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MEMBERS PRESENT: Chairman Bennett 
Mr. Craddock 
Mr. Glover 
Mr. Glover 

MEMBERS ABSENT: Mr. Chaney 
Mrs. Cavnar 
Mr. Getto 

GUESTS PRESENT: Ken Sherigian, Nevada Mental Heal Institute 
Bill Beck, Division of MH and MR 
Dian Vermillion, Lakes Crossing 
Ellen Faryna, Lakes Crossing Center 
Pat Gothberg, Nevada Nurses' Assn. 
Paul Prengaman, Assemblyman, District 26 
Robert Morgan, Private Practice-Pshchologist and 

Division Mental Health and Retardatio1 
Myrl Nygren, Health Planning and Resources 
Jack Middleton, Mental Healthand Mental Retardation 
Louis L. Biermann, Mental Health and Mental Retardation 
Larry Bowen 
Kevin Christensen, Mental Health and Mental Retardation 
Fred Hillibry, Nevada Hospital Association 

Chairman Bennett convened the meeting at 5:15 and announced the 
three members present would act as a subcommittee until another 
member arrived. A fourth member arrived at approximately 5:20. 

SB 24 

Dr. Robert Morgan, Chief Human Service Education, Mental Health and 
Mental Retardation, .stated on SB 24 that he was speaking for himself 
as a private doctor, a certified psychologist. The Bill addresses a 
real need for accountability and evaluation of the system, however 
it was important that they be able to do an evaluation in such a 
manner as not to make it impossible to perform type of services in the 
manner in which they should be performed. In reference to Section 
3(b) of SB 24, Dr. Morgan recommended the "professionally qualified 
person", be defined further and state specifically "the state certified 
mental health professional whose credentials are acceptable to the 
department of human resources and further that all personal client 
identification information be removed prior to review." This is a 
crucial point because careers and lives can be ruined if this infor
mation about an individual or their family were to be.dislodged. There 
is no guarantee a doctor will always maintain confidentiality but 
they are a profession that is bound by code of ethics. Their profes
$ional career is jeopardized if information is not handled responsibly. 

Mr. Craddock took exception to the statement implying a legislative 
body would be less responsible than the medical profession. 

Dr Morgan added if disclosure of personal information became a policy 
of the State, it may discourage people from seeking help. 

Assemblyman Paul Prengaman, District 26, stated he had several problems 
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SB 24 continued 

with the bill and he had hoped someone would be present to explain 
and address specific areas. There is a problem with some definitions. 
What is a "professionally qualified person"; who makes the determination; 
page 2, line 7, what are "satisfactory assurances"; there is a prob-
lem with the provision giving the director of the department the right 
to reject persons to whom the records shall be released - can he be 
immune to political and other pressures and maintain discretion. 

Assemblyman Prengaman continuted questioning in regard to records 
themselves~ can they be taken from a division facility; can they be 
copied; what controls exist on these records. Section 2, page 1, 
deals with release of records through subpena - the state already has 
subpena power and could demand the records. He was also concerned as 
a parent. Children are involved with some of division facilities and 
decisions to seek help for troubled children is often based on fact that 
confidentiality is involved. Broadening access to records effects the 
confid .. entiali ty, perhaps. 

A representative of the mental health division stated this bill was not 
originated by the division. The Committee discussed the importance of 
learning the origin of the bill. They were informed by an unidentified 
witness that the bill came from the Committee chaired by Jim Kosinski 
between this Session and the preceding Session. This was confirmed 
by Assemblyman Prengaman. It was a subcommittee on Human Resources. 

Pat Gothberg, Nevada Nurses Association, stated their legislative 
committee had been gravely concerned about this bill, in regard to 
confidentiality of clinical records. They had proposed an amendment 
that would strike the identity of the client prior to release of the 
record for the purpose of evaluation of the division. Anonymous 
clinical records could and should be used for the evaluation. Currently 
when these records are released even to a physician, the written consent 
of the client is required. New language is added that does not make 
that provision. There is a difference between a clinical record and a 
report. The Nurses Association opposes SB 24 in its present form. 

Mr. Craddock asked what could be done with a record bearing name and 
identity of client that could not be done without the personal identi
fication. 

Ms. Gothberg stated it was her personal opinion no advantage was gained 
by the use of personal identifications. The objection to striking the 
name was that it was time consuming to go through bulky records and 
eliminate the names. 

SB 146 

Myrl Nygren, Health Planning and Resources, stated the main purpose of 
SB 146 was to make changes in Chapter 439A, to make it more workable 
for health planning purposes and which will bring it into compliance 
with the requirements of the Federal CON Program, which they adminis
tered. There were some problems with the bill from the Nevada Hospital 
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SB 146 continued 

Association, and ~ome amendments to the bill were made. Subsequent 
to the amendments, a copy of the bill was submitted to the Department 
of Health Education and Welfare which requires that certain aspects 
of the bill comply with the National Health Planning and Resources 
Act of 1974. Informat_ion received from this agency, HEW, indicated 
SB 146 would not comply with federal requirements and more amendments 
would need to be made. These amendments would effect the Nevada 
Hospital Association and therefore a postponement of further hearing 
of the bill was requested. 

Mr. Craddock asked for an explanation or rationalization of lines 6, 
7, 8, and 9, page 2. Who is reporting; how many of these people 
effected; how do they report - by majority vote; how do they determine 
what is to be reported. 

Ms. Nygren replied the information to be included in the reports must 
be mutually agreed upon by the Office of Health Planning, the Health 
Systems Agency, and representatives of the provider. The information 
requested would oe health data information and it would be agreed upon 
with the Nevada Hospital Association, the Nevada Association of Health 
Care Facility, and other agencies involved in health planning. The 
purpose for change was to allow collection of data that is presently 
required for health planning purposes but was not required in 1977; 
The revision asked to strike the year 1977 because it limited type of 
information that could be requested, and limited acquisition of certain 
data required in health planning activities. This particular amendment 
and change was discussed with Mr. Hiliby and the language in question 
was the language agreed upon, that would allow negotiation for type 
of information required and not impose burden upon hospitals. 

Fred Hillibry, Nevada Hospital Association said there were two health 
systems in the State, Twenty-three hospitals belonged to his Asso
ciation. The reason for the mutual agreement was that data needed 
could be discussed; manner of reporting, There are about five people 
involved representing various groups - there only two agencies, the 
Clark County Health Systems Agency and Greater Nevada Health Systems 
Agency. The Nevada Hospital Association, said Mr. Hillibry, supported 
the testimony of Ms. Nygren, They would prepare amendments to meet 
the demands of the Federal Government, 

AB 508 

Assemblyman Tod Bedrosian, District 24, i:aid this bill attemped to address 
one of top priorites recommended by the Rand Report and the interim 
report produced by Senator Kosinski subcommittee, when he was an 
Assemblyman. Both reports point out training for mental health tech
nicians throughtout the state is seriously lacking, or non-existant. 
Assemblyman Bedrosian read from Senator Kosinski•s report ( EXHIBIT #1) 

Assemblyman Bedrosian continued that during his 2 1/2 years as public 
information officer for the mental health institution it was his 
observation that mental health technicians probably spend more time 
with mental heal th clients than any other staff person. 1.20 
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AB 508 continued 

In most cases anyone could become a mental health technician. Often 
times those persons lacked in personal social skills and professional 
skills needed to relate to the clients. The Nevada Mental Health 
Institute probably attained a higher quality technician because 
many college students working for a degree in psychology chose to 
work in this field as a way of gaining practical experience. There 
is no real formal curriculum for certification of mental health tech
nicians. In other states where this is done it increases professional 
status of the technicians. They are a critical part of the treatment 
team. A high priority should be put on this type personnel. 

The Rand Report produced in 1976, recommended mental health technicians 
up-grade skills involved in treatment of mental health disorders. 
(E.XHIBIT # 2) 

The bill is written in vague terms because the problem cannot be 
addressed. in a bill. The bill does lend an emphasis and mandate to 
the administrator of mental health, and provides enabling legislation 
so man hours and resources can be devoted to setting up curriculum. 
It is desired the curriculum would involve coordination with University 
system also the coordinate training to promotions within personnel 
system. There is a possibility of rather than the state absorbing 
entire fiscal responsibility for training program, perhaps efforts 
between individual and the State. The individual would be motivated 
to undergo additional training pertaining to his field. When the 
fiscal note was drafted there was some misunderstanding in that the 
note relates to actual cost of training, whereas AB 508 does not 
mandate training or implementation of curriculum. It mandates that it 
be studied and a report of the study be made to the 61st Session. 
The fiscal note should be revised. 

Mr. Bedrosian suggested lines 19, and 20, page l,be deleted. It involved 
federal money. This fiscal note is $150,000.00. 

Mr. Glover questioned line 6, page 1, "the administrator shall adopt 
guidelines and prepare a budget for the program." Mr. Bedrosaian 
conceded the language could be misunderstood. The intent, speaking 
as the sponsor of the legislation, was to merely study the possibility 
now and report back. Unless there is solid direction to the division 
of mental hygiene this much needed training will not come about. 

Chairman Bennett suggested Mr. Bedrosian prepare an amendment to 
clarify the language. 

Mr. Craddock, referring to Section 3, asked what "other state agencies" 
would be involved. He was informed there were workshops within the 
institute - the family support project, a federally funded project; 
the highway patrol may have a program on self-defense and that is a 
pratical skill sometime needed by mental health technicians. 
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AB 508 - continued 

Dr. Morgan, speaking for the Division of Mental Health and Mental 
Retardation, said as of last year his job included coordinating 
training. There was no program prior to last year for training of 
MHT's, and he strongly supports this bill •. Dr. Morgan said that 
"Governor O'Callaghan, in response to the Rand Report, which rec
commended we hire only people with masters degrees to be mental health 
technicians, agreed with the division this would be financially pro
hibitive ..• instead, we should put money into training the direct 
care people a little better than we have in the past". Money was allot
ted for that purpose and also training of other people within the 
division. The first year twice as much money in the MHT's as any 
other job catagory, approximately $100 per person per year. It was 
not enough and was not organized well. A training counsel has now 
been formed that consists of a training coordinator from each agency 
and the person in charge of State personnel and training. This led 
to a better training program and proposals in the biennum budget for 
extended training including agreement with WNCC for a program for 20 
mental health technicians and a similar program in the South. They 
would be subsidized to go on their own time and at end of 2 year 
period have an associate of arts degree in mental health technician. 

This particular program would cost $12,000 in the north and the same 
in the south. If ·all the MHT' s are educated and certify all in the 
State it would cost $150,000 a year for two years. There is a more 
modest program in the biennium budget. Copies were furnished the 
Committee. (Exhibit# 3) 

Dr. Wilfred Beck, Psychologist with rural clinics, said his comments 
would draw upon his experience at the institute severaly years ago 
when involved with adolescent unit in which MHT's were vital part of 
treatment program. The MHT who feels confident in his position, 
and has experience and training, tends to be an employee who is able 
to give greatest effort and stays on the job. They spend more time 
with the client than professional staff; they can provide better 
services to clients if they have proper training. The·morale factor 
is vital. One who feels qualified and part of the professional team 
has higher morale. The type of training program proposed by AB 508 
will aid these two vital factors as well as the most important, satis
factory treatment and supervision. The cost is minimal considering 
the benefits. 

Dr. Lou Bierman, Director of Sierra Developmental Center, also spoke 
in favor of AB 508. He reiterated the vital role the MHT in the care 
of mentally retarded people. The mental health technicians need the 
type of training provided by this measure. 

Kevin Christsen, client ombudsman Mental Health Institute. He was 
formerly a mental health technician employed at Nevada Mental Health 
Institute for 6 years. He imphasized the importance of training for 
technicians. The majority of contact of the client is with the mental 
health technicians. Some technicians have only 8th grade education; 
some have degrees in sciences. It is not necessary to train every 
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AB 508 continued 

technician as some have more than necessary qualifications at pre
sent time. Many need better education. 

Larry Bowen also spoke in favor of AB 508. He has had experience 
working as a mental health technician and stated he would have 
found the task much harder and been ill prepared without further 
training. If the problem is not addressed the outcome is poorer 
service to clients. 

Jack Middleton, Associate Administrator of Division of Mental Health, 
and is responsible for the States mental retardation programs. He 
said more than 50% of mental health technicians within the division 
work in the retardation programs. The retarded individuals served 
are muliplely handicapped - children and adults, many are not potty 
trained; they have to be fed; technicians must be trained in CPR, 
feeding skills and behavoir modification techniques and self help skills. 
It is difficult to hire individuals off street without a training pro
gram and expect them to provide quality care required for mentally 
retarded persons. Formalized training is to our advantage. 

Chairman Bennett adjourned the meeting at 6:03 P.M. 

• Respectfully submitted: 

//!~ 
MARJORIE D. ROBERTSON, Secretary 
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EXHIBIT 
This facility appears to have a well developed training 
program and makes a genuine effort to provide a means 
of meeting educational needs. 

