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Training Plan

The University Training Consortium (UTC) is a comprehensive training and collaborative partnership with the Cabinet for Health and Family Services(CHFS/Cabinet) and multi-public universities that supports the development of a high quality, consolidated intensive training and professional development system.  The scope of work for the partnership of the Cabinet for Health and Family Services and University Training Consortium is multifaceted.  It is directed at enhancing the delivery of child welfare staff training while providing a comprehensive professional development and training program.   This program is designed to equip and support the human resource capital of the Cabinet with the knowledge, skills and attitudes necessary to provide high quality services to families and children within the Commonwealth while supporting the Cabinet’s goal to become a nationally recognized, high quality service delivery organization. The UTC is funded from several sources including title IV-E, Medicaid - targeted case management, Child Abuse/Neglect Grant, Food Stamps, TANF, and Medicaid – medical assistance, IV-B Subpart II, and state general funds. This comprehensive training system includes the critical elements of: 

· Being responsive to training needs; 

· Being performance driven; 

· Providing learning reinforcement that embraces all staff and management while promoting “best practices” for service delivery; 

· Supporting and modeling continuous improvement; 

· Changing work behaviors of staff through learning, mentoring and coaching while utilizing behavioral anchors; 

· Field based application and training reinforcement at the regional level;

· Developing and delivering regional based trainings using technology and local resources;

· Conducting statewide and regional trainings as listed in the Course Catalog (see attached) and maintaining courses as mandated in the Staff Development Plan (see attached);

· Utilizing training assessments to determine local and statewide training needs;

· Supporting employees and foster/adoptive parents in obtaining college credit for appropriate undergraduate, graduate and doctorate degrees through tuition-based training or “credit for learning”;

· Support the PIP, Care Plus, F2F, TPR and Adoption

· Assist the Cabinet in obtaining the ASFA outcomes

Eastern Kentucky University serves as the lead member of the university consortia with the other seven (7) member public universities serving as subcontractors.  EKU’s Training Resource Center is responsible for developing, implementing and monitoring sub-contracts with the other member universities.  The Cabinet for Health and Family Services monitors contractual activities of the UTC.   
Our underlying assumptions are that the Professional Development and Training System will:

· Be responsive to the desired knowledge, skills and attitudes needed by employees at hiring, after 6 months of employment, and as a tenured employee.

· Work to change the behavior of staff through learning, mentoring, and coaching.

· Be a performance driven system.

· Align each curriculum with the Cabinet outcomes and Comprehensive Family Services.

· Strive to create a true learning organization.

· Create a learning reinforcement system that embraces all staff and management.

· Support and model continuous quality improvement, professional development and training. 

· Collaborate with appropriate stakeholders to develop and deliver training.

· Identify training needs, and appropriate stakeholders to assist with training delivery and development.

· Evaluate the effectiveness: training delivery, curriculum content and retention.

· Be responsive to regional training requests as training needs are identified.

· Support the need of employees to obtain college credit for undergraduate/graduate/doctorate degrees that align with the Cabinet’s Strategic Plan and Outcomes.

Tracking/Monitoring

The Training Record Information System (TRIS) maintains a computerized database of Cabinet for Health Services staff training records and training activities conducted by the Division of Professional Development and Training and other providers.  TRIS was initially designed to track child welfare training activities and expanded to include managing records for over 6,000 Cabinet personnel in the areas of Protection and Permanency, Family Support, Child Support, and Quality Central administrative and programmatic staff. A similar information system of training records and training activities are also maintained for the Cabinet’s 2,600 approved foster and adoptive parent households, in which there are 4,650 parents (FAP-TRIS). 

The customized training tracking system can capture both scheduled and unscheduled training events and participant attendance hours for Cabinet employees and foster/adoptive parents.  The records maintained in the system are used to establish training needs and provide certified documentation of an individual employee’s and foster/adoptive parent’s training activity.  TRIS and FAP-TRIS can also generate training registration and participant lodging requests that can be tracked for large numbers of diverse training sessions throughout the state.  “Level One” participant evaluations of scheduled training events are generated and summarized electronically by EKU with feedback provided to the Division of Professional Development and Training.  

