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Objectives
At the conclusion of this session, students will be able to

13.1
Discuss the process of professionalization 
13.2
Discuss the professionalization of emergency management 

13.3

Discuss the definition of skills, knowledge, and competencies for emergency managers

13.4           Discuss the development of educational programs for emergency managers

________________________________________________________________________

Scope

This session provides an overview of the process of professionalization and how it applies in the public sector in general and in emergency management in particular. It includes the development of professional values, performance standards, ethical codes, and minimum qualifications for employment in the field. The Certified Emergency Manager (CEM) credential and the development of college-level programs in emergency management also are covered.
________________________________________________________________________

Readings

Required Readings:  

Nicholas Henry, “Managing Human Capital in the Public Sector,” (Chapter 9), Public Administration and Public Affairs, 11th Edition (New York:  Longman, 2010), pp. 206-257.
Suggested Readings:

Ellis M. Stanley, Sr., and William L. Waugh, Jr., “Emergency Managers for the New Millennium,” in Handbook of Crisis and Emergency Management, Ali Farazmand, ed. (New York: CRC/Taylor & Francis, in press).

William L. Waugh, Jr., “Local Emergency Management in the post-9/11 World,” in Emergency Management:  Principles and Practice for Local Government, 2nd Edition, edited by William L. Waugh, Jr. and Kathleen Tierney (Washington, DC:  International City/County Management Association, 2007), pp. 3-23.

________________________________________________________________________

Requirements

None
________________________________________________________________________

Comments

The process of professionalization in emergency management has parallels in many other fields. It may be helpful to discuss the professionalization of city management from its beginnings in the Progressive Era, when scandal and corruption encouraged reform efforts, to the development of professional training and education programs early in the 20th century. City management is also a very challenging profession that requires a broad understanding of politics, appropriate technical skills, and strong managerial skills, much like emergency management. The increasing cost of disasters and the professionalization of public and private employment today are encouraging a similar process in emergency management.  Greater involvement of faith-based and secular nongovernmental organizations in disasters is also encouraging the professionalization of those organizations to assure that there are adequate financial controls, effective leadership, and acceptable personnel practices, particularly when public monies are being used.
________________________________________________________________________

Objective 13.1 

Discuss the process of professionalization 

I.   The word “profession” is much used in American society. People may be termed “professionals” because they work in a field and are paid to do so. In that sense, people who work in emergency management offices but do not have specialized training in the field may be termed “professionals.” However, a “profession” has specific, identifiable characteristics.
II. A profession is a vocation that has
A. “A systematic body of theory,
B. A professional culture,
C. The sanction of the community,
D. A regulative code of ethics,
E. Substantial professional authority” (Greenwood, 1957; also see Van Wart, 1998, Chapter 3).

III. The most widely accepted professions are medical doctors and lawyers, but there are many established and emerging professions.
A. The medical and legal professions have clearly defined educational and experience requirements, codes of ethics, distinctive cultural values, and professional associations that control entrance to the profession and, to some extent, oversight bodies to enforce professional standards.
B. Public sector employment is very diverse and employees may have education and/or training in a specific technical field. Consequently, there are separate professional organizations for government accountants, regional and city planners, city managers, military comptrollers, military officers, police officers, teachers, and other public sector occupations.
C. Public employees are also represented by organizations like the American Society for Public Administration, which includes members from a wide variety of professions, including government accountants, police officers, military personnel, personnel managers, environmental protection agency personnel, and emergency managers from the public and nonprofit sectors. 

IV. A common body of knowledge, or what Greenwood called the “systematic body of theory,” is the knowledge that distinguishes the profession from others. It is the knowledge upon which the profession’s expertise is based.
A. The knowledge may be acquired in a formal program of education (e.g., a degree program) or in a structured training program.
B. For example, their profession’s common body of knowledge is imparted to new law enforcement officers in a police academy, to the State Department’s foreign service officers in the Foreign Service Institute, to military personnel in basic and advanced training schools or military academies, to biologists in a university biology programs, and to teachers in a state-approved programs of teacher education.
C. Some basic skills and knowledge may be required in order to begin the professional training and may be demonstrated through tests or proof of prior education or training. 
D. New members of the profession typically are socialized into the professional culture by learning the important values, mores, and customs. The socialization process may be done through formal training or an apprentice program (on-the-job training).