Nevada Mental Health Institute. 

This facility did not submit any hospital-wide training 
programs. The Director stated that no one is designated 
as a training officer and "training is very primitive". 
Nursing Service submitted evidence of training and the 
outline of a two-week Orientation Program. 

Mental Health Technician Training - The Missing Requirement 

Position Descriptions for the Mental Health Technician I I, 
I I I, and IV require a specific number of training hours as 
one of the minimal qualifications. These are: 

MHT I I - Completion of a 300 hour course curriculum 
. sponsored by the Division of Mental Hygiene and Mental 

Retardation. 

MHT Ill - Completion of a 600 hour course curriculum 
sponsored by the Division of Mental HygieAe and Mental 
Retardation. 

MHT IV - Completion of a 900 hour course curriculum 
· sponsored by the Division of Mental Hygiene and Mental 
Retardation. 

A mystery surrounds this required course curriculum in 
that content and evidence of completion were not obtainable. 
To the best of our knowledge, these training programs a·re 
not provided at all. The imp! ications of that finding go 

\0eyond training issues. 

V. Recommendations 

A. The Position Descriptions for Directors should be revised so 
that they focus on administrative experience in mental health 
since these persons are required to be administrators first 
and fore!T".os t. 

B. It is time for Nevada to become more sophisticated in its 
selection of top management officials and to start utilizing 
many of the innovative selection techniques being used in other 
areas of the country. When the time comes to replace key 
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RECOMMENDATION 28: Substantially upgrade the skills of "mental healili._ 
tee hnicia11L-in110lved in trea.i.meilJ_Qf.m,.£n,1a.l.J1ealtk.di§Qrd~DJ_by~ (J)_e lim i11a ting the_. 
existing personnel classification and creating three new classifications, one for those 
employees who primarily treat m,ental health disorders, one for those who primarily 
provide mental retardation services, and one for those who primarily perform non
treatment support functions such as clerical work, housekeeping, and patient escort; 
(2) upgrading the job requirements for the mental health treatment positions to the 
master's degree level; and (3) creating a training program at the University of Nevada 
at the master's degree level to provide people skilled in a broad range of mental health 
services to fill the mental health treatment positions. This recommendation is neces-

---c----c--=---ccc------ -- - .----, 

sary because many mental health technicians, in both residential and nonresiden- ! 
tial mental health programs, currently carry a heavy responsibility for direct treat- , 
ment of people with {Ilental health disorders, but many of them are seriously under- / 
qualified or unqualified to fulfill that responsibility. The job requirements include " 
only a high school education, plus experience and training for higher levels in the 
"mental health technician" job series. Unfortunately, the training of many techni
cians is clearly substandard. The officially required training levels are low to begin 
with. However, the Division of Mental Hygiene and Mental Retardation did not 
appear to have provided even those minimum amounts of training in most cases, and 
had certainly not adhered to the spirit of the training requirements. Each program 
is supposed to provide training for its own technicians. At the time of our interviews 
in 1974, we were told about the existence of some very brief training, but saw no 
high-quality, formal training program. For example, the Rural Clinics program 
(where mental health technicians directly treat mental health patients), provided 
no formal training program at the time of our interviews. A tendency we noted in 
some nonresidential mental health programs was for the program's administrators 
to tailor the services provided to fit the skill levels of their personnel, rather than 
tailoring their personnel to fit the greater service needs (either by revised hiring or 
revised training policies). Thus, some personnel who do not have the skills to help 
treat severely mentally ill people are assigned work for which they are more qua
lified (e.g., parent effectiveness training and premarital counseling), while people 
with more severe mental disorders go unserved. The new master's degree level of 
mental health personnel that we propose could be assigned the role of primary 
therapist (with appropriate professional supervision and support) and provide sub
stantial meaningful treatment at relatively low cost compared with using only 
psychiatrists or Ph.D.-level psychologists in that treatment role. Recently, some 
improvement has been made by the Rural Clinics program overfilling some of its_ 
technician positions with master's degree level professionals. The NMHI Dir~tor 
also told us he is "proceeding to replace mental health technicians with more highly 
skilled professionals." As of February 1976, the NMHI had converted 2½ such 
positions. However, as detailed in Chap. 8 of the main text, the graduates of the 
proposed university-based work-study program would be skilled in a broad range of 
disciplines and services needed by people with mental health disorders; they would 
have significantly broader training than people with master's-level preparation in 
disciplines such as social work or psychology. 

Along with upgrading the skills of mental health technicians, certain other 
changes are necessary. It must be recognized that technicians who serve mentally 
retarded people need different skills from those of technicians who serve people with 
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mental health disorders; and both kinds of technicians should be free of many of the 
lesser tasks that mental health technicians currently perform, such as escorting 
people from place to place, and doing housekeeping and other tasks. Those tasks 
should not be done by technicians at the proposed master's degree level, but should 
be assigned to people with lower skill levels. We believe it is time for a frontal assault 
on the issue of quality of personnel; in Chap. 8 of the main text we propose a 
university-based work-study program to address this issue. 

Finally, the above recommendation will not mean the elimination of all para
professionals from mental health service positions, which is neither desirable nor 
feasible. 

Residential Mental Health Services 

Residential programs required to meet the diverse needs of mentally hand
icapped persons range from full inpatient care programs to semi-independent resi
dential living programs that offer minimal supervision and assistance. We focus 
here on residential service programs intended to provide more than the supervised 
residential living discussed later. For people with mental health problems, these 
residential service programs discussed here include: the Nevada Mental Health 
Institute's mental health programs, the Las Vegas Mental Health Center's residen
tial treatment program; the new Children's Behavioral Services residential treat
ment program; local medical facilities with psychiatric units; the Nevada State 
Prison; the new Mentally Disordered Offender Facility; the Veterans Administra
tion Hospital; and out-of-state residential treatment programs where Nevadans are 
sent when appropriate in-state services are not available for them. For a more 
detailed discussion and analysis of these programs than appears in this summary, 
see Chap. 10 of the main text. 

For Nevadans with mental health disorders, approximately $6 million was spent 
for residential treatment in FY 1974. The total full-time-equivalent staff numbered 
about 330. The daily average number of people in these residential programs was 
just under 300, and the total number of different service epis_odes (i.e., patient-stays 
at a facility) in FY 1974 was approximately 3300. The actual number of different 
people served is less than 3300, since some unknown number of people had more 
than one patient-stay at a facility or were served at more than one facility in FY 
1974. In terms of daily average bed-capacity filled, the NMHI was the largest (160), 
followed by local and private general medical facilities with psychiatric units (64), 
and the Las Vegas Mental Health Center (30). In FY 1974 the Nevada state service 
system (i.e., all except local and private medical facilities with psychiatric units) 
accounted for about 78 percent of the utilized bed-capacity, 47 percent of the annual 
service episodes, 70 percent of the staff, and 52 percent of the expenditures. Thus, 
the state system is significantly less expensive per bed-year. but incurs about the 
same cost per service-episode since the service-episodes are longer than they are for 
local and private facilities. Such direct comparisons are difficult to interpret, how
ever, because tfre types and severity of the mental disorders seen in the two sectors 
were quite different in FY 197 4. 

Since FY 1974, the residentiai mental health service system has been undergo
ing major changes: the geriatrics program at NMHI has been greatly reduced and 
the staff transferred to the NMHI neuropsychiatric program, which has decreased 
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or unqualified to fulfill that responsibility. The job requirements (see Chap. 10) 
include only a high school education, plus experience and training for higher levels 
in the "mental health technician" job series. Unfortunately, that training often is 
clearly substandard; the officially required training levels are low to begin with, and 
in most cases the Division of Mental Hygiene and Mental Retardation did not appear 
to have provided even those minimum amounts of training, and certainly had not 
adhered to the spirit of the training requirements. Each program is supposed to 
provide that training for its own technicians. At the time of our interviews in 197 4, 
we were told of some very brief training, but saw no high-quality formal training 
program in existence. In certain cases, such as the Rural Clinics program (where 
mental health technicians directly treat mental health patients), there was no 
formal training program at the time of our interviews. A tendency we noted in some 
nonresidential mental health programs was for the program's administrators to 
tailor the services provided to fit the skill levels of their personnel, rather than 
tailoring ~heir personnel to fit the greater service needs (either by revised hiring or 
revised training policies). Thus, some personnel who do not have the skills to help 
treat severely mentally ill people are assigned work for which they are more qua
lified (e.g., parent effectiveness training and premarital counseling) while people 
with more severe mental disorders go unserved. Recently, some improvement has 
been made by the Rural Glinics program overfilling some of its technician positions 
with master's degree level professionals. The NMHI director also told us he is 
"proceeding to replace mental health technicians with more highly skilled profes
sionals." As of February 1976, the NMHI had converted 2½ such positions. How
ever, as detailed below, the graduates of the proposed university-based work-study 
program would be skilled in a broad range of disciplines and services needed by 
people with mental health disorders; they would have significantly broader training 
than people with master's level preparation in disciplines such as social work or 
psychology. . 

Along with upgrading the skills of mental health technicians, certain other 
changes are necessary. It must be recognized that technicians serving mentally 

" retarded people need different skills from those who serve people with mental health 
disorders; and much of the technicians' work currently includes escorting people 
from place to place, housekeeping, and doing other tasks that should not be done by 
the proposed master's degree level mental health technicians, but should be as
signed to people with lower skill levels. The above recommendation clearly will not 
mean the elimination of all paraprofessionals from mental health service positions, 
which is neither desirable nor feasible. 

The Division of Mental Hygiene and Mental Retardation understandably has 
been under great pressure, due to the limited number of personnel, to use all 
available staff to provide services, and it is true that time taken out for training 
means that both trainers and trainees are not serving patients. However, we believe 
it is time for a frontal assault on the quality-of-personnel issue. At the very least, 
it is time to acknowledge through action that psychological services in the public 
sector are too important to be left to the relatively untrained. The broadest purposes 
of the proposed University of Nevada master's degree level program are to upgrade 
the level and quantity of mental health personnel in Nevada and to do so on a 
continuing basis into the future. 

There is a need to train those already active in the service system and to provide 
a steady source of new talent. In addressing both needs a logical focus is the univer-
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sity; In the case of the University of Nevada, coupling the existing psychology 
program with the nascent medical school program could provide a basis for an 
improved mental health training program having positive payoffs. At a minimum, 
the infusion of added professional mental health talent into the university would be 
a welcome addition. Also, an established training program that offers a university 
degree should attract desirable trainees who otherwise might not have considered 
the field. . 

'As we see it, the training program should embody the following features: 

• A well-respected teacher-clinician to take responsibility for the overall 
effort. · 

• Visiting professionals to provide the best possible instruction and supervi-
sion for periods of one month to a full year. 

• A work-study schedule devised to make best use of weekends. 
• To start, about 12 students entering per year into the 2-year program. 
• A program of classroom study and patient contact under supervision that 

rewards the student-trainee with a professional degree from the University 
of Nevada, perhaps to be called "Master of Medical Health Services." 

• In the interim, until sufficient graduates are produced to staff the service 
system, provision of more limited training and closer supervision to those 
already actively working in the service system . 

A distinguished professorship could be established at one of the branches of the 
University of Nevada, perhaps with the title of "Professor of Mental Health Ser
vices." It should be well enough funded to attract a truly well-respected person to 
take the position. It should be awarded for a fixed period of time, not less than about 
five years, to ensure development and continuity of the program. The professor 
would be expected to take charge of the mental health services training program and 
to have the right of access to all other public sector mental health service programs. 
We are urging a strategy of concentrating resources on one top-notch mental health 
professional to lead the program, giving him or her an independent base of oper
ations in the university, and mandating training of the current and upcoming 
generations of mental health servers to levels of excellence well above those now 
prevailing for mental health technicians. Having a distinguished personage in 
charge of the program would help to attract other talented people. 

San Francisco and Los Angeles have an abundance of highly skilled mental 
health professionals who could serve as faculty. 86 It should be relatively easy to get 
two professionals to fly to Nevada on Friday evening and spend all day Saturday 
providing instruction and trainee supervision; a possible arrangement might be two 
hour-and-a-half courses and five hours of direct supervision. 

The formal program could be divided into four-month trimesters for a year
round schedule. Each trimester would contain two separate courses; i.e., two differ
ent instructors would work simultaneously to teach half the class the first period and 
the other half the following period, to keep class sizes down and individual contact 
up. 

ae San Francisco has an outstanding Department of Psychiatry at the University of California Medical 
&hool, and very strong programs in psychology and special education at U .C. Berkeley and San Francisco 
State, respectively; Los Angeles has several excellent psychological training programs, most notably at 
UCLA, and Departments of Psychiatry at both UCLA and USC. 