The TRIS system provides comprehensive data for customized and special reports for the Cabinet.  Dependent upon the need, training reports are generated on a monthly, quarterly and annual basis for the Cabinet.  The system provides aggregate data on training hours, training participants, budgetary information in relation to training events, tracking of mandated training requirements, training needs assessment, prerequisite notification, staff demographics, and other related information.  The database currently houses both active and historical files accounting for more than 400,000 TRIS training records and 227,000 FAP-TRIS training records.

The Third Party Review system will be maintained.  This tool allows both management and peers to review training sessions to learn ways to improve training and transfer learning from knowledge to application.   This is in an effort to improve performance and enhance trainer skills by identifying trainer strengths and competencies as well as areas needing coaching and mentoring for improvement.   During the Third Party Review the following elements are observed as being unacceptable, needs improvement, proficient or mastery:

· Delivery and knowledge of Content;

· Knowledge of Participants’ Skills and Experience Level;

· Clarity of Objectives;

· Lesson and Unit Structure;

· Instructor Interaction with Participants;

· Participant Interaction;

· Management of Instructional Groups;

· Management of Transitions;

· Management of Instructional Materials 

· Oral and Written Language;

· Quality of Questions;

· Discussion Techniques;

· Checking for Understanding and Feedback;

· Response to Participants;

Curricula Design and Delivery

Training curricula for CHFS is designed to assist new and tenured Cabinet staff in obtaining the goals, objectives, and performance indicators outlined in the Cabinet’s Strategic Plan.  The Cabinet for Health and Family Service’s Division of Professional Development and Training, in conjunction with University Training Consortium staff engage in a scope of work that supports a high-performing human resource management system focused on assisting CHFS staff to meet the Cabinet’s vision, mission and goals.  Consultation and input in curriculum development is sought from policy-makers in Quality Central and regional field staff. This process which is designed to enhance training delivery for child welfare workers, includes the following:

· Participation in curriculum design and re-design using the 10-Step Curriculum Solutions Model, when indicated; 

· Development of competency based curricula using the Instructional Theory into Practice (ITIP) Model; 

· Delivery of outcome driven training/educational courses using a variety of learning methodologies linked to teachable moments including alternative instructional delivery methods of interactive classroom instruction (ITV), web-based instruction (CD-ROM, Internet), Blackboard (Internet-based pre and post work), distance learning (teleconferences), classroom-based instruction provided at the state and regional level, and on-the-job learning;  

· Coordination and delivery of “just-in-time” training/educational courses essential to support and improve the performance of new and tenured Cabinet staff and foster/adoptive parents in the conduct of their duties and responsibilities serving families and children of the Commonwealth, including supporting employees and foster parents in obtaining college “credit for learning” and appropriate undergraduate and graduate degrees; 

· Develop and deliver trainings on a local level in the service regions, in partnership with Quality Central, regional staff experts, volunteer trainers and the Training Division.  These trainings will include knowledge and skills required of child welfare workers as they strive to enhance safety, permanency and well-being for families and children. Assessing the needs of the local staff in conjunction with the regional training coordinators, supervisory staff, evaluative information, and performance reports will drive the course content.

· Participation in activities related to support and modeling of continuous quality improvement, including employee training and performance “feedback loops” which includes staff self evaluation, and participating in trainer professional development opportunities; 

· Participation in continuous quality improvement efforts of the Training Division;

· Coordination of training activities that improves the skills and knowledge of foster and adoptive parents to better meet the needs of children in out-of-home care; and