E. New entrants into the profession learn the jargon, approved behaviors, and the expected career progression. 
F. They are taught the central values, such as the public service ethic, and learn the history and symbols of the profession. 
G. Organizations like the military have very structured processes for inculcating entry level personnel with the requisite values, rituals, and language to progress through the ranks.  Basic training or boot camp is a rite of passage into the profession.  
H. Other organizations may have orientation programs or longer training programs to prepare new personnel.
V. In the public sector, it is common for employees trained in one profession or organization to move to another and, if others move in similar fashion, their professional value systems are transferred to and affect the second organization. 
A. For example, many of the employees of nuclear plants in the U.S. are former U.S. Navy personnel who worked on submarines or other nuclear-powered vessels and received their training through the Navy. 
B. Many employees of state and local human resource development offices are former school teachers because of their education and training in course design, instructional delivery, and other human resource areas. 
C. Many police and fire service personnel originally received their training in the military. 

D. Many emergency management personnel began their careers in emergency response organizations.

VI. A profession also enjoys the sanction of the community. The profession has internal and external controls. It can control access to the profession by determining minimum qualifications, appropriate training and education, accreditation of education programs, appropriate experience, and self-regulation of professionals in the field. 
A. For example, the master of social work degree is a minimum qualification for many social service occupations. 
B. The certified public accountant certificate is requisite to many accounting roles. Educational requirements to take the CPA examination are slowly increasing and accounting is becoming a five-year undergraduate degree program at some universities.  
C. Nursing and other professional fields are also increasing minimum educational requirements for entry. A bachelor degree is the minimum requirement in many professions and, increasingly, professional organizations are encouraging the development of five-year degrees to ensure that students can take a strong liberal arts core curriculum before entering advanced professional courses.

VII. Professions have their own codes of ethics. Peer pressure, professional review, and sanctions for unethical or “unprofessional” behavior are used to police the profession and to maintain its good reputation.
A. It is often debated whether ethics can be taught or whether people are inherently ethical or not. One’s opinion usually reflects one’s perception of human nature.
B. Ethical issues in public administration are usually debated on the assumption that one can learn to be ethical (or there is no point to the discussion). 
C. It is also assumed that ethics develop over time, that people can be sensitized to ethical considerations (so that they will recognize ethical issue when they arise), and that people can become more competent in dealing with ethical issues and have stronger commitment to good ethics (Vasu, Stewart, and Garson, 1998: 381).
D. The American Society for Public Administration’s code of ethics provides a broad code for all public employees (provided in appendix A).
1. The ASPA code of ethics focuses on serving the public interest, following the law, and being honest and trustworthy.

2. The ASPA code also encourages public employees to strive to be effective in their work.  
E. The International Association of Emergency Managers (IAEM) code of ethics (provided in Appendix B) encourages professionals in the field to respect superiors, subordinates, colleagues, and the public itself and to maintain the public trust and confidence.
F. The common wisdom is that people may have difficulty understanding how abstract codes of ethics apply in particular circumstances. Therefore, specific guidance is more effective, and periodic review of the code serves as a reminder to be attentive to ethical issues.
1. For example, public agencies may routinely reaffirm ethical principles for employees in procurement and other fields who may frequently encounter ethical dilemmas in dealing with vendors, buyers, clients, or others outside of the organization. 
2. Periodic training typically focuses on specific issues that might present ethical issues, such as protecting the privacy of clients.

G. Codes of ethics should deal with issues like gifts, favors, and other activities that may create or potentially may lead to conflicts of interest, illegal relationships, or other ethical problems.
H. An important consideration is that there is a distinction between ethical and legal issues.  Some actions may be legal but, at the same time, may be unethical.  Understanding the difference and recognizing when courses of action may require one to make one’s own ethical choice is important.  

VIII. Professions are given substantial regulatory authority because of the regard for their expertise by the public and/or the people they serve. 
A. Professional expertise is sought out when clients have technical or special needs and the clients expect that their needs cannot be satisfied by nonprofessionals.
B. Members of a profession typically develop their own technical language or jargon, set performance standards, and monitor quality within the profession (Van Wart, 1998: 64).
C. They also develop training and education programs to teach the common body of knowledge and to create credentials that distinguish them from other professions and control access to the profession. 
D. For example, one has to be trained as a lawyer and pass the bar exam in order to practice law. It is not possible in many states today to graduate from a law school not accredited by the American Bar Association or to learn law on one’s own (as was common early in U.S. history) and be admitted to the bar. State laws prohibit non-lawyers from performing many legal services and have prohibited the use of off-the-shelf software for drawing up wills and other legal documents. Therefore, the ABA effectively controls access to the legal profession.
IX. Professionalization has positive and negative effects on public sector organizations. 
A. The positive effects are 
1. the emphasis on competence and capacity-building, 
2. oversight of professional performance and standards, 
3. job satisfaction due to enhanced status and expertise, 
4. innovation as new approaches and techniques are disseminated within the profession, and 
5. general satisfaction with the services provided (Van Wart, 1998: 74-75).