EXHIBIT B j 

2 

129 

" i 
' ' 



I 

EXHIBIT 2 

239 

The students would be on a four-day workweek in service and spend Saturdays 
with the visiting teaching staff. They also would receive periodic reviews from and 
contact with the senior professor in charge of the program. They would be officially 
attached to the university as students and would receive a wage-stipend through the 
university of from $6000 to $7000 per annum. The students' work experiences would 
be based on patient contact in public mental health service programs. Additional 
time would be spent working in other elements of the mental health system, e.g., 
special education, vocational rehabilitation, and so forth. 

At the end of the two-year program, the graduates would be awarded the profes
sional master's degree and provided job opportunities in the Nevada system-per
haps at about $12,000 to $14,000 a year to start. Considering what is currently 
needed, and all the additional slots that would be created as the programs and 
population grow, the demand for such talent should be excellent and continuing. As 
outlined abov~, the new "Master of Mental Health Services" personnel could be 
assigned the role of being a client's single primary therapist during both the inpa
tient and nonresidential phases of treatment. With appropriate professional.super
vision and assistance, this new type of personnel could provide substantial meaning
ful treatment, with desirable continuity, and at relatively low cost compared with 
using only psychiatrists or Ph.D.-level psychologists in that role. 

The costs for the program would be modest, but the returns would be significant 
in improved quality of service personnel and in work performed by the students. The 
faculty costs would be on the order of $75,000 a year (a distinguished professor at 
$40,000 to $45,000, two part-time visiting teaching staff members at $10,000 each, 
plus travel and per diem for the visiting staff of perhaps $12,000 combined). The 
student wage.:stipends would total $144,000 per year (24 times $6000), but they 
would be earning the wage by working in public mental health service programs. 

One major desirable objective of this program is to teach mental health profes
sionals how to create and maintain contact with patients-a nontrivial matter in a 
situation where there is a usual tendency to avoid making human contact. Another 
difficulty not to be underestimated is that of maintaining a balance between depen
dency and patient self-reliance, a balance that obviously shifts in the course of ~ 

treatment. 
Devising every detail of a training program would require more careful thought 

than is possible here, of course. In any event it should be left to the .discretion of the 
senior professor selected to be responsible for the overall program. Suffice it to say 
that training first-line practitioners to operate at a level of competence between that 
of a paraprofessional and a doctoral-level or physician-level professional means that 
a nontraditional curriculum is going to be needed. 

Primary psychological care is person-oriented, generalized, and multidiscipli
nary-nearly by definition. Thus, there is a need to place such a .program within a 
general-purpose university where the base of educational offerings is large and 
includes the social, behavioral, biological, and management sciences. The person
oriented aspect of the training is accounted for in the on-the-job component of work; 
indeed, making a productive tradeoffbetween work and classroom training will be 
one of the more challenging tasks. 

Specific courses leading. to professional responsibility as a crisis therapist, inpa
tient therapist, and outpatient therapist would be needed and would constitute a 
core of required knowledge. The basic outline of a two-year training program might 
look something like the following: 
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I. PSYCHOLOGICAL THEORY AND TREATMENT 
Theoretical Concepts in Mental Health 
Developmental Concepts in Mental Health 
Concepts of Mental Dysfunction 
Seminar in Psychopathology 
Psychological Testing and Measurement 
Psychological Treatment Methods 

II. MEDICAL AND BIOLOGICAL 
Principles of Biochemistry 
Introductory Anatomy and Physiology 
Psychopharmacology 
Basic Pathology: General Survey 

ID. SOCIAL, CULTURAL, ADMINISTRATIVE 
Psychosocial Problems in Culture 
Mental Health System: A Guide and Overview 
Sociocultural Factors in Prevention, Diagnosis, and Treatment 

This program of study is predicated on a supervised and extensive on-the-job 
work-training experience, and should enable a successful graduate to work as a 
productive professional. The need to create a "career ladder" for graduates of the 
program is important, however, both as a means of clarifying advancement poten
tials and offering professional identification and recognition. It is conceivable that 
some graduates would, after a period of service, elect to return to school for more 
intensive training in one of the mental health specialties, and this program would 
have prepared them in a rigorous and practical way to do just that. 

Another outcome is to teach those actually working in the mental health system 
to be aware as fully as possible of the number and availability of resources, i.e., to 
know the system in as comprehensive a fashion as possible. This would be a natural 
by-product of the rotational features designed in originally. It is another way of 
trying to cope with the scarcity of resources and the currently scattered, even 
isolated, elements of the system. Professionals need to know about all sections of the 
service system to improve its overall operation. 

We strongly urge responsible officials to take positive steps to coordinate the 
mental health operations of the various elements of the mental health service 
system. The need to monitor and coordinate the flow of patients through the mental 
health service system is clear when one considers the current lack of referrals, and 
the lack of follow-up that pervades the service system. We reiterate our recommen
dation for the creation of Regional Direction Centers to provide needed coordination 
(see Chap. 4). 

Finally, because program management information is deficient, we recommend 
that a comprehensive information system be established for monitoring mental 
health program operations, as well as the effectiveness of services. Details of informa
tion deficiencies were presented earlier in this chapter, and are also discussed in 
Chaps. 4 and 10. 

EXHIBIT 8 J 
131 

I --



I 

• 

, 

--j/f../J.,"v'J K/'"'v 

/ 

*STATE OF NEVAJJA 
DIVISION OF MENTAL HYGIENE & MENTAL RETARDATION 
4600 Kietzke Lane, Suite 108, Reno, Nevada 89502 

1'1arch 3, 1979 

BIENNIUM TRAINING BUDGET 

1 9 7 9 - 8 1 

Prepared for: Dr. Bing Oberle, Acting Administrator 

EXHIBIT 3 

R E Q U E S T S 

-l'repared by: Dr. Robert Morgan, Chief, Human Services Education 

..l'.his document includes: 

- ~raining budget requests by year and by agency •••••• p. l 
- Training rationale ..•.•....•.•.••.•••••••.•••.•••.•• p. 2 
- Training policy....... . • • • • • • • • • • • • • • • • • • • • • • • • • • • • • p. 3 
- Letter from Western Nevada Community College re 

, MHT Training Program in North p. 4 
- Appendix A. Inservice Training Officers Advisory Council p. 6 
- Appendix B. Comment on agency-specific plans for training p. 7 
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TRAINING BUDGET R£0UEST FOR BIENNIUM 
-1. 

Division of Mental Hygiene & Mental Retardation: lOOo+ employees. 

Agency 

Division Central Office: 
(DCO) 

1979-80 

. $12,000 
$10,000 
$ 5,000 
$1,800 
$1,000 

Planned for specific agency needs: 

MR: 
Community Training Centers $ 810 

Genetics $ 4,000 

Desert Developmental Center$ 6,300 

Sierra Developmental Center$ 6,000 

MH: 
Children•s Behav. Services 

Clark County 

Washoe County 

$ 2,000 
$ 5,964 
$ 2,000 
$5,964 

Henderson Mental Health Ctr $13,486 

Lake's-Crossing Center MDO $ 3,000 

Las Vegas Mental Health Ctr $10,000 

1980-81 Comment 

$12,000 
$10,000 
$ 5,000 
$1,800 
$1,000 

$ 875 

$ 4,240 

$ 6,300 

$ 6,000 

------------
WNCC Program for ~Ts (letter follo~ 
Clark Cty CC for~ program 
Statewide workshops & CDO pers. trng 
Training equipment (eg. books·, films 
Training supplies (eg. reprints,form 

See Appendix B for explanattion 
for the agency-specific budgets 

$ 2,000 (Regular staff) 
$ 5,964 (Teaching parents) 
$ 2;000 (Regular Staff) 
$ 6,288 (Teaching Parents) 

$13,669 

$ 3,000 

$10,000 

Nevada Mental Health Inst. $10,000 $10,000 

Reno Mental Health Center $ 5,500 $ 4,000 

Rural Clinics $18,000* $17,000* 

TOT.ALS •• •••••••••••••••• $122,824** $121,136** 
Spent in last fiscal year: 

$86,554*** 

*Rural Clinics Training funds in 1979-80 includes $10,000 from the state 
and in 1980-81 includes $8500 state monies; rest is federal. 

**Total division payroll salaries are $17,389,280 (1979-80) and $18,173.241 (1980-81: 
Total training costs come to 0.7% in 1979-80 and to 0.6% in 1980-81. The so-calle( 
''Color:ido Rule" is co set aside a full 17. of p.:iyroll salaries for inservice 
training. We therefore f.:111 -well under that guideline by more th::m $50,000 
each fisc~l ycar;~.c. our costs are low by western st~ndards. 

***Increase due to lnfl.:ition, increased number of st.:iff, and $22,000 set aside 
specifically for ~UlT training at the community college level. 
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RATIONALE 
E X H I 8 I T 3 _ _; 

Inservice staff training is both service-effective and cost-effective: 
it is designed to keep our skills current and not obsolete. The state 
:Plan for our division has included among its nine basic goals the following 
:atatement for quite a few years now: 

"HAVE A STIMULATING WORK ENVIRONMENT THAT PROVIDES FOR 
STAFF TRAINING, DEVELOPMENT, MORALE, AND SKILL." 

The 1976 Rand Study, the Mental Health Task Force Report to the Legislative 
Subcommittee on Mental Health and Mental Retardation in 1978, and individual 
in-house agency service audits all shared this recommendation: the inservice 
training program needed more expansion and coordination. 

In 1977-78, for the first time, the budget category of "training" was 
funded by the legislature. Some funds went to the Division Central Office 
for use there and for distribution to some of the agencies (CBS, HMHC, LVMHC, 
NMHI, RI1HC) while other funds were allocated direct to agencies (LCCMDO, RC, 
•MR Admin, CTCs, DDC, SDC). The Chief, Human Services Education (then Dr. 
·Sharigian) and the Senior Management Analyst (Harry Clemons) collected quarterly 
reports on agency training expenditures. These data began the refinement of 
training needs toward a long range plan for subsequent biennium budgets • 

.In April, 1978, towards the end of the first training-funded fiscal year, 
the new Chief, Human Services Education, Dr. Morgan, took on responsibility 
for coordinating state-wide training activities for the division. The follow
ing month, an Inservice Training Officers Advisory Council was organized for 
better coordination. Chaired by the Chief, Ruman Services Education, it in
cluded a Training Coordinator from every division agency and the Training 
t>irector•of the Nevada State Personnel Division (Glen Rock) (see Appendix A.) 
This Council advised on policy, shared new training methods & resources, and 
·devised solutions to common problems : 

For the second fiscal year, the Council set priorities for the allocation of 
funds to agencies receiving monies through the division central office. Council 
members within the division have developed the biennium budget requests and 
planning for training over the next two years. A five year plan is next on 
the agenda. 

The Director of the Department of Human Resources, Dr. Ralph DiSibio, has 
proposed all future training monies be coordinated, approved, and monitored 
through the division central office by the Chief, Human Services Education. 

-:He would work in close communication with the Training Council in this regard. 
Training would still be reallocated to individual agencies as demonstrably 
needed for agency-specific purposes while activities affecting two or more 
agencies would be coordinated centrally. 

In summary, inservice training must be regarded as even more important than 
a booster for employee morale or personal development (state plan). Although 
these goals arc important in themselves, certainly worth pursuing, the overall 
goal of service skill effectiveness is our central aim. Without comprehensive 
~onternporary training, personnel skills can become obsolete, unnecessarily 
expensive, and counterproductive. The citizens of Nevada would be the ultimate 
vic:tims should meaningful training ever be abandoned. 
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TRAINING POLICY W!TllIN TUE DIVISION OF MH & MR 

EXHIBIT 3 
Ia accordance vi.th the state plan's goal of: 

"HAVE A STIMULATING WORK ENVIRONMENT THAT PROVIDES 'FOR 
STAFF TRAINING, DEVELOPMENT, MORALE, AND SKILL" 

the division attempts to upgrade staff skills and knowledge in 
such a way as to improve morale, decrease employee turnover, 
enhance job perform~nce as consistent with written work performance 
standards, and thereby improve service effectiveness. 

Organization 

Each agency shall have a staff member responsible for inservice training. 
These Training Coordinators, while administratively responsible to the 
top agency administrator, also serve as members of the division Inservice 
Training Officers Advisory Council chaired by the Chief, Human Services 
Education, of the division central office. 

Training Responsibility 

Each division employee must plan an inservice training program of at least 
.40 hours in advance of each fiscal year. Training plans are collected and 
approved by the Training Coordinator after signed approval by each employees 
:Immediate supervisor. Training plans must be consistent with work performance 
responsibilities and standards. In addition, every effort should be made 
to accomplish the training by using existing resources within agency or 
division, using training funds wherever necessary only • 

Training Coordinators also initiate and execute training budget expenditures, 
with the approval of their supervisor, in the areas of training supplies 
and workshops. Eve=y reasonable effort should be made to bring newly effective 
techniques and important service information into the division, taking budget 
realities into account. All training must be evaluated (eg. consumer feedback). 