· Conduct and/or participation in evaluation of learning.
· Provide direct consultation, coaching/mentoring/monitoring to management and field staff;
· We have consistently found throughout the years that new workers come in with some level of knowledge (workers score an average of 66% on pre-tests) and leave training with a significant increase in knowledge (workers score an average of 78% on post-tests).
The UTC Training Support Unit at Eastern Kentucky University will continue to be responsible for providing quality training materials, coordinating training events, conducting facilitation, developing multimedia presentations, computer-assisted learning (CD-ROM), web-based training, e-learning though “blackboard”, and web sites for the Cabinet’s professional development and training system.  Staff within the Unit maintain the CHFS Training Division website and assist trainers to integrate technology into curriculum delivery.  The CHFS Training website can be visited at www.cfctraining@eku.edu.  Professional staff within Training Support also serve as technical support consultants to the Division of Professional Development and Training staff and partners with the Cabinet’s Office of Technology Services to ensure technology and system compatibility with multimedia training resources designed for state-of-the-art training for child welfare workers.  Identification, coordination, and planning of training events between the Division and the UTC Training Support Unit utilizes TEMS (Training Event Management System), a customized web-based management system. 

Training Hours Provided in FY03/04

· A total of 1,702 hours of Protection and Permanency Training Academy components were scheduled during July 1, 2003 through June 30, 2004.

· 260 Department for Community Based Services new staff attended a component of the Protection and Permanency Training Academy from July 1, 2004  through March 31, 2004.

· A total of 23,340 attend hours were completed by the 260 participants from July 1, 2003 through March 31, 2004.

· A total of 63,085 hours were attended by foster and adoptive parents from July 1, 2003 through March 31, 2004 

· From the period of July 1, 2003 through June 30, 2004, a total of 116 CFC staff participated in the MSW Stipend Program.  During this same time period, there were 42 graduates from the MSW Stipend program.

· From the period of July 1, 2003 through June 30, 2004 a total of 136 students participated in the Public Child Welfare Certification Program.  During this same time period, there were 65 graduates from the PCWC program.

· From the period of July 1, 2003 through June 30, 2004 a total of 1 student participated in the Ph.D. stipend program.  During this same time period, there were 0 graduates from the Ph.D.stipend program.

 

Source:  TRIS Office, Training Resource Center, and Eastern Kentucky University 

(May 14, 2004)

Credit for Learning

Effective July 1, 2002, the Cabinet’s Division of Professional Development and Training partnered with the University Training Consortium and implemented the “Credit for Learning” Program, a post baccalaureate program for new and tenured Cabinet staff.  Through the “Credit for Learning” initiative within the Protection and Permanency Training Academy, new employees participate as non-degree graduate students in graduate level educational/training coursework offered through the University of Kentucky, and the University of Louisville.  Effective August 2004, Western Kentucky University is also participating. CHFS employees are eligible to apply their earned credit hours towards the Masters Degree in Social Work after meeting the requirements for admission into graduate school. “Credit for Learning” undergraduate college credit hours for education and training are also provided through Murray State University and Jefferson Community College for CHFS foster and adoptive parents. 

Evaluation of Training

Evaluative measures of the Cabinet’s professional development and training activities are conducted through Eastern Kentucky University (Level One) and University of Louisville (Level Two, Three and Four).   They are in alignment with the Strategic Plan and serve as a key in helping the Cabinet achieve the safety (Goal 1), permanency (Goal 3), and well-being for children in the Cabinet’s care (Goal 2).  Evaluation ensures that the training is aligned with the Cabinet’s outcomes, that teaching is focused towards the achievement of these outcomes, and that workers perform in a way to achieve the outcomes.

Current Training Academy Curriculum 

The Protection and Permanency Training Academy integrated the former training system components of child protective services, family services, case planning, domestic violence, case management, and legal issues into a more holistic and comprehensive educational/ training delivery approach. The Academy is a required component of new worker training (see the attached staff development plan). Current curriculum components of the graduate level courses of the Protection and Permanency Training Academy include:

Course 1: Introduction to Child Welfare Practice

Introduction to Kentucky’s Child Welfare System

Dynamics and Indicators of Families in Need of Services

Assessing the Needs of Families and Children

Preparation and Participation in Judicial Proceedings

TWIST – Week 1-2

Case Planning

Course 2: Family Violence

Meeting the Needs of Families and Children in Domestic Violence (Mandated by KRS-194B)

Meeting the Needs of Vulnerable Adults (when indicated and this is supported by non-IV-E funding)