B. The negative effects are
1. excessive standards for education and training, 
2. excessive specialization,
3. excessive power by the profession itself, 
4. the increased cost of labor (salaries) for professional services, and
5. obsessive concern for their clients (to the exclusion of the interests of the public and other groups) (Van Wart, 1998: 76-77).

X. Some professions, like law enforcement and firefighting, however, are experiencing a tremendous increase in educational and training requirements, but only a very slow increase in salaries and other rewards.

XI. Pressures to increase education and training are particularly problematic for volunteer organizations, such as volunteer fire departments, whose members have jobs and other demands upon their time.

________________________________________________________________________

Exercise I
Check the Web sites and publications of disaster response and recovery organizations to find codes of ethics and recommendations concerning appropriate training in the field. Comparison of codes of ethics and recommended training should illustrate the professional orientations of the organizations. Questions to ask include: Is a college degree in the field recommended? How much experience is required and what kind? Are there professional credentials offered through the organization?  [Examples can be found in the “Principles of Emergency Management” course on the FEMA Higher Education Project website.]
Exercise II

Have students read the ASPA and IAEM codes of ethics (Appendices A and B) and assess how well the codes might serve professionals in the field.   How easily can the values be translated into practice?   Do the codes provide enough information for professionals new to the field so that they know what kinds of behaviors are unacceptable?   Can you give an example of an action that might be legal, but you would consider unethical (and vice versa)?  
Exercise III

Ask students to evaluate how professional local emergency management is in their communities.  Are the officials trained in emergency management?  Do they have Certified Emergency Manager credentials?

________________________________________________________________________

Discussion Questions:
1. What are some of the professions associated with emergency management?

2. Is it unethical, based on the ASPA code of ethics, not to do one’s job as well as one can?
3. What are the major problems with professionalization?

4. What are the advantages of professionalization?
________________________________________________________________________

Objective 13.2 

Discuss the professionalization of emergency management 

I. With few exceptions, civil service systems in the United States are merit-based. (Henry, 2010). 

II. Personnel are recruited, selected, promoted, and compensated based upon merit rather than personal or political relationships.  Personal and political considerations may have some impact, however.  Racism, sexism, ageism, partisan politics, and other biases may well influence personnel actions even though laws are in place to limit their influence.
III. There are limitations on how public employees may participate in political activities, particularly when “on the job.”  
IV. Recruiting, selecting, and retaining qualified emergency management personnel, i.e., managing human capital, requires considerable understanding of the labor pool (how many and what kinds of people are likely to be attracted to the field); position requirements; the necessary knowledge, skills, and abilities (KSAs) to perform effectively; the civil service system itself; and the long term human resource needs of the organization. 

V. Attracting and maintaining a diverse workforce is in the public interest and broadens organizational perspectives and capacities.  Equal employment opportunity and Affirmative Action laws are designed to encourage diversity in public organizations.  Private and other nongovernmental organizations may have policies that promote equal employment opportunity and encourage diversity.  
VI. Civil service systems are generally structured by job categories that reflect knowledge and skill areas and career paths.  Position classification is the process of determining how positions will be defined and compensated (Henry, 2010).  There may be hundreds of job categories and position classification attempts to group the jobs on the basis of knowledge and skill levels.  
VII. The federal civil service has a general schedule with fifteen grades or ranks and an executive schedule with five grades.  Some agencies have separate personnel systems.  [General Schedule or GS grades may be familiar to students.  Entry level positions for college graduates are generally in the GS-5 to GS-7 range but higher for Presidential Management Fellows and other special hiring programs.]  Salaries are based upon grades.
VIII. The 9000 positions for which the president can make appointments are listed in the Plum Book <http://www.gpoaccess.gov/plumbook/index.html>.  [The Plum Book is described on the Office of Personnel Management website < http://www.opm.gov/ses/facts_and_figures/plumbook.asp>.]  
IX. State and local governments may have very different civil service structures with many more job categories, although the trend is toward “broad-banding” which means having fewer grades and broader salary ranges in order to give administrators greater flexibility in compensating workers (Henry, 2010).
X. Emergency management is professionalizing slowly because many state and local governmenst are professionalizing slowly, but there is increasing pressure to speed up the process to improve accountability and promote efficiency and effectiveness.  Some states do have a long history of very professional state and local governments and others do not.  
XI. The slow process of professionalization may reflect the fact that many civil service systems do not have job categories for professional emergency managers or do not provide a range of positions from entry-level to executive level that provide for career development.  Compensation levels for emergency managers are low in smaller local governments, as a rule, and experienced personnel may have to leave in order to get higher salaries.  
XII. Since the 1980s, state and local governments have had to respond to more and more mandates to mitigate hazards.
A.  Local officials, in particular, can be held legally accountable for failing to address known hazards reasonably.  [See session on legal issues.]
B. Increasing numbers of major disasters resulting in presidential disaster declarations have demonstrated the need to have competent, professional emergency managers who can assure that hazards are reduced as much as possible (to reduce property loss and human suffering), disasters are managed effectively, and damage assessment is conducted quickly so that governors can apply for presidential disaster declarations.
C. All states and increasing numbers of local governments have created emergency management agencies (EMAs) to serve as the lead agencies in hazard management and disaster response.
D. Like other public sector organizations, EMAs typically employ people with a wide variety of professional backgrounds and areas of technical expertise. 
E. The staffs of large EMAs may include personnel with 