Training Coordinators are also responsible for active participation in 
Training Council coordination, reporting, and policy making activities. 
In cooperation with their agency administrator and fiscal person, regular 

I 
training expenditure reports are made to the division central office as 
requested vith a thorough final report at the end of each fiscal year. 

Training Aonroval 

Individual requests for training are made on the appropriate form according 
to state procedure and state/division policy. They are initiated by the staff 
member or training coordinator to fall within the individual's supervisor
.approved training plan. Approval and signature (indicating careful review 
as to both suitibility of requested training & available funds) must come 
from the requestin~ staffer, the immediate supervisor, the training coordinator, 
and the agency administrator. On completion of the training, a copy of the 

.request· is to be sent to the training files of the Chief, Human Services 
Education, at the division central office. Another copy must be kept in the 
employee's personnel folder along with the individual training plan. 

This policy will be reviewed and updated at least once annually by the 
Training Council, the agency Directors, and the Division Administrator 
in consultation with the Chief, Human Services Education. 
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COM.NflJNITY COLLEGE 
NORTH CAMPUS 

EXHIBIT 3 

P.O. BOX 3479 
RENO, NEV ADA 8950S • (702) 673-4666 • 

7000 El RANCHO DRIVE 
SPARKS, NEVADA 89431 

January 29, 1979 

Dr. Robert F. Morgan 
Chief, Human Services Education 
Nevada Division of MH/MR 
4600 Kietzke Lane, Suite 108 
Reno, NV 89502 

Dear Dr. Morgan: 

As a follow-up to our conference in your office on January g·, 1979, the 
following proposal for a pilot training program in Mental Health Technol
ogy is provided for your revjew and action • .. 
Western Nevada Community College, Reno/Sparks Campus, Allied Health Depart
ment of the Occupational Education Division will develop and offer three 
cour-.ses each semester ( Fa 11 , Sprfng, Summer) in the Mental r{ea 1th Tech.ni ci an 
and related areas to begin the Fall Semester, 1979. It is agreed that your 
office and staff will be involved in the selection of instructional staff 
and the design of the curriculum. The College is flexible as ta the loca
tion of the course offerings. They could be held at the College site, at 
various high schools at night or at the Nevada Mental Health Institute. A 
Certificate of Completion or an Associate of General Studies degree is 
available nm·1 for this pilot program. There is some possibility, since 
this program was adopted by the Board of Regents on January 7, 1971 in the 
State Plan for Community Colleges, that we may be ab1e to offer a Certifi
cate of Achievement and an.Associate in Applied Science degree~ However, 
this program has never been offered before, so I will have to check further 
to be certain. 

You indicated there are approximately 100 employees in the Mental Health 
Technician Area in Washoe County who will benefit from this program. It 
was also agreed that other interested citizens could enroll in these 
courses concurrently with State e~ployees. The Community College Allied 
Health Administrative staff would direct and coordinate the program. 

, ... 
IS'~sttrn Ntn1da Community Collt•qe Is an Equal Opportunity Employer and does not dlscrlml11ate 011 the bc.fls of 
1rx, ract, color, ull,;io11, haudic11ps, or nat/0110/ orllJln In tht cducatlwwl proiJrums or uctlv/tl,:s which It opt•rutes. 

. •. I , • 

-EXHIBIT C j 136 ·~ 



l . 

I 

I 
# • 

• 

, 

_ .. - .. ----· ..... • ""'• ::,u•t rage •l• 
.. January 29. 1979 EXHIBIT 3 

• 

The suggested costs of this proposed program are outlined as follows: 

1. Instruction Cost= 
(3 Classes x 3 Credits each x $200 per credit 
x 3 Semesters= 3 x 3 x $200 x 3 = $5400) 

. ..2. Student Tuition (Stipend)= 
(20 Students x Sl3.00 per credit 
x 9 Credits= $2340) 

3. Admission Cost (one-time fee)= 
(20 Students x $5.00 admission fee= $100) 

4. Books for Students 
(20 Students x $12.00 per class for 
texts x 5 classes= $1200 

(Some texts used for two classes) 

5. Clerical Support (Salary)= 
(480 hours clerical x $3.85 per hour= $1848) 

6. Operational supplies, printing, duplicating, 
travel and administrative support= 
(20 Students x $55.60 per.student= $1112) 

s s.400.00 

2,340.00 

100.00 

1,200.00 

1,848.00 

1,112.00 
Total $12,000.00 

_If there is a need for further discussion or explanation of any of the above, 
please let me know. · 

Sincerely, 

A L//. ✓ . 
: _-- -"1~ Xk&~/ ~✓-~ 
... Geneifi 11ygus, Dean,1;/ 

Occupational Educa"tion 

GH:jr 
cc: Jim Eardley, Executive Vice President 

Bernice Martin, Division Chairperson 
· ·Allied Health 

r • •· 
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APPENDIX A EXHIBIT 3 

JANUARY 1979 

INSERVICE T?.An1n;c OFFICERS ADVISORY COUNCI!. (13) 

Division Central Office - Robert F. Morgan, Ph.D. (Chair) 

}JR Services c~ntrnl Administration - Je~sc La Monda, _Ea.D 

Children's Behavioral Se~ices, Clark - Don Johnson, M.A. 

Chi.ldren's Behavioral Services, Washoe - Art Willins, Ph.D. 

Desert Developmental Center - Lowell M~stcrs, Ed. D. 

Henderson Mental Health Center - Jack Holbrook, M.S.W. 

Las Vegas Mental Health Center - John Hinkle, Ph.D. 

Lake's Crossins Center MDO - M. Frant Evarts, Ph.D. 

Nevada Men;al Health Institute - Patty Noyes, M.S.N. 

' 
Reno Mental Health Center - Thomas 0. Towle, Ph.D.· 

·Rural Clinics - Jim Draper, Ph.D. 

Sierra Developmental Center - Larry Bowen 

Nevada State Personnel Division - Glen Rock, Training Director 
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Desert Developmental Center 

' _ _, 

8 

Tr~ini~~ - ~~~1n1ni prc~~~c~ provid~ Lh~ fou~~~tinn for ~ccr~dit
~blc c!l~nt ~rner~=~ing ~cd care ~cL1V1L1@~- ~h~ c~jurity of 
dlt~~r c~r~ ~t~!i ~t th@ DDC btin~ ro the jn~ their ~othu&t~~n7 
T~g~rd iut :~~Cally r~t~rd~d p~r~~n~. ~nd Lh~1, Yi]lingn~:s to 
lc~r~. Hov~v~r, their level or prevluu9 tr~1ning ~nd ~cq~1s1tion 
of s~eciric ~kill:; perfir.en::. c.u '-'Ork1n~ vith 1.hc c~ucally ret~rd~•i 
is litit~d- Therefore, an acciv~ and relcv~nt 9taff tr~ining pro
~Ta~ is e~~nntial to a~ency operscion~- Pr~vious and anticip~~ed 
tT6ining prugr3c9 1n~lude on-s1ce.h~h~viu~ cod1f1c~tion ~pccl~llecs 
vha work. ci:reccl; .;ith ~t:iff te.t~hi·n 0 thti:ID bi!'h.ivior '::llodill1;.etion 
tcchniqueg eu<l th~n guiding ~pplic~tlou of tho5c tcchniqu~s ~1th 
cli~nts: specialty proira=~ to te~ch self~dc!cn~~. hygiene ~nd 
safety pTn~~rlure:. p~oc~dures for uorking ~ith tleaf/blin& ~cverc1y 
And profou~dly ret~rdcd pcr~ons~ ~nd wOt~shn?~ ~nd confereace 
p~oira~s cov~ring ~ verl~LY of Lcp1~s rcl~ting co ~rov1d1ng ~er
V1C~9 to the =~ut~lly retard~d. Yerirly cralaint needs: AAMD cofr
fer~n~c - 2 staff; Gentle .:;:elf-d~fcn!Se tr1=1ining for MIIT'~ .in L.A .. 
4 ~ta££; Consoltant p=ychologi~t to d1re~t behavior cod1f1catign 
traiu1nS ~o Ment~l lleaiLh Technici~ns. 

Sierra Developmental Center 

~ierra Developmental Center has initiated a specific developmental 
training program for direct care staff in the use of reinforcement 
techniques. This assists clients in the acquisition of desired 
·skills. This program was initiated in 1978. The same_instruction 
and material will be provided on a semi-annual basis. This training 
takes approximately six weeks involving 12 hours classroom practicu.~ 
instruction. All new employees will participate and instruction will 
be provided by contracted personnel. 

Training will be monoritored and evaluated as to approp.riateness 
and bentfit to residents. 

In addition to the above in-service training program, direct care 
staff will have opportunities to attend seminars and other training 
available at the University of Nevada, State Personnel Division, 
other mental retardation programs. This will increase their ability 
to write, implement, and monitor programs for all clients. 

New staff will receive instruction in the Problem Oriented Record 
keeping system. Present s_taff will continue to receive updated 
instructions with new forms being introduced. 

Direct care staff will be given instruction in oral hygiene and 
care of clients teeth by an oral hygieneist under contract. 

Nursing service will be required to participate in continuing 
education programs to keep current with the latest nursing methods. 

.. E X H I B I T C _ _JJ 
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~n1iaren·s Hennv1orai services- Clark County EXHIBIT 3 
I --

1· h The fiel~ ?f men~al health in terms of new treatment techniques, client's 
r 9 t~ an~ adm1n1strat1on has been undergoing great changes. Funds 
to ma1nta1n the agency's kno\'lledge of current developments are requested 

Attending 
8 

3 
3 
2 

2 
Attending 

1 

8 

3 

3 
2 
3 
4. 

Conferences FY 80 
Southern California Conference on Behavior Modification, 

Los Angeles 
Association for the.Advancement of Behavior Therapy 
American Psychological Association 
Consultation and Eva1uation Training Workshop in the 

Teaching Family Model, Omaha, Nebraska 
_Reachina Autistic Children Workshop 
Conferences FY 81 
kter,-ican Academy of Pediatrics, Continuing Medi ca 1 

Education 
Southern California Conference on Behavior Modification, 

Los Angeles 
Teaching Family Model Consultation and Evaluation Training 

Workshop 
Association for the Advancement of Behavior Therapy 
Association of Mental Health Administrator's Conference 
American Psychologi~al Association Conference 
Council for Exceptional Children Conference 

Training equipment is requested as well to establish a library of multi
media presentations on comnonly required topics for use by Mental Health Tech
nicians and Public Service Interns and other high turnover staff . 

The cost of s~nding a professional team to these "conferences and using 
them to train MHT and PSI staff upon return is much less than sending these 
staff to the conferences themselves. The material is tailored to the agency 
training needs as well as presented at the slower rate for improved compre
hension in the less skilled personnel. 

•Training Teaching-Parents" 

The Competency Enhancement for Teaching Parents program would be operated 
under contract by the Department of Special Eduation at UNLV. The recipients 
of the training wou1d be the Professional Teaching Parent couples, their assistants 
(MHT and PSI) and program supervisors. The training \'Jould be accomplished by the 
joint efforts of a doctoral-level person at the UNLV Special Educcition department 
collaborating with program supervisors at the five mental health agencies in 
the state using Residential Treatment Homes. Approximately 73 staff members 
of the five agencies are expected to benefit from the training program. The 
State of Nevada benefits by the continuation of the highest level of program 
effectiveness (since Competency Enhancement has been demonstrated effective in 
maintaining skills) as well as greater longevity for staff in the Teaching 
Parent positions. The average time for a couple to remain in a Teaching Parent 

-position is a year and a ha1f. Every time a coupleleaves there are transition 
problems for the clients invo1ved and their families. Also, the agency has to 
recruit out-of-state for a replacement couple. 
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TRAINING 

Training Technology Consultant 
16 hours 250.00 
travel & expenses 245.00 

Doctorate level consultant to provide 
training in classroom technology, consultation 
methods~ and school and dJstrict/CBS cooperative 
programming. · 

Out of State Training 

Attend Achievement Place Dissemination Workshop 
for the Teaching Family Model used in the 
residential program. 

Lawrence, Kansas - 3 days 
airfare 265.00 
per diem 94.50 

Occupational Safety Workshop - Federal 

Send Building Custodian to annual training 
session in National Safety Requirements 
under 0.S.H.A. 

Los Angeles, California - 3 days 
·airfare 114.00 
per diem 94.00 

$ 564.00 

$ 410.00 

$ 237.00 

2 - Clinical Workshops - San Francisco - Two Days Each 

Ongoing workshops for Child Development Specialist 
and clinical personnel to provide additional 
therapeutic techniques. 

airfare 
airfare 
per diem 
per diem 

52.00 
52.00 
62.50 
62.50 

$229.00 $ 260.00 

' •• 

$ 590.00 

$ 425.00 

$ 241.00 

$ 273.00 
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CHILDREN'S BEHAVIORAL SERVICES - WASHOE COUNTY 

I 2 - Clinical Workshops - Los Angeles - Three Days Each 

Ongoing workshops for clinical personnel to provide 
additional therapeutic techniques in area of 
expertise. 