Course 3:  Assessment and Case Management of Child Sexual Abuse (Mandated by KRS 15.942)

Other training and/or “Credit for Learning” courses developed and/or redesigned to enhance knowledge, attitude and skill development of P&P pre-service child welfare workers, current child welfare workers, foster and adoptive parents, private resource and management include but are not limited to:

1. ASFA Supervisor/Team Training/Coaching Mentoring to Enhance Safety, Permanency and Well-being

2. Domestic Violence: Initial Course (mandated by KRS 194B)

3. Group Preparation and Selection: Training of Trainers 

4. Foster/Adoptive Training sessions including but not limited to, Medically Fragile, GPS, Deciding Together, Fostering and Adopting a Child who has been Sexually Abused, etc.

5. Exploring Cultural Competency and Prejudice

6. Cultural Competency with Hispanic/Latino Clients

7. Independent Living Skills for Age 12-15: Training of Trainers

8. Independent Living and Youth Services Overview

9. Public Child Welfare Certification Program Training: Module 1 and Module 2

10. Enhancing Safety and Permanency

11. Ethical Decision Making in Child Welfare

12. Collaborative Practice with Substance Abuse and Mental Health Services

13. New Employee Orientation

14. Introduction to Community Based Services

15. Field Training Specialists Training

16. Leadership Development Series

17. Child Fatality/Near Fatality Training

Council on Accreditation (COA)

Great strides have been made over the years to be a nationally recognized training delivery system.  COA has reviewed our Protection and Permanency training curricula and has found that Kentucky is compliant with the best practice standards.  Each training curriculum is developed and reviewed for alignment with the COA standards.  CFSR site reviewers have also indicated Protection and Permanency training curricula to be compliant with best practice standards. We have created a strong foundation that will allow us to spring forward into a culture where training focuses on the employee assessing and intervening to meet the needs of families and children, including children at risk in out-of-home care. 

Program Development and Consultation

The University of Louisville Child Welfare Training Assessment Team will continue to implement an evaluation model that was developed in Kentucky and incorporates the latest knowledge in the field of training evaluation, including the Kirkpatrick model.  Kentucky’s model considers the unique organizational and practice constraints of child welfare and family support while also including key predictor variables for training success.  

The key assumption of this new model for child welfare evaluation is that there are predictor variables, such as individual and organizational characteristics, that predict training outcomes, such as trainee reactions, learning and transfer.  This predictive relationship is mediated by the training cycle.  These training outcomes predict larger organizational outcomes such as child safety, permanency and well-being, as the use of key skills from training promotes best practice. 

In order to enhance the training process and evaluation of the transfer of learning, CHFS in conjunction with the University of Louisville developed a training reinforcement component, which was added to the Cabinet's classroom training model. The team developed the parameters of the training program and reviewed existing core training for the knowledge and skills that each new worker must be able to demonstrate in order to carry a caseload without assistance.  Behavioral anchors were developed through a job-task analysis and utilized to align the key training components with performance expectations.  

The Field Training Specialist Program is a coaching and mentoring program designed to assist new employees in the transfer of learning.  In several Regions, the Cabinet trains and monitors Field Training Specialists, who are high performing, senior level front-line workers, that provide on-the-job coaching and feedback to new workers in specific job skills.   The program begins when an employee is hired.  During the first three months of employment, the new employee is either in Academy style classroom training or experiencing on-the-job training with evaluative feedback from the experienced Field Training Specialist. The Division of Professional Development and Training will continue to pursue coaching and mentoring avenues to support the classroom and distance learning pieces of the curricula.  On the job learning components and just in time training will be a primary focus.