1. professional planning credentials, 
2. computer expertise, 
3. experience and training in logistics (i.e., moving large numbers of people and large amounts of material from one location to another), 
4. specialized hazards training (e.g., hazardous materials, terrorism, hurricanes, and/or seismic hazards), 
5. communications expertise, 
6. training and other human resource development expertise,

7. specialized administrative skills in areas such as budgeting and information resource management; and 
8. generalist administrative skills in such areas as dealing with outside groups or managing diverse workforces.

XIII. Categories or groups of EMA personnel may differ in their common bodies of knowledge, technical languages, codes of ethics, sets of cultural values, and levels of acceptance as professionals by the community, and in the other appurtenances of a profession.
XIV. Developing a common language for emergency management is a necessity, given the diversity of the technical fields and professional backgrounds that may be represented in an EMA.  In some respects, the incident command system does provide common terminology for emergency response.  
XV. As EMAs grow and age, there is a process of institutionalization in which procedures are codified (i.e., standard operating procedures), staff are added to provide specialized expertise, the agency becomes more hierarchical, and working relationships are established with other agencies within that government and with state and federal EMAs.
XVI. Small EMAs usually operate on an ad hoc basis, adapting to needs and circumstances and developing personal relationships with other officials and agencies. EMA personnel may have several distinct jobs to perform and cross-training may be used to assure that personnel will have the requisite skills when needed.  Specialized expertise may be provided by other agencies and equipment may be borrowed from them. 
XVII. In federal, state, and local civil service systems, veterans typically receive 5 to 10 points on employment examinations (or graded applications), which gives them some advantage over nonveterans. For that reason, disproportionate percentages of public employees at all levels of government and in most kinds of agencies are veterans. 
XVIII. Therefore, many emergency managers are retired or former military personnel, although growing numbers are coming into the profession from environmental protection agencies, nonprofit disaster organizations, and community groups. The diversity of backgrounds is encouraging a broader perspective on the field.
XIX. One of the first steps toward professionalization is the establishment of a professional association (see Van Wart, 1998: 64-66).
XX. Emergency managers are represented by a variety of professional associations, some specialized and some not, including 
A. the National Emergency Management Association (NEMA), which largely represents state emergency managers;
B. the International Association of Emergency Managers (IAEM) (formerly the National Coordinating Council on Emergency Management), which primarily represents local emergency managers;
C. the Section on Emergency and Crisis Management of the American Society for Public Administration, which represents emergency managers and related administrators at all levels of the public and nonprofit sectors and faculty and students in the field; and 

D. the American Planning Association, which represents professional planners and faculty and students in many areas of planning.

________________________________________________________________________

Exercise

Ask students about their experiences with equal employment opportunity.  How equal is opportunity in public, private, and nongovernmental organizations?  What biases have they noted in recruiting and hiring practices?  Have they encountered racism, sexism, ageism, partisanship, and other biases in job searches or in employment?  How fair is veterans’ preference to nonveterans?  
________________________________________________________________________

Discussion Questions:
1. What kinds of professional skills might be required in an emergency management agency?

2. Where might an emergency manager in a very small EMA find technical assistance if there is no money to hire technical staff?

3. What is “equal employment opportunity” and how does it work in public organizations?

4. What should be the role of the professional organization in promoting the interests of the profession?  
5. Should veterans have preferred treatment in public employment?  What kinds of preferences should they have?