I 

, 

airfare 
airfare 
per diem 
per diem 

114.00 
114.00 
92.50 
92.50 

$413.00 $ 470.00 

Trainin for Teachino Parent 
contractual Services from UNLV) 

Competency Enhancement for Teaching Parents. 
(Contractual services from UNLV). The Department 
of Special Education at the University of Nevada, 
Las Vegas has agreed to provide the specialized 
competency enhancement education that is required 
by teaching parents, teaching parent assistants, 
and their program supervisors to ensure the 
highest quality of services available to clients 
in Community Treatment Homes and R~sidential 
Treatment Homes (on campus at CBS-Clark and CBS
Washoe) throughout Nevada. The cost of the 
Competency Enhancement program is shown in each 
existing and proposed Treatment Home Budget. 
It is estimated that approximately $1500 will be 
required within each home budget to provide the 
contractual services needed to develop and maintain 
the quality of the treatment services annually. 

$ 5964.00 

EXHlB/1 C 
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EXHIBIT 3 _1 

HENDERSON ME!ffAL HEALTH CENTER 

TRAINING {14) 1979-80 1980-81 

$13,486 $13,669 --------------
l paid in-service training/month times 8 
($25/hr x 4 hrs x 8 mos) ($30/hr in FY 81) 

2 major training sessions/year at $1200 
($1284 in FY 81) 

800 

2,400 

· 40 workshops@ average of $190 ($203 in FY81)*7,600 

Xerox training manual 4000@ 5¢ = 200, 216 
8 reams paper• 16 

. 
Equipment - TV, camera, monitor, tripod, 2,200 
tapes {FY 80) & carosel, screen, overhead 
projector & 4 cassette tape recorders IT 81) 

Film rental (6@ $45) 

TOTALS 

270 

$13,486 

*Miscellaneous workshops in treatment of depression~ treatment 
techniques, clients' rights, etc. 

EXHIBIT C 
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2,568 

8,120 

231 

1,500 

290 

$13,669 



' 

• 

, 

TRAINING 

UJCE'S CROSSING CENTER 
BUDGET, FY 1980-1981 

EXHIBIT 3 _ _,,. 

l.ake's Crossing Center Yould like to upgrade its library and film inventory. 
There is much new material in this area that would enhance the teaching and 
training of the staff. Educational classes are more costly each year and thus 
the present money breakdown per staff will only allow one class. This is in
congruent with the dual role. 

The number one priority is ·training the Mental Health Technicians, Licensed 
Practical Nurses and correctional staff. 

The Training Committee that exists with the Director of In-service Training, 
Program Director, and Business Manager would oversee the coordination of 
training requests with the needs of the Agency. 

Two year budget 
Correctional Training Academy............. $1,000 
Annual Behavioral Tratment Conference 

(12 MHTs at $40/person/yr)............... $ 960 
LPN Medication Updates 

(3 LPNs at $10/person/yr)................ $ 60 
Forensic Technician specialized training 

(12 university courses/yr at $80 each)... $1,920 
Natl Inst Hntl Hlth Staff College Wrkshps. $1,400 
Equip.:12 video tape cassettes($40 each).. $ 480 
Forensic Tratment books ($18 eachxlO bks). $ 180 -------$6000 tot~l 

EXHIBIT C .J 
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. Las Vegas Mental Health Center• EXHIBIT 3 

Lnsive claboration to jus-...ify requested funds for the next b~um have been conveyed 
~ cvecyo~e ir.·.rol ved for seve=al yea:s now. Rand report reco-=nmer.da tions, Leg is la ti. ve 
Sub-Cot:::n.i~tee Task Force conclusions, the expressed intent of the last.Legisiature, Healt 
l>ivision lice~sing regulations ar.d Slll:V)ey criteria, Me<!icare rei.I:lbu=~ement criteria, and_ 
even ri:ore e..1:r;::iatic .and e..o,q,licit ·=.he Ir.a:idates of t."'1e Fec.eral Conversion/O?erations grants, 
all stress anc et::?nasize t.1i.e need for t=ai:.i...'"lg. The Division allocation of. $7,000 for 
Fr 77-78 ~as insu=£icier.t to meet required a.'"ld randated training needs but the Center was 
il.ble to obtai., budget revisior..s to enhance its-spending ~apability considerably in this 

. • area. Depenc.ing upon fede:::al fu.."lc.ing in IT _78-79, additional am::>unts will be made avail.
able to auq:::er.':. t:.'1e S7 ,000 re=::.ected in the "cur.rent" Work Program. The amounts requeste 
£~r FY 79-80/FY 80-81 reflect a nol:linal increase ove: funds appropriately expended in 
·n 11-1a._---· 

• 

, 
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Nevadn"Mcntal Health In~te 

Training Materials Justification 

tandardized training 
dules - 3 @ SS0O · 

arning cassettes 

Films (purchase/rental) 

Programmed instruction 
texts · 

'Resource literature, cur
rent texts (1icensure 
program appropriate). 

Continuino Education 

For Trainers: 

Workshops, seminar courses 

In order to set up a basic comp
rehensive training department 
according to the assessed need 
and goals. Will also constitute 
an informational library system 
to avoid duplication and, thus> 
misuse of staff time. 

Instate 

to be attsnded by employees of 
the Training OepartTient in 
order to keep abreast of the 
current teaching/training 

2 per trainer/2 trainers 
4@ $100.00 

Out of State 

fdalit!es. 

For Paraprofessionals 

1 per trainer/2 trainers 
2@ $500.00 

EXHIBIT 3 

1979/80 1980-81 

$1.500.00 Sl>S00.00 

500.00 

500.00 

·soo.oo 
500.00 

500.00 

500.00 

500.00 

500.00 

· $3,500.00 $3 >500. 00 

1979-80 1980-81 

$ 400.00 $ 400.00 

1,000.00 1,000.00 

In order to meet Division's goal 
of at least 40 hours of continu
ing education training. 

36 paraprofessiona1 -staff 2>700.00 2,700.00 

lectures :, Cutsi de Tra f ners 

P.Ionth ly ccntr2.cted 1 ectures 
by professionals in- and out
of-state on areas of speci
alization not available with-

, the training package. 

Total Training Funds Requested .. 

at least T work related 
conference/workshop/seminar 
not offered by NMHI. 
36@ $75.00 

Contract with UNR ~ 800.00 800.00 
derray credit costs on speci-
fied courses not offered by 
NMHI that would lead to 
licensure of technicians 

8 in-state professionals 
@ Sl25.00 

4 out-of-state profes
sionals @.$150.00 

cvullllT (' 

$4,900.00 $4,900.00 

1979-80 1980-81 

$1,000.00 $1,000.GO 

600.00 600.00 

$1,600.00 $1,600.00 

$10,000.00 s10,ooo.oo 

1'17 
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Reno Mental He~lth Center EXHIBIT 3 

TRAINING . 
It 1s proposed that In-house cwrkshops.for all staff, and presented by 

skilled local tratners under contract be he 1 d each year at an estimated cost 

of $1,00. Attendance at professional workshops on the West Coast such as 

hunanistic Approach·to Behavior Modification, las Vegas, American Psychiatric 

Association, Hational Association of Social Workers, Association Of Mental 

Health Administrators. Also office managers, accountant and secretarial . 11 

support service workshops. Total request for this training is 2,500 for 

each year. 

Recognizing the fact that .the staf:f of the Residential Treatment Center 

will all be new, training will be an important factor in the success of the 

Center. Attendance at outside workshops for both professional and para

professional staff will be a part of the planning for the first year. There 

will be at least .6 wor~hops held with emphasis on training for Mental· 

Health Technicians. Total request for this training is $2,000 per year. 

We·.request $1,000 for training for the teaching Parents in APW 

to attend a training workshop in Kansas City for Consultation and 

Evaluation. 

Reno Mental Health Center 
Resident Treatment Center 
Achievement Place West 

EXHIBIT C 
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,. '( Jtural Clinics 
EXHIBli 3 

I The $10,000 recon::r.ended by the Governor for training monies (1979-1980) is designed 
r subsidizing staff to participate in training sponsored by both Rural Clinics and other 

agencies within the State; these monies pay for travel expenses and training fees. The 

In-Service Training -

$8,000 reco~~ended for in-service training represents contract funds for Rural Clinics 
to hire trainers to present training to the agency on issues which are identified through 
the internal evaluation procedures and quality assurance process as problem areas for staff. 
These two categories co~bined equal $18,000 allotted for provision of training to the 
recommended 89.75 staff positions; the use of these monies is an alternative to the 
purchasing of a salaried position to coordinate and provide training. 

There is little question that a staff of 89.75 full-time equivalents would be in 
need of a well-organized, and problem-oriented training program. It is more efficient 
to purchase training on an as needed basis through these two mechanisms (contracts and 
subsi<lizing of staff to attend workshops facilitated by agencies other than Rural Clinics), 
than to purchase one full-time position at a grade 41 to provide the same services at a 
higher cost. The great disadvantage to relying on one person to do all staff training is 
that no one person could have expertise across a sufficiently broad range of topics to 
allow for an adequate training program; the use of contract monies for this purpose is 
cheaper and allows for purchase of specific expertise across an infinitely broad range 
of topics. 

During a 12-month period (12-1-77/11-30-78), the following topics were covered in 
training workshops facilitated by Rural Clinics: psychopharmacology, biofeedback, partial 
and transitional care, management techniques, family therapy, and treatment of rape 

l ·ctims. In addition,. ru?ny staff attended workshops sponsored by other agencies through
t the state. Approxif:lately 5.3;~ of the staff were MHT's, and an equitable amount of 
31 of the training monies (subsidizing participation in traintng) were spent on the MHT's. 

The monies for training in the 1978-1979 work program are lower than those reco~mended 
by the Governor for 1979-1980. The increase in 1979-1980 recommended appropriation is 
created by the fact that all staff will be recruited during 1979-1980 so the number of 
staff requiring subsidization of training experiences will be higher. The decrease in 
monies for in-service training from 1978-1979 to 1979-1980 represents: (a) shift to 
increasing reliance on training provided by other agencies in the state, (b) an attempt 
to reduce budget costs while not decreasing programs. 
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EXHIBI-; 3 

*STATE OF NEVADA -February 1979 
DIVISION OF MENTAL HYGIENE & MENTAL RETARDATION 
4600 Kietzke, Suite 108, Reno, Nevada 89502 

T R A I N I N G P O L I C Y 1979 

Prepared by Robert Morgan, PhD 
Chief, Human Services Education 
& Training Coordinator since April, 1978 

This document includes: 

-Training Rationale 
-Training Policy from the STATE ADMINISTRATIV):: MANUAL 1977-79 
-Training Policy from RULES FOR STATE PERSONNEL ADMINISTRATION 1978 
-Training Policy within the Division of MH & MR 
-Appendix A. Training Council Membership 
-Appendix B. Training Council Minutes 

, . 
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EXHIBIT 3 

TRAINING POLICY 

RATIONALE 

Inservice staff training is both service-effective and cost-effective: 
it is designed to keep our skills current and not obsolete. The state 

2 

plan for our division has included among its nine basic goals the following 
statement for quite a few years now: 

"HAVE A STIMULATING WORK ENVIRONMENT THAT PROVIDES FOR 
STAFF TRAINING, DEVELOPMENT, MORALE, AND SKILL." 

I .-

The 1976 Rand Study, the Mental Health Task Force Report to the Legislative 
Subcommittee on Mental Health and Mental Retardation in 1978, and individual 
in-house agency service audits all shared this recommendation: the inservice 
training program needed more expansion and coordination. 

In 1977-78, for the first time, the budget category of "training" was 
funded by the legislature. Some funds went to the Division Central Office 
for use there and for distribution to some of the agencies (CBS, HMHC, LVMHC, 
NMHI, RMHC) while other funds were allocated direct to agencies (LCCMDO, RC, 
MR Admin, CTCs, DDC, SDC). The Chief, Human Services Education (then Dr. 
Sharigian) and the Senior Management Analyst (Harry Clemons) collected quarterly 
reports on agency training expenditures. These data began the refinement of 
training needs toward a long range plan for subsequent biennium budgets. 

In April, 1978, towards the end of the first training-funded fiscal year, 
the new Chief, Human Services Education, Dr. Morgan, took on responsibility 
for coordinating state-wide training activities for the division. The follow
ing month, an Inservice Training Officers Advisory Council was organized for 
better coordination. Chaired by the Chief, Human Services Education, it in
cluded a Training Coordinator from·every division agency and the Training 
Director of the Nevada State Personnel Division (Glen Rock) (see Appendix A.) 
This Council advised on policy, shared new training methods & resources, and 
devised solutions to -common problems (see Appendix B for minutes). For the 
second fiscal year, the Council set priorities for the allocation of funds 
to agencies receiving monies through the division central office. 