The Public Child Welfare Certification Program (PCWCP) will continue to be a pre-service education and training program for undergraduate junior and senior social work students designed to support the recruitment and retention of child welfare workers and prepare BSW students for public child welfare work.  This certification program is a creative partnership between CHFS and public/private universities with a social work program accredited by the Council on Social Work Education and serves as a national model for improved child welfare services. Components of this collaborative program include: 

· a common syllabus, test and text to be used at all participating universities; 

· a common application and highly structured university/agency selection process with a detailed binding contract between the agency and the student; 

· simultaneous delivery of classes via ITV/distance learning with shared faculty conducting the course; 

· use of University faculty and CHFS agency personnel in course presentations; 

· child welfare practicum experiences for the students in local Department for Community Based Services, Protection and Permanency offices, 

· University faculty member that serves as PCWCP Site Coordinator for all program activities; 

· process and outcome program evaluation conducted by the University of Louisville, Kent School of Social Work. 

All eight (8) public universities and three (3) private universities participate in the program.  Evaluation components of the program include:  a comparison of the pre and post-test scores of Certification students with the scores of other new employees completing the agency core competency training; the results of structured interviews with graduates and their supervisors; retention of these workers compared to others after their two years of required service are completed; and comparison of outcomes by PCWCP workers vs. non-PCWCP workers.  

Program evaluations conducted and documented by the University of Louisville have shown continued success of the PCWCP Program in developing high performing workers.  This cadre of workers is ready to provide high quality services to families and children served by the Cabinet upon graduation with a BSW.  A supplemental study conducted by the Cabinet during the FY 2002-2003 measured differences in the child welfare outcomes of safety, permanency and well being between social workers graduating from the PCWCP and those who were non-PCWCP graduates.  A match comparison between the two populations of graduates was evaluated in the following areas: 1) case completion rate, 2) appropriateness of permanency goals, 3) safety goals regarding re-occurring abuse and/or re-entry into out-of-home care, 4) well-being indication data from the Kentucky Foster Care Census (KFCC), and 5) a comparison of worker retention rates.   

Findings indicated a consistent pattern that PCWCP graduates tended to: 

· Intervene more aggressively in cases and provided more services in cases;

· Tended to use practices more consistent with the rating of risk in cases;

· Placed more children with relatives, fewer children in private child care facilities, more in adoptive homes and fewer in emergency shelter placements;

· Visited children in out-of-home care more regularly;

· Were rated by foster parents as providing more satisfactory visits to the children in out-of-home care;

· Completed past due referrals in a significantly shorter period of time;

· Established a permanency goal more often than the non-PCWCP group.  

The University of Louisville will continue to provide program evaluation in collaboration with the Cabinet.

In addition to the PCWCP program, the MSW and Ph.D. Stipend program provides incentives for both the Cabinet and the employee including: 1) payment by the Cabinet, through Eastern Kentucky University, of full tuition scholarships and semester stipends for books, fees, supplies, etc. for employees/students, 2) work time credit for employees/students for class and practicum work, 3) salary enhancement for employees who complete the program, within budgetary limitations, and 4) agency service commitments for MSW and Ph.D. graduates employed by CHFS (semester for semester).  Procedures for agency reimbursement for scholarships and stipend money expended by a participant unable to fulfill their contractual commitment are established between CHFS and Eastern Kentucky University.
 

The Cabinet has indicated new applications will be accepted for review and admissions into the Ph.D. Stipend Program effective July 1, 2004.  University Training Consortium staff through Eastern Kentucky University will continue to provide oversight of Ph.D. Stipend program implementation for those students currently enrolled in the program and serve as liaison to the Cabinet’s Division of Personnel and the Cabinet’s Division of Professional Development and Training.

ASFA Supervisor/Training and Evaluation 2003

During the past year, eight regions have participated in the ASFA Supervisor/Team Training that was developed in collaboration with the National Resource Center on Child Welfare Training and Evaluation.  The purpose of the training was to promote ASFA outcomes (safety, permanency and well-being) and strengthen casework skills through the Solutions Based Casework (SBC) model.  Preliminary evaluation of this model is still under review, but preliminary evaluation has been linked to some very positive outcomes.  Families with whom SBC was utilized were significantly more compliant than families with whom a traditional model was utilized.  The SBC families were more likely to follow through with outside referrals and complete tasks assigned.  The use of SBC was also significantly associated with the achievement of more case goals and objectives, as family compliance and goal achievement increases, there will be substantial benefits for children.