________________________________________________________________________

Objective 15.3 

Discuss the definition of skills, knowledge, and competencies for emergency managers

I. As in other public or nonprofit sector agencies, specialized education and training may be required for entry into an emergency management organization, but broader perspectives and experience are typically needed at the higher levels of the administrative structure. 
II. The choice for agencies seeking to fill leadership positions is either to hire “generalists” to run their operations or to cultivate more generalist perspectives among technical or specialized personnel. 
III. The process of professionalization will reflect decisions concerning the need for generalist or technical specialist leaders, career paths from entry level to the mid-to-high ranks in the organization (although personnel may seek advancement through other agencies rather than within one), a process of career development (i.e., acquiring new skills and competencies through training, education, etc.), and reward structures that encourage desired behavior. 
IV. If the choice is to rely upon leaders with specialized skills, the common body of knowledge for each category or group of personnel will reflect the need for increased technical expertise and, increasingly, the need to integrate general management skills to ensure that the leaders can deal with subordinates effectively. 
V. As pressures have increased for state and local governments to establish EMAs and to hire professional emergency managers, there is more interest in the training and education of people entering the field and staffing EMAs. 
VI. Initially, emergency management was primarily viewed as either disaster planning or “alarm response” (see Grant, 1996: 316). The assumption of many officials was that the most appropriate credentials were training or experience in planning or in a public safety area, such as law enforcement or fire services.
VII. As the field of emergency management has become better understood by other public administrators and elected officials, the view of what might be appropriate professional credentials for the field has changed.
VIII. The three areas of knowledge identified by Nancy Grant (1996: 317-323) as most important are
A. emergency management laws and programs,
B. emergency operations and role responsibility, and
C. emergency management training and education.

IX. Emergency managers need to understand the provisions of federal and state laws regarding hazard mitigation, preparedness, and recovery. 
A. For example, they need to understand the provisions of SARA Title III (Superfund): Emergency Response Planning and Community Right-to-Know, which require the establishment of local emergency planning committees (LEPCs) and public notification of hazards, as well as preparation for and response to those hazards on the part of local authorities.
B. Compliance with NIMS is required to receive federal funding.  Compliance requires training and the adoption of plans that facilitate integration with regional, state, and federal operations.

X. Emergency managers also need to understand the hazards that may threaten their communities and what laws may require relative to those hazards. The National Earthquake Hazards Reduction and Protection Act of 1977, for example, requires attention to seismic hazards. The Nuclear Regulatory Commission requires attention to emergency planning around (as well as within) nuclear plants. 
XI. There are numerous federal and state laws regarding air and water quality that may also be affected by hazards. 
XII. Emergency managers also need to understand state and local building codes, land-use planning regulations, and zoning laws. 
XIII. And emergency managers need to understand laws regarding taxation, water and sewer lines, transportation, communication networks, and so on.
XIV. In terms of emergency operations and the roles of emergency managers, they should understand the comprehensive emergency management framework and the structure of emergency operations.  An understanding of comprehensive emergency management, including the all-hazards approach and the involvement of all stakeholders, is fundamental to the profession. 
XV. That knowledge should include an understanding of 
A.  the Incident Command System (ICS);
B. the National Incident Management Systems (NIMS),

C. the role of the emergency operations center;
D. their specific duties in an emergency operation;
E. the planning process and the content of relevant plans;
F. the communications system;
G. the intergovernmental system (i.e., who has authority and who has resources that can be used in the operation);
H. the legal context of emergency management (i.e., what is legal and what is not);
I. and, to some extent, the general procedures and operations of response agencies, such as fire departments, emergency medical services, and law enforcement agencies.

XVI. Emergency managers also need to be coalition-builders (i.e., good politicians), motivators (i.e., good human resource managers), and competent administrators.
XVII. Emergency management frequently involves intergovernmental and interorganizational cooperation. Political relationships affect the willingness of other officials and agencies to cooperate and their legal bases for doing so. Emergency managers have to negotiate, compromise, and collaborate with officials outside their government and within it in order to accomplish tasks.  

XVIII. Emergency managers do need to know what skills are useful and how they might develop them through training and education programs (as well as through on-the-job training). 
XIX. Technical skills in geographic information systems and decision support systems, for example, are important to an EMA, but not all EMA personnel need to have such specialized competencies. 
XX. Generalists have a broader view of an organization and its operations. They are not overly influenced by their own technical specialties and are less likely to use jargon that cannot be understood by nonspecialists. Generalists can oversee the work of specialists in budgeting, hazardous materials response, and other functional and hazard areas because they know a little about a lot of things.
XXI. Because of the apparent lack of understanding of the emergency management role in disaster operations during the Hurricane Katrina disaster in 2005, Mike Selves, then president of IAEM, asked that a program be initiated to define the field of emergency management and to identify its core values.  
A. In early March of 2007, a small group of local, state, and federal emergency managers and academics met at the Emergency Management Institute in Emmitsburg, Maryland, to begin the process of defining the field and its values.

