaching
skills. Having knowledge ar . the skills {s not enocugh. Effective
Jearning {nvolves: acquiring a conceptual understanding of the componento

of the skill (knowledge); viewin3 others dzmonstrate the varicus aspects

of the skill (modeling); and an opportunity to use the skill (prsctice). It
is this combtnattoh of behaviorally defined constructs taught in s manner
adapted for skiil learning that cakes up the Program.

More specifically the process of skill training is:

(1) The skill is defined in behavioral temms

(2) The rationmale for the skill is discussed

(3) A skill attainment level is specified

(4) Models Wre used to demonatrate both effective and ineffective
exanrles of the skill.

(5) Opportunities for extensive supervised sraetice of the skill are
given.

(6) Homework is assigned to assist in the generalization proceas.

(7) An evaluation using behavioral checklists and peer and trainer
feedbuck is conducted to detemmine whether the attsinment level
has been achieved.

While program descriptions may seem reasonable on paper, tralners

.often experience difficulties implementing programs designed by others.
Thus, the delivery system for training programs becomes & necessary

cungfideration.



Delivery Systems for Training
Knowing the skills to be trainmed is not the same as teaching them

to others. Addicional skill is needed to present the training materials
in such a way that the trainees can accept the material's relevance and
learn tt efficiently and effoctively. It 1s our experience that well
thoughtout and designed training pxograms have failed not only because the
crainer has lacked the skills ro be taught and is thus an ineffective model,
but because he;::cka the skill to implement the program. when the progran
1s conducted and not successful, the trainer questions "whether the progranm
really works". Perhaps the faulc rests in the inability of the developer to
“erainer-proof” the progran.

The developers of the above ptogtan; have all initisted procedures
to “trainer-proof" their programs. For exanple, Danish & Hauer (1973) have
developed a Leader's Manual to accompany the Trainee's Workbook. The manual
contains sections on the logistics of training (who can profit by the training,
how many trainees can be trained, where and when training should occur,
the necessary equipment, and the schedule for the training), leadexship con~
siderations (the sssupptions under which the progxam is conducted and the
skills required for training) and some suggestions for introducing the program.
Also, the procedures to be followed and the possible difficulties encountered
in implementing the procedures are detailed. Kagan and Ivey have developed
wvritten materials to assist the trainer in conducting their programs snd
Carkhuff and his associstes offer comsultation and training sexrvices through

his consulting firn.3
The attempt to "trainer-proof" these prograns is essential. A program

that cun be implcmented effectively only when delivered by the developer
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i{s really indicative cnly of the developer's charisua and his/her personal
skill and not the value of the pregram. The need of community syetems to
have broad based serviées provided inexpensively and efficiently requires
an explicit statement of the . procedures a conmunity ‘based trainer tust
follow to successfully implement the program. By specifying the needed
qualifications and the trainer's exact role, the implementation of the
progsss should be significantly enhanced.

Toward A Consumer's Gutde for ireining

In this paper we have tried to explore the current status of the
training of parsprofessionals and especially the technology of this trainisg.
We have chosen four systematic training programs to examine. While there i»
consf{derable overlap among the programs, especially in their goals, their
training procedures are clearly different. Although they approach the
technology of training from different perspectives all seen to have
cercain characteristics which meliate for successful ocutcomes; namely, clear
training frals and proceduras and some foru of preparation for the trainer.
Civen these similerities and differeaces, how does a con:ﬁlcr choose the
program which best fits his/her needs?

As scientists-professionals one could decide to select the most
effective program based on research evidence. Each program has a body of
research being built to support its effectiveness. Unfortunately, no
attempt has been made to empirically compare the trainiqs prograns although
D'Augells (1973) has suggested a model that would ftcﬁlttate research
comparisons. Ther:fore, the consumer may have to exsmine other factoxs to
wake a decision about the “goodness of fit" between his/her needs and the
program's goals and proccsses. For cxample, are the program's and the

consumer's objectives compatible? Is the length, cost, and number of
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people to be trained in the program commensurate with the resources andldeaindn
of the consumer? Does the consumar have the necessary equipment to
implement the program? Does he/she have a trainer skilled enough to deliver
the progran? Finally, is the program sufficiently flexible 8o that the
consumer can vary the format to meet his/her needs without losing the
program’s impact?

The issue of which training program to choose is & complex probdblem
for a consumer. Answers do not come e¢asily. What dous stand out is that
{f parsprofessjonals are to function effeccively they vill need to be
trained and this training should be of s systematic and well planned naturs
regardless of whether it 18 one of the "packaged” programs presented in
the paper or a program designed and implemented by the consumer him/herself.

'
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