One of the most significant predictors of training transfer in this study was the learning readiness of the trainee, e.g. trainees who scored higher in learning readiness were significantly more likely to transfer knowledge and skills from the training program into practice.  Another predictor of training transfer was organizational support.  Trainees who rated their supervisors as more supportive of training were more likely to transfer training knowledge and skills.  A final predictor of training transfer was the acquisition of knowledge as a result of immediate learning.  Trainees who demonstrated higher levels of knowledge gain immediately were more likely to transfer training material to everyday casework practice.
This training was developed in partnership with University of Southern Maine and the University of Louisville. Beginning July 2004, this training will be merged with the new Coaching/Mentoring to Enhance Safety Permanency, and Well-being, for the remaining regions.  It will continue to be a Credit for Learning (CFL) course, but under a different course name.

Future Program Plans
The University of Louisville, Kent School of Social Work is developing an on-line training evaluation system that will provide feedback to the Division of Professional Development and Training, Supervisors and Workers.  The Level 1 training evaluation is being revised to focus more on the utility of the training sessions vs. the training experience itself.  The Level 2 and 3 training evaluations are being revised to ensure alignment with updated curriculum, behavioral anchors and COA standards of best practice.   We have already revised our Child Welfare pre-test and post-test this year to match Credit for Learning courses.  A new comprehensive system of collecting evaluation measures at all levels for all training is being developed this year and will be on-line before the end of this contract year.

We will be enhancing the Participant Feedback and Employee Self-Assessment Tool this year.  The purpose of this tool is to give supervisors feedback on their employee’s behavior from both the trainer and employee perspective.  It also allows the new employee the opportunity to self-assess their knowledge and skill level at the end of a training session.  It allows the supervisor to coach the new employee in areas that need improvement or reinforcement.  The Participant Feedback Tool will be utilized for all new employees and some tenured staff participating in a variety of training sessions including the Protection and Permanency Academy.  The feedback from the employee will be based on the specific learning objectives and skills taught in each training session.  The feedback provided by the trainers will be based on the following behaviors: timeliness, class participation, attitude, work accomplishment, knowledge, and computer technology skills (if applicable).  The supervisor will receive one of the following feedback comments to assist in coaching their employee:

· Needs Extensive Coaching –These employees are generally disruptive and belligerent.  They make no effort to learn the new material and are distracting to those trying to learn.

· Making Progress and Needs Some Coaching – These employees are trying but just don’t seem to fully understand and apply the new information.

· Needs Minimal Coaching –These employees come to training, participate, and seem to understand the new material.  They are able to apply the information learned.

· Reinforces Positive Behaviors – These employees go above and beyond the #3 rating.  They fully understand the material and help others learn how to apply it.  They demonstrate leadership skills with their classmates.

Limited English Proficiency

A new course will be developed and delivered beginning in the fall of 2004 to aid the Cabinet in meeting the needs of the Hispanic Latino families and children.  The course will be entitled:  Cultural Compentency with Hispanic/Latino clients.

This training will be conducted and designed in a collaboration with a trainer who is a consultant to the Equal Opportunity Compliance Branch; Division of Professional Development and Training; and two pilot regions: KIPDA Jefferson and KIPDA Salt River Service Regions. 

The regions will identify the number of participants who will complete 'Limited English Proficiency' (LEP) training sessions and the number of employees identified as qualified interpreters. After the trainings are completed, an assessment of customer satisfaction with the piloted training delivery methods will be conducted. This training pilot will help to develop and implement a learning reinforcement model for LEP, build internal capacity, support staff interpreters, satisfy Title VI/LEP mandates, and demonstrate compliance efforts.  The course will also foster an organizational culture of diversity, improve the Cabinet’s ability to address immediate service needs of LEP customers, and provide evaluation tools and guidelines for future LEP training delivery systems.
Training will be provided to agency foster and adoptive parents and staff, Independent Living Coordinators and Private Child Caring service delivery staff, group home workers and case managers using IV-E training funds.  This training will be coordinated by DCBS and provided through the Cabinet for Health and Family Services Training Division. 