Specific steps in the inservice training procedure for the division are 
presented at the end of this report, First, the state policies within which 
we operate will be presented. 

In summary, inservice training must be regarded as even more important than 
a booster for employee morale or personal development (state plan). Although 
these goals are important in themselves, certainly worth pursuing, the overall 
goal of service skill effectiveness is our central aim. Without comprehensive 
contemporary training, personnel skills can become obsolete, unnecessarily 
expensive, and counterproductive. The citizens of Nevada would be the ultimate 
victims should meaningful training ever be abandoned. 

15Z 
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TRAINING 3 

EXHIBIT 3 I ---

ADI'1INISTRA TIVE 

TENTH EDIT!ON-1977-79 

Training Policy 

STATE OF ~~IE'! ADA 
Issued by the 

DIRECTOR OF ADMINISTRATION 
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TRA.LN J.m; '+ 

PERSONNEL 8000-9000 
E X HI B I T 3 

• ~INING 8400 

GENERAL STATEMENT 8405 

The State Board of Examiners, approving and supporting the development of 
training programs to guide efforts to improve the efficiency and productiv
ity of all State employees and recognizing that continued training and de
velopment of its career employees, essential in providing quality services 
in State government, is the basic responsioility of the respective operat
ing departments, adopts the following training policy: 

TRAmING PLANS - Each department shall develop and maintain a plan of ac
tion for the training and development of all of its employees that contains 
provisions for: 

1. Identifying training needs of individual employees, meeting identified 
needs and comprehensive evaluation of training programs; 

2. Utilization of departmental resources in training employees; 

3.- Appointing departmental advisory committees consisting of botnmanage
ment and employees to advise on training activities; 

4: Insuring that training and development opportunities are provided to 
help nll employees perform their work satisfactorily and adapt them
selves to changing technology; and 

5. 'Making full use of existing staff, facilities and services within and 
available to the State. 

6. '!hese plans shall be developed annually by May 31 for the next fiscal 
year, and will include equal employment opportunity training to enhance 
promotional opportunities for women and ethnic minorities. These annual 
plans will be submitted with a form TR-17 in accordance with established 
procedures. 

STATE TRAINING PLANS - It will be the responsibility of the State Personnel 
Division to facilitate and coordinate the efforts of the various State agen
cies to provide their employees with training, and to provide training pro
grams with an applicability to all agencies, including but not limited to 
training in Supervision, Management, Office Skills and Communications. For 
this purpose the State Personnel Division will publish annually, by March 
31, a schedule of the training programs it 'is planning to present. Such 
schedules will be developed after consultation with State agencies and other 
appropriate individuals or groups. 

DELINEATION OF TRAINING RESPONSIBILITIES - Each department will work with 
the State Personnel Division to develop a joint plan in which specific 
training responsibilities, State and departmental, are clearly delineated. 

CONVENTIONS AND CONFERENCES - A convention or conference of administrators, 
professionals or specialists convened for an interchange of views is not 
considered to be training. 

439 -
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TRAINING 5 

TRAINntG 

GENERAL STATEMENT - Continued 

8400 E X HI 8 IT 3 --

8405 

TRAINING GROUPINGS - Training techniques can be grouped into three general 
types: 

1. ON-nIE-JOB TRAINING Normally provided by agency administrators and 
supervisors through their own efforts for subordinates. On-the-job 
training is recognized as a departmental responsibility and should be 
considered as a part of the normal assignments of every executive, man
ager and supervisor with provisions made for their presenting effective 

.training programs. Where on-the-joo training can be provided within 
tl;le staff capability of operating departments, without a specific ex
penditure of funds for training or is provided by a manufacturer or 
vendor of equipment as a condition of sale, approval is not required. 

2. SPECIAL TRAINING COURSES - Typically, but not limited to, seminars, 
institutes or short courses where .college credit is not earned. 

3. ACADEMIC TRAINING - Academic course work provided by an educational 
institution for an extended period of time with college credit given 
for work completed. To receive college credit for a course, it is not 
necessary to be enrolled in a degree or certificate granting program. 

With respect to seminars, institutes, short courses, and extended training, 
programs are to be offered under the following conditions: 

1. All, TRAINING - Where expenditures of funds are utilized to bring in 
outside lectures or the training program is located outside the State, 
rent room facilities, print programs, pay employee transportation costs, 
necessary per diem or tuition, etc., training programs will be approyed 
and the employee will recieve full pay if the following conditions are 
met: 

a. The training project is for the purpose of providing basic train
ing for new employees, for improving an employee's proficiency in 
his present job, or to develop additional skills and talents for 
advancement to higher positions where specific unmet departmental 
needs exist. 

b. '1he training program is for six weeks (240 hours) or less. 

2. ACADEMIC TRAINING - Training projects for which college credit is earned 
rill be approved under the following conditions: 

a. The requirements for the employee's position have been upgraded and 
it is necessary for him to complete college level courses in order 
to continue in his present position. 

b. The Personnel Division and operating department jointly determine 
that the employee's occupational field has undergone such t~chnical 
changes that college trai~ing is essen~ial to improve an employee's 
proficiency in satisfactorily performing work at the optimum level 
on his present job. 

- 440 -
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TIAIIIIHG 

GENERAL SUTmENT - Continued 

8400 E X H I B I 1 3 ---

8405 

6' 

c. If it is deteniined by an operating department that a~tendance in 
a credit course presented by an accredited educational institution 

·liOUl.d materially increase or improve an employee's work performance, 
or enhance his career development, the operating department muy en
roll an employee in a credit course or courses. If the employee 
does not successfully complete the course (achieve a passing grade), 
he will be required to reimburse the department for the costs. A 
department, at its option, may elect to pre-pay or reimburse an em
ployee for the costs of a successfully completed course. In addi
tion, related transportation and other costs may be paid by the op
erating department. It shall be the responsibility of the operating 
department to submit a form TR-17 prior to actual course attendance, 
to the State Personnel Division for every employee enrolled in a 
credit course, indicating how the course is occupationally related. 
Such intermittent course work will be limited to a total of six 
credit hours per employee in any regular semester, involvingno 
more than eighc working hours per week, unless attendance has been 
specifically included as a part of an approved plan. 

d. Education Leave Stipends - With the exception of intermittent course 
work not leading to the awarding of a degree or certificate, a per
son may not be granted education leave stipends to attend an accred
:lted university or college until such person has: 

1. One year's continuous service; and 

2.·· Entered into contract with his employing agency whereby such 
person agrees to pursue only courses required for 'J. degree d.i
rectly related to his employment with the State of Nevada and 
to return to the employ of his employing agency within 30 work
ing days after completion of course work on the basis of one 
year for each nine months' education leave taken or to-refund 
the total amount of such stipends, fees and related costs, re
gardless of the balance at the time of separation from State 
service. 

Education leave stipends up to three-fourths (3/4) of the em
ployee's base salary and the total cost of supplies and equip
ment may be paid if funds are available. A request for educa
tion leave by an employee, endorsed by the operating department, 
and accompanied by a copy of the employee's agreement co return 
to work for the State of Nevada, must be approved by the State 
Board of Examiners prior to engaging in any proposed college 
program. At any time, each department is limited in granting 
educational leave stipends to two percent (2%) of its total 
number of classified full time equivalent employees using the 
previous year's average employment figure. Those departments 
with less than a total of fifty (50) employees with permanent 
status may grant educQtjonal leave stipends to not more than 
one employee. 

- 441 -
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TRAINING EXHIBl1 3 
7 

'!'RAINING 8400 

GENERAL STATEMENT - Continued 840~ 

3. ADVANCE AUTHORIZATION - Operating departments must submit written re
quests on a form TR-17 for eacn person's participation in an education. 
stipend program six weeks in advance of enrolllnent and have the request 
approved prior to participation. 

4. EDUCATIONAL INSTITUTIONS - All training, where practical, will be pre
sented through or in cooperation witn established accredited educational 
institutions within the State. 

5. OnIER PAID LEAVE - Officially approved or sponsored training will be on 
Other Paid Leave ·basis, coded OL, or with the instructor's endorsement 
of satisfactory completion. In attending any officially approved train
ing, an employee's attendance will not be charged to his annual leave or 
overtime credits. 

6. STATE TRAnHNG C0!~1ITTEE - The -State Personnel Division will establish 
a technical training committee, composed of training _representatives 
from the State agen·cies, to make r~com:mendations concerning statewide 
trainin6 plans and programs. 

7. CARZSR.-DEVELOPMENT PROGRAM COORDINATION - 'I1le Personnel Division sh.all 
coordinate all training activities of remedial and career-development 
prosrame designed to correct educational and training deficiencies of 
State employees and create employment opportunities for the disadvan
taged. In· connection witn these activities, the Personnel Division, 
~m the approval of the Governor, is designated to enter into contrac
tual arrangements with the federal government and others that provide 
grants or funds for educational and training activities. The above 
provisions should not be construed as prohibiting any State agency t"rom 
presenting remedial and career-development programs on a local basis 
when such participation is legally permissive and does not conflict 
with any statewide prog~ams administered by the Personnel Divisio~. 

8. WORK TDIE - Mandatory training must be treated as work time. 

9. EXCEPTIONS - Any training program request that is not approved by the 
Personnel Division or is in exception to the contents of this policy 
may be submitted to the State Board of Examiners for final review • 

- 442 -
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TRAINING g 

PERSONNEL DIVISION 

RESOURCE DEVELOPMENT AND TRAINING SECTION EXH\B\i 3 

IDepartmcnL ... ~---··-----·-··=E:::_::~ ... ::.~:::::.Da~ submittcd ... -··-·-···-·-···········~---··~ 
TRAINING FOR 
Name(s) Tade(s) Grade(s) Name(s) . Title(s) Grade(s) 

-~ REQUFSr D. PROGRAM INFORMATION 

O Release time 
O Payment for costs 

TRAINING IS 
O Division directed 
O Employee requested 

Title .. ·-··-··-·················· • ··-· · -··············· · ··············-··················· 

Place .. ·-·····························-·································•······················ 

Offered by······················································-··········-··· .. ··-···· .. 

Dates • ··-······-·······----···-······-·.Hours ......... _ .......... . 

... ------------------·-----· ........ -.-------·--··-···· Emplofec Slanatura ·HomaPbone 

No credits ......... : ... _ ..• 

Total hours .... , .......... . 

Office Phone 

:;. How wili requested training improve work performance or career development? How can results of this training be measured? 
Attach outline or d~scription of training program. 

---------··-·-···---•-. --··---------·-···--·-···-··-··-··--···-·----··--................ - .......... ____ .. _____ ................. -.. --... .. 

I ------M---••• .. •• .. -.. --••••••••--•-••••-• .. •• .. •• .. ••••••••••-••••••-••-•••-•-----••-••••••••••••••••••••••••--
----····--····· ----·····--···-·-·-········· .. ···-.. ··-··················-···························-·-··-·············· ........................ .. 

H:. 'EXPENSES I. IMMEDIATE SUPERVISOR 

' 

List of a-g optional 
Total is required 
a. $ ...••• ·-············-.. ••• Transportation 
b. ······-······ .. ·····--··· Per diem 
c. ···--···············--~· Tuition 
d. . ...................... _ .. Fees 
e. ···-··········· .. · Supplies or books 
f. ..................... -....... Other 
g. . ...... · ·············---····· Other 

h. $ ..................... ____ TOTAL (required) 

COMMENTS: 

O Approve O Disapprove (Note reason in comments) 

Date.......................... Signature ................................................. . 

J. OTHER {If required) 
O Approve O Disapprove (Give reason in comments) 

Date.......................... Signature ................................................ . 

K. TRAINING REPRESENTATIVE 
O Approve O Disapprove (Give reason in comments) 

Date.......................... Signature ................................................ _ 

L. DEPARTMENT/DIVISION APPROVAL 

Administrative Leave 
O Approved 
O Not approved 

Approvin11 Authority or ReprcS<"ntative 

Reimbursement of Cost 
O Approved 
O Not approved 

Date 

M. RESOURCE DEVELOPMENT AND TRAINING SECTION 
O Approved Project No ........................................• 
O Not approved 

···-·····................................................................................................. -·····-······················· 
S1&1! Ot-vclopment S...:tion Rtprc>cntatlve Dalo 

TR•l7 (1•76) '1751 ~ 
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All State employees requesting training must submit this form to their supervisor for processing. Completion of this form wilt 
allow the opcrnting agency and the Resource Development and Training Section to make a responsible decision on this request anJ . 

I 
compliance with the State Board of ~amincr's P_olicy. Please read the following hutrudion before completing this form. 

RUCTIONS TO THE EMPLOYEE REQUESTING TRAINING 

Please complete sections A-G in their entirety. All information concerning the fitle, place, hours, fees and offered by is found 
on publishcd training announcemcnts. It is your responsibility to provide your agency with these specific details. !';pccial atten
tion should be given to the question, "How do you ..• ". This information is essential in determining the appropriateness o( 

this course. Be sure that you have signed the form and provided your complete work address on this rc4uest. (Attach a copy 
of the training announcement.) If the above information is incomplete, this form will be returned to you and will cause delay 
in processing. 