B. The group included people drawn from IAEM, NEMA, the NFPA 1600 committee, the Emergency Management Accreditation Program (EMAP), the private sector, the academic community, and other groups.  Dr. Cortez Lawrence, superintendent of the Emergency Management Institute, lent his support and Dr. Wayne Blanchard facilitated and moderated the discussions. 
C. The principles of emergency management identified by the working group were:  
1. Comprehensive – comprehensive emergency management involves all-hazards, all phases or functions, and all sectors.  The broad view of the role fits the scope of “programs” as defined by NFPA 1600 and the EMAP standards and the assumptions that underlie the Certified Emergency Manager program. 
2. Risk-driven – emergency management, to be effective, has to focus on real, measured risk.  The first priority of emergency managers is to protect their own communities. Therefore, planning, resource allocations, and policy priorities have to address the hazards that pose the greatest risk to communities.  
3. Integrated –emergency management involves bringing together all levels of government, the private sector, and nongovernmental organizations, as well as volunteers, and making them part of the effort to deal with hazards and disasters.  Links to nongovernmental organizations and the private sector and receptiveness to volunteers are essential.
4. Coordinated –emergency management focuses on organizing all stakeholders behind a common purpose.  The coordinative role is evident in emergency operation center functions.  It also reflects the notion that emergency managers coordinate, rather than direct, emergency operations.  
5. Collaborative - emergency management is based upon genuine collaboration, rather than command-and-control.  Genuine collaboration is a process of relationship building.  Mutual trust and open communication are critical elements of those relationships.   
6. Flexibility – emergency management requires adaptability, innovation, and improvisation.  Inflexible plans and organizational structures reduce flexibility and, therefore, should be avoided.  
7. Progressive – emergency management requires learning to anticipate and prepare for future disasters.  Disaster resistant and disaster resilient communities are goals.
8. Professional – emergency management is a science- and knowledge-based profession.  Ethics, education, training, experience, public stewardship, and continuous improvement are essential to the practice of emergency management.  
D. The eight principles were circulated for discussion within the profession and are being promoted by IAEM, NEMA, FEMA, and other organizations.
E. Emergency management is distinct from emergency response.  It is a management field that requires expertise in planning, organizing, directing (managing), staffing, coordinating, reviewing (evaluating), and budgeting, as well as some knowledge of the science of natural and man-made hazards, including terrorism, and skill in problem-solving.  
F. The group also concluded that emergency management involves facilitating the work of the many networks that are responsible for emergency response in the US to assure that response operations make the best use of available resources and are effective.  
G. Emergency managers should be part of the management team in municipalities, counties, states, private businesses, nonprofit organizations, and other organizations.  As Tom Drabek concluded in his classic 1987 study, The Professional Emergency Manager, interpersonal skills may be more important than technical skills.  
______________________________________________________________________

Exercise

Ask students to evaluate the eight “principles of emergency management” in terms of how they fit the students’ perceptions of how emergency managers operate.  How do they match the stereotype of the crisis manager or disaster leader?  What kinds of skills must emergency managers have to function as the principles suggest?  
______________________________________________________________________

Discussion Questions:

1. What is the advantage of having generalists for administrators?  What is the advantage of having specialists as administrators?

2. Why is it important for emergency managers to be good politicians, as well as to be knowledgeable about hazards management and disaster operations?

3. How might the eight “principles of emergency management” affect how EMAs and professional emergency managers interact with the public?  With elected officials?

4. If small jurisdictions have small emergency management staffs, some only having one part-time emergency manager, how might they assure that there are adequate numbers of personnel available in emergencies?

________________________________________________________________________

Objective 15.4 

Discuss the development of educational and training programs for emergency managers

I. The education and training of emergency managers has come from a wide variety of sources, including
A. military training programs in areas such as logistics, firefighting, transportation, and counter-terrorism operations;
B. special state and federal training programs for local responders in such areas as responding to fires and hazardous materials accidents and to terrorist incidents;
C. state and federal training programs for agency personnel in such areas as responding to nuclear accidents (Nuclear Regulatory Commission), dealing with aviation and other transportation disasters (Federal Aviation Administration and National Transportation Safety Board), and dealing with epidemics (Centers for Disease Control and Prevention);
D. state and federal training programs in specific emergency response areas, such as training programs at state fire academies and the U.S. Fire Academy; and 
E. special emergency management training for elected officials and other administrators through state programs and FEMA’s Emergency Management Institute in Emmitsburg, Maryland.

II. FEMA, NEMA, IAEM, and other national and state professional organizations developed the Certified Emergency Manager (CEM) program to provide a professional credential for personnel with disaster experience and related training and education. 
A. The CEM program is administered by IAEM, which has a commission to review the qualifications of applicants.
B. The CEM requires that applicants possess 
1. a four-year college degree in an appropriate area of study, 
2. at least three years of emergency management experience, 
3. at least 100 hours of emergency management training in the last five years, 
4. at least 100 hours of general management training within the last five years, and 
5. three references to substantiate the training and experience. 