Chafee Foster Care Independence Program (CFCIP)

Since FY 2001, the Cabinet, through the training consortium, has been training experienced foster parents in the requirements of the CFCIP legislation for all youth from ages 12 to 21 and the training of soft skills to youth between the ages of 12 and 15 years of age.  This core group of foster parents serves as trainers for the remainder of foster parents, adoptive parents, case managers and group home workers in the state.  

Eligible youth are given the opportunity to participate in developing materials for use by staff, foster parents and other youth, as well as the opportunity to assist with training in regard to Chafee Independence Program legislation.
Coaching/Mentoring/Monitoring 

(See PIP for details)

Case Record Documentation

Web based documentation training is being developed to improve documentation of case records.  This will focus on assessing progress or lack of progress on case plan objectives, completing assessments for new occurrences of maltreatment in active cases, and shorten the time it takes to document, by focusing only on relevant issues in the case.

Engaging Families

In partnership with the Casey Foundation, we will expand an advanced training program statewide, to assist staff in interviewing skills to engage family members to participate in Family Team Meetings. 

Partnership with Quality Central Program Staff

Enhanced partnerships will continue to consult with Quality Central staff every step of the way in development of new/revised curriculum. 
Technology 

Throughout this past year CHFS has continued to make improvements in the SACWIS system known as TWIST.  Projects that have been released this year include: 

· Update of individual basic screens - this project rearranged and streamlined the individual basic screens containing individual information, medical information, children's benefits, financial resources, as well as AFCARS and Adoption information.  A "Hispanic" field was added to satisfy ASFA requirements.

· Address Screen Family - introduced the capability of capturing current address information and address history for each individual.

· Children's Trust Fund - This project was a SACWIS requirement in adding an accounting component to TWIST.  TWIST can make payments and receive deposits (SSI, SSA, VA etc.) on behalf of a child, while maintaining a running balance.  Monthly ledgers and account details can be viewed or printed out for review or audit.

· SSN Verification - the object of this project is to implement a process for interfacing with the SSA and verifying the SSN information contained in the TWIST database.  As part of the Data Integrity Project, over 36,000 valid numbers have been identified.

· The original Court Screens in TWIST were difficult and cumbersome to navigate.  The entire series of Court Screens have been updated to include a single point of entry for all court cases that allows workers to enter all information one time, a new summary screen, complete information regarding a petition is stored, and provides the ability to update charge information.

· Adoptions Matching Phase II - This project was released in November 2003.  The adoption matching process of locating a resource home for a child will be available to regional staff.  This project should increase the number and frequency of on-line searches for homes for children, provide a more expeditious procedure for handling referrals, and subsequently increase the number of adoptive placements being completed.

· Case Plan Screens - scheduled for release in 2004.  This project will consist of the new CQA and Case Plan Screens in accordance with the revised Case Plan SOP.

ATTACHMENT:

Cabinet for Health and Family Services

Department for Community Based Services

Employee Staff Development Plan

Minimal Training Requirements

I. Training for All DCBS Employees 

1.
New Employee Orientation (within 1st month of employment)

a. Administrative Issues

b. Collaboration

c. Computer Issues

d. Introduction to CFC

e. Introduction to Everyone A Leader

f. Professional Development

g. Sexual Harassment Prevention

h. Stress Management

i. Time Management

j. Communicable Diseases

k. Introduction to Council on Accreditation

l. Health Insurance Portability and Accountability Act (HIPAA) (Web-based)

m. Random Moment Time Study (web-based; P&P only)

n. Safety First (web-based)

2.
Introduction to Community Based Services (within first 3 months)

3.
Everyone A Leader (to be completed in region within 10 months)

4.
Cultural Competency in the Human Services System (within 12 months)

5.
Sexual Harassment Prevention  (web-based yearly for tenured 

employees)