All training should be reported to your personnel office for inclusion to your official records. Many courses are considered by 
State Personnel Division as partial qualification for promotional opportunities. 

INSTRUCTIONS TO THE OPERATING DEPARTMENT 

Please complete section!> H-L including comments which will assist the Resource Development and Training Section !fl deter
mining whether or not t-his request should be approved. The request should be forwarded to the next supervisory level for 
review and recommendations. Delays in processing of this form may create work scheduling problems fo_r the c!llployee. 

Do not forget to check the appropriate boxes in section L. It is imperative that the Resource Development and Training Sec
tion know if administrative le::.ve has been authorized and who is responsible for payment of all costs related to this training. 
Jf this form is incomplete, it will be ri:turned to you. 

SUBMITfAL • 

Plea.se forward 4 copies of the compkted form to the Resource Development and Training Section. A copy of the form will 
be returned to the employee requesting training and to the agency head or designated representative • 

• 

there is any co.st for the course, a project number will be· assigned by the Resource Development Training Section and a 
py forwarded to the Pre-Audit Section for payment purposes. . 

Incurred costs for travel, per diem, course fees, and other costs in relation to any training for your department requires sub-
mittal of this form to Capitol Complex, Resource Development and Training Section, Nevada State Personnel Division, Blas
del Building, Carson City, Nevada 89710. Reference SAM 8405. 

PROHIBITION OF DISCRIMINATION 

Discrimination against any person in recruitment, examination, appointment, training, promotion, retention or any other per
sonnel action, because of political or religious opinions or affiliations or because of race, national origin, age, sex, or any 
other non-merit factor is prohibited. A formal grievance procedure exists for all classified employees and is outlined in detail 
in Rules for Personnel Administration, Rule XV. Employees and supervisors are encouraged to resolve grievances through 
the informal process whenever possible. 

' i 
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CLASSIF.IED PERSONNEL 8200 
E X H I 8 I T 3 _ _J 

lULES FOR. PERSONNEL ADMINISTRATION - Continued 

RULE X 

TRAINING. 
·(Refer to NRS 284.243) 

820S 

A. Responsibility .£f.Appo1nting kuthority 

B. 

c. 

The appointing authority shall be responsible for the provision of or-
·ientation, induction, and on-the-job tr~ining and for the continuing 
develo~ent of the employees in the agency. The State Personnel Divi
sion shall cooperate with and assist appointing authorities in carrying 
out this responsibility and in meeting any special training needs of 
the ageucies. 

WhenP.ver th~ duties of a position are to be materially changed by the 
introduction of ne~ machinery or processes requiring different skills 
end knowledge, any perm.:inent or probationary employee affected by the 
change shall be given reasonable opportunity to learn to perform the 
new duties and to qualify for status in any new. class of positions re
c;uir~d for such work. An employee who, after a reasonable training 
period, qualifies for appointment in the different class shall be 
deemed to poss~s3 the specific education, experience or other require
ments for such class and shall be appointed thereto with the same 
status and seniority which he last had in his previous class, upon the 
written r~corani~ndation of the appointing authority and the approval of 
the State Personnel Division. Employees who do not qualify for sue~ 
appointment shall be reassigned to other duties appropri,te to their 
class, or be laid off in accordance with the provisions of the law and 
these rules regarding lay-off. · 

Specislized Training 

Iu order to meet the needs of the State service for scientific, tech
nical, profcsstonal and m.::mngement skills which cannot be provided 
through available in-service training, the State Personnel Division 
may arrange for the provi~ion of such training through recognized ed
ucational or training facilities. 

D. Guidelines for !raining 

E. 

All training for State employees shall conform· to the State Soard of 
Examiners' trainjng policy (SAM, Section 8405) which will be developed 
after consultation with appointing authorities by the Administrator. 

Genernl Statement 

The State Board of Examiners, approving and supporting the development 
of trnining programs to guide efforts to improve the efficiency and 
productivity of all State employees and recognizing that continued 
training and development of its career employees, essential in provid
ing quality ::icrviccs in Stntc government, is the baoic responsibility 

- 365 -
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~SIFIED PERSONNEL 8200 

RULES FOR PERSONNEL ADMINISTRAnON ·- RULE X - Continued 

EXHIBiT 3 

8205 

of the respective operating departments, adopts the following training 
policy: 

1. Train~ng Plans - F.ach department shall develop and maintain a plan 
of action for the training and development of all of its employees 
that contains provisions for: · 

a. Identifying training neetls of individual employees, meeting 
identical needs and comprehensive evaluation of training pro
gTams; 

b. Utilization of departmental resources in training employees; 

c. Appointing departmental advisory committees to advise on train
ing activities; 

d. _Insuring that training and development opportunities are pro
vided to help all employees perform their work satisfactoriJy 
and adapt themselves to changing technology; and 

e. 11ak.ing full use of existing staff, facilities and services 
within and available to the State. 

2. Common Training~ - Common to all operating dcparonents is the 
need for employee trai.~ing µi the areas of Supervision and Manage
ment. Office Occupations and Communications. In order to avoid 
dup1~cation of effort, the State Personnel Division is designated 
to coordinate this _training. Further, the Division shall provi1e 
for: 

a. 'llle utilization of statewide and occupational advisory commit
tees; and 

b. Central coordinntion, guidance and consultation to operating 
departments in planning and organizing training programs. 

3. Conventions or Conferences - A convention or conference of adminis
trators, professionals or specialists convened for an interchange 
of views is not considered to be training. 

4. Training Groupings - Training techniques can be grouped into three 
general types: 

a. On-the-job Training: Normally provided by agency administra
tors and supervisors through their own cf forts for subordinates. 
On-the-joh training is recognized as a departmental responsibil
ity and should be considered as a p~rt of the normal ·assignments 
of every executive, m.:inager and supervisor with provisions made 
for their presenti~g ~ffcctivc training programs. Where on
the-job training can be provided within the staff capability of 
operating departments, without n specific expenditure of funds 
for training or is provided by n m.,nufacturcr or vendor of 
equipment as a condition of sale, approval is not required. 
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8205 

b. Seminar, Institute and Short Course (college credit not earned): 
Normally provided by outoide experts, either at a government 
office or selected site. 

c. Extended Training: Academic course work provided by an educa
tion institution for an extended period of time with college 
credit given for work completed. To receive college credit for 
a course it is not necessary to be enrolled in a degree or cer
tificat~ granting program. 

With respect to seminars, institutes, short courses, and extended train
ing, programs are to be offered under the following conditions: 

1. All Training - Where expenditures of funds are utilized to bring in 
outside lectures or the training program is located outside the 
State, rent room facilities, print programs, pay employee transpor
tation costs, necessary per diem or tuition, etc., training pro
grams will be approved and the employee will receive full pay if 
the following conditions are met: 

a. 'lbe training project ia for the purpose of providing basic 
training for new employees, for improving an employee's pro
ficiency in his present job, or to develop additional skills 
an~ talents for advancement to higher positions where specific 
unmet departmental needs exist. 

b. The training program is for six weeks (240 hours) or less • 

2. College Credit Training - Training projects for which college credit 
is earned will be approved under the following condit~ons: 

a. Unless earning a college degree or certificate is essential for 
an employee to continue on his present job. employees will not 
be officially enrolled by any department in any degree or cer
tificate granting program as a matriculated student (normally 
12 units per semester) at State expense and/or given release 
time from work to attend such a program. 

b. The requirements for the e:nployee's position have been upgraded 
and it is necessary for him to complete college level courses 
in order to continue in his preseht position. 

c. The Personnel Division and operating department jointly deter
mine that the cmployee'o occupational field has undergone such 
technical changes that college t~aining (intermittent course 
work not leading to the avarding of a degree or certificate) is 
csflcntinl to improve on rmploy~c's proficiency in antiofoctor
ily performing work at the optimum level on his present job. 
Such college credit must be directly related to the employee's 
prcacnt assignment. 

I --
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CLASSIFIED PERSOmfEL 8200 E X f-f I B IT 

'FOR PERSONNEL ADMINISTRATION - RDLE X - Continued 8205 

d. Educ3tion Leave Stipends - With the exception of intermittent 
course wrk not leading. to the awarding of a degree or certif
icate. a person may not be granted education leave stipends to 
attend an accredited university or college until such person 
has: '.• 

1. One year's continuous service; and 

2. Entered into contract with his employing agency whereby such 
person agrees to pursue only courses required for a degree 
directly related to his employment with the State of Nevada 
and to return to the employ of his.employing agency within 
30 working days after completion of course work on the basis 
of one year for each nine monthsi educational leave taken or 
to refund the total'amount of such stipends, fees and re
lated costs, regardless of the balance at the time of sepa
ration from State service. 

E~ucntional leave stipends up to three-fourths·(3/4) of the em
ployee's base salary and the total cost of supplies and equip
ment may be paid if funds are available. A request for educa
tion leave by an employee, endorsed by the operating department, 
and accompanied by a copy of the employee's agreement to return 
to.work for the State of Nevada, must be approved by the State 
Board of Examiners prior to engaging in any proposed college 
program. At any time, each department is.limited in granting 
educational leave stipends to two percent (2%) of its total 
number of classified full-time equivalent employees using the 
previous year's average employment figure. Those departments 
with less than a total- of fifty (SO) employees Yith permanent 
status may grant educational leave stipends to not more than 
one employee. 

Advance Authorization - In all cases, at least two weeks in advance 
of student enrollment for intermittent course work or six weeks for 
a stipend program, operating departments must submit WTitten re
q~ests for each person's participation in college training and have 
the request approved prior to participation. 

F.ducational Institutions - All training, where practical, Yill be 
presented through or in cooperation with established accredited 
educational institutions within the State. 

Other Paid Leave - Officially approved or sp~nsored trainlng will 
be on Other Paid Leave basis, coded 01, if successfully completed 
vith n ~radc of "C" or better. In attending nny officially ap
proved training, on employee's attendance "1ill not be charged to 
bis annual leave or overtime credits. 
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CLASSIFIED PERSONNEL 8200 EXHIBrT 3 

RULe5 FOR PERSONNEL ADMINISTRATION - RULE X - Continued 8205 

6. Submittal of Plans and Requests - All detailed Training Plane, in
cluding projected coats, and individual requests for training will 
be submitted to tne .Personnel Division in the manner and on forms 
prescribed as scheduled or requested as follows: 

a. Detailed Training Plans: Annually or as existing plans are 
modified. 

b. Individual Projects: Submit requests for each project. 

c. Comprehensive Training Projects: Comprehensive two-year pro
jected training plans reflecting all the details of proposed 
training, including projected coats_, of an agency shall be sub
mitted through the Personnel Division to be used by Pre-Audit 
in reviewing training claims. These plans should be included 
in conjunction with the budget process but may be submitted at 
any time if not a general fund agency. Funds for each fiscal 
year training program to be included in the Executive Budget 
will be recommended with consideration being given to determine 
departmental training needs and long range objectives to meet 
these needs as outlined in the department's training plan. The 
operating departments and the Personnel and Budget Divisions 
will cooperate in evaluating training projects. 

7. Career-Develoeent Program Coordination - The Personnel Division 
shall coordinate all training activities of remedial and career
development programs designed to correct educational and training 
deficiencies of State employees and create employment opportuni~ 
ties for the disadvantaged. In connection with these activities, 
the Personnel Division, with the approval of the Governor, is des
ignated to enter into contractual arrangements with the federal 
government and others that provide grants or funds for educational 
and training activities. 

8. Exceptions - Any training program request that is not approved by 
the Personnel Division or is in exception to the contents of this 
policy may be submitted to the State Board of Examiners for final 
review. 
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EXHIBIT 3 I In accordance with the state plan's goal of: 

I 

I 

"HAVE A STIMULATING WORK ENVIRONMENT THAT PROVIDES FOR 
STAFF TRAINING, DEVELOPMENT, MORALE, AND SKILL" 

the division attempts to upgrade staff skills and knowledge in 
such a way as to improve morale, decrease employee turnover, 
enhance job performance as consistent with written work performance 
standards, and thereby improve service effectiveness. 

Organization 

Each agency shall have a staff member responsible for inservice training. 
These Training Coordinators, while administratively responsible to the 
top agency administrator, also serve as members of the division Inservice 
Training Officers Advisory Council chaired by the Chief, H~man Services 
Education, of the division central office. 

Training Responsibility 

Each division employee must plan an inservice training program of at least 
40 hours in advance of each fiscal year. Training plans are collected and 
approved by the Training Coordinator after signed approval by each employees 
immediate supervisor. Training plans must be consistent with work performance 
responsibilities and standards. In addition, every effort should be made 
to accomplish the training by using existing resources within agency or 
division, using training funds wherever necessary only. 