C. Certification is renewed every five years after the applicant passes a written test.
D. An Associate Emergency Manager credential is offered for those without the formal education that is now required.
E. Such credentialing programs commonly experience increases in minimum requirements after a few years and it can be expected that the education and training requirements of the CEM will become more stringent. 
F. In the future, it can be expected that a degree in emergency management will become the preferred standard.
G. While the CEM credential is not required for employment in the field now, it may become so as more EMA administrators responsible for hiring hold the certification themselves.

III. Opportunities for professional education are also being cultivated through FEMA’s Higher Education Project which is supporting the development of college-level courses in many areas of emergency management. 
A. The principal focus of the Higher Education Project is on the development of undergraduate courses and degree programs in emergency management. 
B. The Higher Education Project is also encouraging and supporting the development of professional certificates, specializations in emergency management in master of public administration programs, and graduate degrees in emergency management at the master and doctoral levels.

IV. Professional education and training generally focus on developing generalists or specialists in the field. 
A. Generalist programs provide overviews of the many aspects of emergency management, with a focus on the management of EMAs, including budgeting, human resource management, intergovernmental relations, training and exercising, and decision making. 
B. Generalist programs, for example, may require that graduates be computer “literate” rather than highly proficient in computer analysis. The goal is for graduates to be able to understand and use computerized information systems and databases. 
C. Specialist programs are designed to educate and/or train personnel with very technical skills in areas such as geographic information systems, communications, firefighting operations, or responding to hazardous materials spills.
V. As education programs proliferate, the usual pattern is the development of standards for curricula in terms of minimum number of credit hours, experiential learning requirements (i.e., internships), and general substantive areas that should be covered. 
VI. There is still debate concerning the kinds of knowledge, skills, and abilities that might be covered in bachelor, masters, and certificate programs

VII. In professional fields, it is common to encourage a balance between theoretical knowledge of the field and practical experience. 
VIII. Too much theory without attention to applications may be too abstract for students preparing to enter the field, and too much attention to specific disaster experience (e.g., “war stories”) does not provide frameworks for understanding the experience and how it may apply in future cases.
IX. The final step in the development of academic programs in a professional field like emergency management is an accreditation process to ensure that the program covers the common body of knowledge, as well as the legal, political, social, and cultural contexts of the profession.
X. Currently, national accreditation bodies are focusing on the overall quality of academic programs, including the qualifications of faculty and the resources available to support the programs, rather than on conformity with a narrow definition of the field (e.g., specific courses). Diversity in educational philosophies and approaches is being encouraged.
XI. As the profession gains more and more members, the average level of professional education and training within the profession tends to increase. People seek out educational and training programs to give them entry into the profession. The most active members of professional associations tend to be those with the most education and training (and professional interest), and they encourage the raising of standards. Over time, education becomes more important and it is clearer what kinds of education may be appropriate.

Exercise

Ask students what topics should be covered in emergency management bachelor and masters degree and in certificate programs.  What is the appropriate balance between the practical and theoretical?  What kinds of skills, such as emergency planning and geographic information systems (GIS) analysis, should students acquire?  How should practitioners be involved in the program?  

_______________________________________________________________________

Discussion Questions:

1. Why do professional education and training requirements tend to increase?

2. How important is it that professionals in the field be CEMs?  

3. What kinds of courses might be included in an undergraduate degree program in emergency management?  A graduate program?
4. How important is theory to an education in emergency management?

5. How important is practical experience for students preparing for careers in emergency management?

________________________________________________________________________
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Appendix A

American Society for Public Administration Code Of Ethics

The American Society for Public Administration (ASPA) exists to advance

the science, processes, and art of public administration. The Society affirms

its responsibility to develop the spirit of professionalism within its membership,

and to increase public awareness of ethical principles in public service

by its example. To this end, we, the members of the Society, commit ourselves

to the following principles:

I. Serve the Public Interest

Serve the public, beyond serving oneself. ASPA members are committed to:

1. Exercise discretionary authority to promote the public interest.

2. Oppose all forms of discrimination and harassment, and promote affirmative action.

3. Recognize and support the public’s right to know the public’s business.

4. Involve citizens in policy decision-making.

5. Exercise compassion, benevolence, fairness and optimism.

6. Respond to the public in ways that are complete, clear, and easy to understand. 

7. Assist citizens in their dealings with government.

8. Be prepared to make decisions that may not be popular.

II. Respect the Constitution and the Law

Respect, support, and study government constitutions and laws that define responsibilities of public agencies, employees, and all citizens. ASPA members are committed to:

1. Understand and apply legislation and regulations relevant to their professional role.

2. Work to improve and change laws and policies that are counter-productive or obsolete.

3. Eliminate unlawful discrimination.

4. Prevent all forms of mismanagement of public funds by establishing and maintaining strong fiscal and management controls, and by supporting audits and investigative activities.