II. Training for DCBS Supervisors

1. Leadership Development Series: Part 1-3 (within 12 months of employment as a supervisor)

2. Employee Performance Evaluation System (via Personnel Cabinet within 3 months of employment as a supervisor) 

3. Sexual Harassment Prevention for Supervisors (within 3 months of employment as a supervisor – Video based training)

4. Random Moment Time Study Observer (web-based; P&P only)

III. Protection and Permanency Training for DCBS Employees

(COURSE 1 Credit for Learning: within first 3 months and prior to CPS case assignment)
1. Introduction to Child Welfare (within first 2 months)

2. Dynamics and Indicators of Families in Need of Services 

3. Assessing the Needs of Health and Family Services

4. Preparation and Participation in Judicial Proceedings

5. Case Planning

6. TWIST- Assessment and Case Planning 

(COURSE 2 Credit for Learning: within first 3 months and prior to APS case assignment)

7. Meeting Needs of Health and Family Services in Domestic Violence*

8. Meeting Needs of Vulnerable Adults 

(COURSE 3 Credit for Learning: within 18 months of employment and prior to assessing child sexual abuse cases)

9. Assessing Needs of Health and Family Services in Child Sexual Abuse*

10. Group Preparation and Selection (within first 6 months if functioning in R&C program area)

11. TWIST (within first 6 months specific to program area/function)

12. Investigations in Alternate Care Facilities (within first six months if functioning in Adult Services program area and prior to   conducting facility investigations)

13. Guardianship (within first 6 months if functioning in Adult Services program area and prior to conducting guardianship assessment)

14. Assessing CPS Referrals in Out-of-Home Care (prior to conducting abuse/neglect assessments in OOHC settings)  

15. Domestic Violence: Continuing Education* (every 2 years) 

16. ASFA Supervisor/Team Training (Credit for Learning: Regional based Course to be completed by January, 2005)

17. Enhancing Safety, Stability and Permanency for Children in the Child Welfare System (Credit for Learning: within 12 months of    employment for new staff and prior to October, 2005 for tenured 

Staff. NOTE:  If functioning in Intake or Adult Protective Services ONLY, employee is exempt)

Optional Credit for Learning Courses


1. Ethical Decision-Making

2. Collaborative Practice with Substance Abuse and Mental Health Services

IV. Protection and Permanency Training for Public Child Welfare Certification 
Program (PCWCP) Employees

1. Same as SECTION I: 1-4

2. TWIST- Case Planning

(COURSE 2 Credit for Learning: within first 3 months) 

3. Meeting Needs of Health and Family Services in Domestic Violence*

4. Meeting Needs of Vulnerable Adults 

(COURSE 3 Credit for Learning: within 18 months of employment or prior to assessing child sexual abuse cases)

5. Assessing Needs of Health and Family Services in Child Sexual Abuse*

6. Group Preparation and Selection (within first 6 months if function in program area)

7. TWIST (within first 6 months specific to program area/function)

8. Assessing CPS Referrals in Out-of-Home Care (prior to conducting abuse/neglect assessments in OOHC settings)  

9. Domestic Violence: Continuing Education* (every 2 years)

10. ASFA Supervisor/Team Training (Credit for Learning: Regional Based Course to be completed by January 2005)

11. Enhancing Safety, Stability and Permanency for Children in the Child Welfare System (Credit for Learning: within 12 months of   employment for new staff and prior to October, 2005 for tenured Staff)

V. Support Service Aides

1. Introduction to Child Welfare (within first 2 months)

2. Dynamics and Indicators of Families in Need of Services 

Optional Credit for Learning Courses


1. Ethical Decision-Making

2. Collaborative Practice with Substance Abuse and Mental Health Services

* Training course is mandated by Kentucky law

Ongoing Training/Educational Courses

All training/educational courses are offered at various sites throughout the year.  Training dates, location of events, and registration are posted on the Online Registration System (ORS) at: http://tris.eku.edu/ors/ 
Additional advanced training courses, course descriptions, course prerequisites and training information is available at:  http://www.cfctraining.eku.edu 

Questions may be directed to the Cabinet for Health and Family Services, Division of Professional Development and Training at (502) 564-9932 or via the website.              
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