Training Coordinators also initiate and execute training budget expenditures, 
with the approval of their supervisor, in the areas of training supplies 
and workshops. Every reasonable effort should be made· to bring newly effective 
techniques and important service information into the division, taking budget 
realities into account. All training must be evaluated (eg. consumer feedback). 

Training Coordinators are also responsible for active participation in 
Training Council coordination, reporting, and policy making activities. 
In cooperation with their agency administrator and fiscal person, regular 
training expenditure reports are made to the division central office as 
requested with a thorough final report at the end of each fiscal year. 

Training Approval 

Individual requests for training are made on the appropriate form according 
to state procedure and state/division policy. They are initiated by the staff 
member or training coordinator to fall within the individual's supervisor
approved training plan. Approval and signature (indicating careful review 
as to both suitibility of requested training & available funds) must come 
from the requesting staffer, the immediate supervisor, the training coordinator, 
~nd the agency administrator. On completion of the training, a copy of the 
request· is to be sent to the training files of the Chief, Human Services 
Education, at the division central office. Another copy must be kept in the 
employee's personnel folder along with the individual training plan. 

This policy will be reviewed and updated at least once annually by the 
Training Council, the agency Directors, and the Division Administrator 
in consultation with the Chief, Human Services Education. 
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APPENDIX A 

JANUARY 1979 

!NSERVICE TF.AUrrnc OFFICERS ADVISORY COUNCIL (13) 

Division Central Office - Robert F. Morgan, Ph.D. (Ch::iir) 

}lR Services Central A<lminintration - Jesse La Honda, .Ed.D 

Children's Behavioral Services, Clark - Don Johnson, M.A. 

Children's Beh~vioral Services, Washoe - Art Willins, Ph.D. 

Desert Developmental Center-- Lowell Mnstcrn, Ed. D. 

Henderson Mental Health Center - Jack Holbrook, M.S.W. 

Las Vegas Mental Health Center - John Hinkle, Ph.D. 

Lake's Crossing Center MDO - M. Frant Evarts, Ph.D. 

Nevada Mental Henlth Institute - Patty Noyes, M.S.N. 

Reno Mental Health Center - Thomas 0. Towle, Ph.D. 

Rural Clinics - Jim Draper, Ph.D. 

Sierra Developmental Center - Larry Bowen 

Nevada State Personnel Division - Glen Rock, Training Director 
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R. 010".SON, PH.D. 
Aclmlntatrator 
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Mz:ln'.&1. Il.n.u:>An011 June 16, 1978 

JAa MlOOu:TON 
Auodat• Adm/nl=tratot /or 

Jl•:ilal R•tardaUoa 

I 

To: Inservice Training Officers Advisory Council 

· From: Robert F. Morgan, PhD, Chief, Human Services Education. /J,.,l.. 
Re: Council.Activities 

On Monday, May 22, 1978, the first meeting of the Inservice Training 
Officers Advisory Council was held. A list of members, resulting from 
that meeting, is enclosed. The consumer feedback received from partic
ipants of the conference is also enclosed. 

The consumer feedback reflects several key points also reported orally: 
-Jack Holbrook (HHHC) is to be commended for his comprehensive pioneering 

work on inservice training materials and manual. 
-The exchange of agency training program information should be continued. 
-Rick Weisberg's (LC) work on MHT certification and training needs to 

be expanded and adapted to the needs of other agencies. 
-Central facilitation, coordination, and leadership in training apparently 
welcomed; further meetings requested. 

Our next meeting is now scheduled for November 7th, Tuesday, 10-4 om, at 
the Desert Develoomental Center in Las Vegas. If you wish any items on th~ 
agend~ for that meeting, please get them to me no later than October 7th. 
As of now, we already have thse key items: 
(1) Agency presentations of training programs (including written copies 

of biennium budget proposals) 
(2) A report from the two MHT Certification training committees: 

Southern Committee Northern Committee 
John Hinkle, PhD, Chair (LVMHC) Rick Weisberg, HSW, Chair (LC) 
Jo Ann Hudson (DDC) Patty Noyes, MA (N}!HI) 
Don Johnson, HA (CBS) Ted Reynolds (CBS) 
The committees are urged to meet as soon as possible to develop recommend
ations to the Advisory Council on the cost and details of a program to 
screen, train, and certify MHTs in Nevada. University pu,-ticipation is 
also to be explored. 

(3) A vote on the per capita annual inservice training.minimum cost, by 
···-professional category (eg. HB.T probably higher than Receptionist). 

,.•· . . . Pr~posals welcome prior to the meeting. 
; ·.... . . .. . . ~ . . . , 

I 

·•··'Your enthusiasm and energy is really appreciated. Thanks

encl. 

cc. Program Directors, Dr. Dickson, Dr. O'Bryan, Dr. Ray Holmes, Dr. Dillon. 

. ,. . 

I 
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Adai!nl•trator 
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)ACX MIDDLE:TON 
A:1;,:/alfl Admlnlitrator /or 

UMtol RetarcfaUon 

MEMORANDUM April 24, 1978 

To: Jack Middleton, Associate Administrator for Mental Retardation 
Patricia Armstrong, PhD, Director, UMHC 
Joe Burnett, Director, LVMHC 
Roger Glover, Director, Rural Clinics 
Bob Hiller, PhD, Director, LCCMDO 
Bob Kieffer, Director, RMHC 
David Luke, PhD, Director, CBS, Clark County 
Jack Mayville, PhD, Director, CBS, Washoe County 
Bill Rueff, PhD, Director, SOC 
Barney Salzberg, PhD, Director DDC 
Ken Sharigian, PhD, Director, NMIII 

From: Bob Morgan, PhD, Chief, Human Services Education ~ 
Re: First Annual Division Agencies INSERVICE TRAINING OFFICER CONFERENCE 

By now nearly every agency has desir,nntcd n sp~cjfjc staff memb~r as 
Training Officer. I would now like to bring all these people together· 
for the following purposes: (1) Training program information exchange 

(2) Training allocntions for next fiscal year 
(3) Training proposals for the biennium budget 
(4) Possible statewide certification training 

for MHTs and other job categories 
(5) People-to-pcor,le exchange 
(6) Mutual support & organization around training 

A first meeting is scheduled for Mondav, May 22, 1978, 10:00 am - 4:00 pm, 
Division Conference Room, 4600 Kietzke, Suite 108, Reno. We would appreciate 
participation by Training Officers from every ngcncy or, in their absence, 
a knowledgeable alternate. Naturally, Directors are also welcome. 

Thank you in advance for your cooperation and support. Please rsvp by May 1st. 

RFM/fa 

cc. Charles R. Dickson, PhD, Administrator, Division of Mental Hygiene/Mental Retardation 
Gwen O'Bryan, PhD, Assistant Administrator, Division c~ MR/MR 
Administrative Office Personnel (fyi) 
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EXHIBIT. 3 

Ad.D.1.1.11.3'.trulor 

Mzln'Af. ltTon::<e AJtD 
MllrT.u. R.ITAAllATIQJI 

October 24, 1978 
JAO: MIDOt.tTON 

A.uodole Admlnlffl'Olor lor 
.It-IQ.I RetardoUOG 

I:BSERVICE TRAINING OFFICERS ADVISORY COUNCIL 

M I N U T E S 

Agencies represented: Div. Central Office, MR Services 
Central. Admi.nistratioh (1/2 day), CBS-C, CBS-W, DDC, 
HMHC, L~vMHC, LCCHDO, RMHC, Rural Clinics, SDC. 

Agencies unrepresented : Nevada Mental Health Institute, 
• State Personnel Division (Training). 

The second nuneting of the Training Council was hosted 
by Jo Ann Hudson and the Desert Developmental Center. 
Their hospitality was appreciated . 

Each council member reported on present and proposed 
training activities at their agency.. Biennium budget 
implications were also discussed. Every member was 

l asked to put a written report in the mail to Dr. Morgan, 
Chair of Council, as soon as possible. 

Systems f.or the uniform scheduling of training costs per 
discipline or job function were proposed, discussed, and 
voted upon. By majority vote and near concensus, the 
final Council decision was to follow a "Nevadanized" 
form of the 'Colorado Plan'. Colorado sets aside 1% 
of salaries statewide (in dept MH) for inservice training. 
The Nevada variation would be to set aside 1% of salaries 
~ agency and allocate . training funds to that agency 
within cSe budget context of that 1%. Tnis would not 
include statewide or special training efforts for MHTs 
(who have low s~laries) or Council-endorsed programs 
affecting 2 or more agencies. · 

The Council went on record as being strongly in favor 
of (1) higher salaries for MHTs (to aid recruitment 
emergencies & improve service delivery quality); (2) 
higher minimum educational requirements for MHTs; (3) 
increased career ladder steps in MHT series (V, VI, VII, VIII) 

.. ..... · so as to retain effective people now in service; and 

. •·' ··•· · (4) _To establish an accessible AA college degree program 
for ~IllTs. In addition, Rick Weisberg's on-the-job MHT 
credentialing program was reported a success at Lake's 
Crossing (no turnover of those HHTs credentialed , minimal 
cost. boosted morale, irnprov~d service skills) and Rick 
was commended for his superb model program. He expressed 
willingness to consult with other agencies wishing to 
establish such a prograc.* 

~10 wk program:1.5 hr/wk with 88% completion rate. 
Professi.onal st:aff teach & certify credentials. 
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(Concluded) EXHIBIT 3 

It was noted that Dr. Joe Burnett is exploring affiliation 
with a junior college in Clark County to develop an M 
program for MHTs. Northern subcommittee efforts to affiliate 
with UNR were not highly productive. It was decided to 
follow the .route of affiliation with either a junior 
college or an extended degree program. The committee 
assigned to explore such an affiliation (AA program for MHTs) 
was: Robert Morgan, Chair 

Joe Burnett (in light of present success) 
Jon Hinkle 
Jess LaMonda 
Rick Weisberg 
and Patti Noyes (assigned in her absence) 

Rural Clinics & Lake's Crossing (Draper & Weisberg) reported 
a cooperative workshop in progress. They were commended for 
this effort as a way to share information at reduced costs. 

Jack Holbrook presented a role-playing technique for the 
inservice training of office support personnel. The Council 
unanimously endorsed inservice training as a necessary · 
(and, per our state plan, required) experience for all 
employees, including clerical/professional as well as MHT. 

The Council requested a meeting schedule more frequent 
than the originally planned two-per-year. The next meeting 
will be 10am - 4pm on March 27, 1979, at CBS-Win Reno at 
the kind invitation of Art Willins . 
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EXHIBIT 3 

GWEN O'BRTAN, Plt..D. 

CONSUMER FEEDBACK FROM TRA!NIMG COUNCIL 
October 24, 1978 

Participants: 13 (All agencies but NMHI) 
Per cent indicating activity worth participating in: 100\ , 

Comments: 

JAa MIDDIJ:TON 
~ Admlnl=trator tor 

llcua.1 BekzrdaUOII 

•Any additional info re CEOs or MHT certification would be helpful 
should the subcommittee arrive at any conclusions." 

•The info sharing is so hel.pful & I feel all get something out of it." 
•some progress was made regarding guidelines for training money." 
•1 found the presentations to be helpful & interesting. The meetings 
are getting better and better." 

•Agenda was good. I felt a lot of good ideas were generated." 
•well conducted. However, probably could benefit from periodic short breaks." 
"Good interaction and ideas and agency needs discussed." 
•Free flow talk was very enlightening & educational." 
•valuable session. Chairman kept us on track and productive without 
upstaging anyone." 

.Was any one person particularly helpful or useful to you? 
•All persons were re general info & it being my initial meeting with this group~" 
•A11." 

I •John Hinkle." 
•John Hinkle & PhD presentation & comments." 
•Everyone again shared a number of helpful ideas." 
•No." 

.. ·' , .. 

•John Hinkle." 
•Everyone had good input." 
•Jesse. (La Monda)". 
•John Hinkle." 
•Bob Morgan." 

What improvements would you like t~ see? 
•(1) Certification of MHTs; (2) Community College degrees for MHTs." 
•Provide regular and short coffee breaks to regenerate attention." 
•More specialized areas; eg. training legislation." 
•More on division-wide training programs & packages." 
"More defined schedule & keeping to it." 

... . · . . . "More spirit on the part of the chairman:voice too low at times." 
••:•: •<;'•--~Chairman worked us too hard for one session:but give us all a raise, we 

. · : . 

• 

. earn~d it •• Chairman particularly." .. .... · . ·. . . ':··-· . 

What future activities would be useful to you? 
"More feedback from Training Officers on specific training methods, 
techniques, etc. that they find helpful: 2 day session?" 

•Discussion of how agencies can put resources together for inservice 
training. I feel it wasteful not to pool limited resources." 

"Developing training criteria for staff." 
•Input into what material should be brought to the conference." 
"Afternoon break." 
•More interstate agency training info sh.:i.ring." 
•continue meetings." 
•More of the same._ Keep this team together." 

EX HI BI • C _) . 
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