5. Respect and protect privileged information.

6. Encourage and facilitate legitimate dissent activities in government and protect the whistleblowing rights of public employees.

7. Promote constitutional principles of equality, fairness, representativeness, responsiveness and due process in protecting citizens’ rights.

III. Demonstrate Personal Integrity

Demonstrate the highest standards in all activities to inspire public confidence and trust in public service. ASPA members are committed to:

1. Maintain truthfulness and honesty and to not compromise them for advancement, honor, or personal gain. 

2. Ensure that others receive credit for their work and contributions.

3. Zealously guard against conflict of interest or its appearance: e.g., nepotism, improper outside employment, misuse of public resources or the acceptance of gifts.

4. Respect superiors, subordinates, colleagues and the public.

5. Take responsibility for their own errors.

6. Conduct official acts without partisanship.

IV. Promote Ethical Organizations

Strengthen organizational capabilities to apply ethics, efficiency and effectiveness in serving the public. ASPA members are committed to:

1. Enhance organizational capacity for open communication, creativity, and dedication.

2. Subordinate institutional loyalties to the public good.

3. Establish procedures that promote ethical behavior and hold individuals and organizations accountable for their conduct.

4. Provide organization members with an administrative means for dissent, assurance of due process and safeguards against reprisal.

5. Promote merit principles that protect against arbitrary and capricious actions.

6. Promote organizational accountability through appropriate controls and procedures.

7. Encourage organizations to adopt, distribute, and periodically review a code of ethics as a living document.

V. Strive for Professional Excellence

Strengthen individual capabilities and encourage the professional development of others. ASPA members are committed to:

1. Provide support and encouragement to upgrade competence.

2. Accept as a personal duty the responsibility to keep up to date on emerging issues and potential problems.

3. Encourage others, throughout their careers, to participate in professional activities and associations.

4. Allocate time to meet with students and provide a bridge between classroom studies and the realities of public service.

Enforcement of the Code of Ethics shall be conducted in accordance with Article I, Section 4 of ASPA’s Bylaws. In 1981 the American Society for Public Administration’s National Council adopted a set of moral principles. Three years later in 1984, the Council approved a Code of Ethics for ASPA members. In 1994 the Code was revised. 

(Source: http://www.aspanet.org. Also appears on back cover of public Administration review)

Appendix B  

IAEM CODE OF ETHICS and professional conduct 
The International Association of Emergency Managers (IAEM) is an international organization dedicated to promoting the goals of saving lives and protecting property by mitigating, preparing for, responding to, and recovering from disasters/emergencies. IAEM sponsors the Certified Emergency Manager® (CEM®) and Associate Emergency Manager (AEM) Program to maintain professionalism through the certification process.

The Code of Ethics and Professional Conduct must be embraced and upheld by all individuals who are awarded the CEM®/AEM designation. The promise to uphold the Code signifies the assumption that the emergency manager will act prudently and responsibly beyond the requirements of law and codes.

The Code of Ethics and Professional Conduct embodies the certification program philosophy and objectives. Each CEM®/AEM promises to adhere to the Code. 

Preamble

Maintenance of public trust and confidence is central to the effectiveness of the emergency management profession. The members of the International Association of Emergency Managers (IAEM) adhere to the highest standards of ethical and professional conduct. This Code of Ethics and Professional Conduct for IAEM members reflects the spirit and proper conduct dictated by the conscience of society and commitment to the well-being of all. The members abide by the association’s core values of respect, commitment, and professionalism.

Values
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Respect: Respect for supervising officials, colleagues, associates, and most importantly, for the people we serve is the standard for IAEM members. We comply with all laws and regulations applicable to our purpose and position, and responsibly and impartially apply them to all concerned. We respect fiscal resources by evaluating organizational decisions to provide the best service or product at a minimal cost without sacrificing quality.
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Commitment: IAEM members commit themselves to promoting decisions that engender trust and those we serve. We commit to continuous improvement by fairly administering the affairs of our positions, by fostering honest and trustworthy relationships, and by striving for impeccable accuracy and clarity in what we say or write. We commit to enhancing stewardship of resources and the caliber of service we deliver while striving to improve the quality of life in the community we serve.
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Professionalism: IAEM is an organization that actively promotes professionalism to ensure public confidence in emergency management. Our reputations are built on the faithful discharge of our duties. Our professionalism is founded on education, safety, and protection of life and property.
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