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The Administration for Community Living’s (ACL)  

Long-Term Services and Supports (LTSS) Workforce Competency Model  
Webinette Script 

 
 
 
(Title Slide)  
The Long-Term Services and Supports Workforce Competency project was funded by the Administration 
for Community Living (ACL) – formally the Administration on Aging – to support the goal of making 
participant-directed options available to all individuals as these options can help individuals maintain 
their dignity and independence in their homes and communities. 
 
 
(Slide 2)  
LTSS Workforce Competency Project 
 

 Project goal: accelerate the adoption of person-centered and participant-directed practices in 
the LTSS networks.   

o This goal is in keeping with ACL’s long-term vision to develop a LTSS system that 
provides participant-directed programs and services to all 

 Supports mandates in Older Americans Act and Affordable Care Act to maximize independence 
and choice for all people using LTSS.   

 Competency Project will help drive the culture and systems changes that enable participant 
direction to be the primary way people access, obtain, and receive LTSS.   

 This requires that all members of the LTSS workforce have the appropriate knowledge and skills 
to provide person-centered and participant-directed services 

 
 
(Slide 3) 
LTSS Workforce Competency Project: Development Process and Products 
 
Conduct an Environmental Scan  

 The environmental scan activities  included: 

 Identifying relevant publications on competency based education and training via searches using 
electronic data search engines (e.g. Business Source Premier, ERIC, Medline, ProQuest, etc.) 

 Reviewing approximately 40 websites of government agencies, national disability and aging 
associations, and academic institutions to identify efforts to define LTSS workforce competency.  

 Conducting informational interviews with representatives of government agencies and national 
disability and aging associations regarding efforts to define LTSS workforce competency.  

 
Identify models and partners  

 Through the environmental scan, the project identified a number of different competency 
models including the DOL Long-Term Care, Services, and Supports Competency Model, which 
serves as the basis for the ACL Long-Term Services and Supports (LTSS) Workforce Competency 
Model as well as identifying many of the partners who helped complete  the project 
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Revise DOL workforce model 

 Our federal agency and national professional organization partners reviewed and provided input 
as we revised the DOL workforce model to provide foundational competencies for LTSS 
workforce that embed person centeredness, participant direction, and cultural competency. 

 
 
(Slide 4)  
The National Institutes of Health (2010) define competencies as follows:  Competencies encompass 
knowledge, skills, and abilities, combined with other personal characteristics such as values, initiative, 
and motivation that contribute to successful individual and organizational performance.  Competencies 
are not only about what you know, but how you apply what you know.  
  
The education and professional training literature on the concept of competence is extensive and 
encompasses a variety of related competency definitions that typically incorporate three aspects of the 
National Institutes of Health definition that the project used to guide its work. 
 
Competency definitions typically incorporate three aspects: 
1) Does the individual possess sufficient knowledge to successfully carry out defined job activities?  
2) Does the individual possess sufficient skills to successfully carry out defined job activities?  
3) Is the individual able to apply appropriate knowledge and skill to a new situation successfully?   
 
Knowledge, skills, and ability to successfully carry out defined job activities are the basis of workforce 
competency. 
 
 
(Slide 5) 
As I mentioned, the project identified the Department of Labor’s (DOL) Competency Model in its 
environmental scan. The DOL model is based on the competency building block concept that builds from 
more general competencies to more specialized competencies.  This provides a framework that can be 
modified to meet the requirements of different industries.   
 
Using the DOL model, ACL and NRCPDS worked with government and private stakeholders and experts 
in the Aging and Disability Network to develop foundational workforce competencies that reflect 
consensus on competencies that include person centered, participant directed, and cultural 
competencies.  A complete list of project stakeholders is available in the accompanying Resource List. 
  
You can see both models are pyramid shaped consisting of 6 competency tiers.   The tiers build on one 
another, from bottom to top, with more basic competencies in the lower tiers that can be applicable 
across occupations to specific occupation competencies in the higher tiers.   This model provides a 
framework to build core competencies for the Aging and Disability Network and other providers in the 
LTSS Workforce.   
  
In the  DOL model, Tier 6 is broken up into two sections:  Management Competencies and Occupation-
Specific Competencies.  In our revised model we combined the Management Competencies into the 
Occupation –Specific Competencies.  Depending on the occupation, management competencies will be 
included with the other occupation-specific competencies.   
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During the rest of the Webinette, when we refer to “the competency model” we are referring to the ACL 
LTSS Workforce Competency Model.   
 
 
(Slide 6)  
This slide shows all 6 tiers of the ACL model.  These are  Tier 1 :  Personal Effectiveness Competencies, 
Tier 2:   Basic Education Competencies, Tier 3:  Workplace Competencies, Tier 4:  Industry-Wide 
Technical Competencies, which for this specific model includes Long-Term Services and Supports  
 
Technical Competencies, Tier 5:  Industry-Sector Technical Competencies, and Tier 6:  Occupation-
Specific Requirements.   
  
In the next slides I will show and describe the Tiers and their domains.  I will not describe each Tier 
and/or domain in detail as these are available in the accompanying Resource list at the end. I do want to 
note that throughout each of the tiers and domains, language was often changed to reflect person 
centered/directed philosophy – so these concepts are not simply isolated additions but embedded in 
several ways throughout the model. 
 
 
(Slide 7) 
Tiers 1-3 provide a foundation for a broad range of occupations.  These foundational tiers are 
appropriate for the long-term services and support industry, but can  apply or be adapted to industries 
such as engineering, health information and technology, hospitality.   The Department of Labor expected 
that different industries would adapt these tiers to their particular workforce.   
  
You’ll notice that each tier has sections or blocks. These blocks constitute the competency domains that 
make-up each tier. For example, there are 8 competency domains in Tier 1, Personal Effectiveness 
Competencies.  These include Interpersonal Skills, Integrity, Behavior, Adaptability and Flexibility.  The 
competency domains in Tiers 2 & 3 include the basic educational and workforce skills you would want 
your workforce to have.  Tier 2 includes basic education competencies such as basic reading, writing, 
and mathematical skills.  Tier 3 includes workplace competencies such as basic skills in planning and 
organization, problem resolution and scheduling coordination.  
  
In adapting the model several domain names were changed. Tier 2 changed from “Academic 
Competencies” to “Basic Education Competencies”.    Stakeholders agreed  that the term “Academic” 
suggested a need for  advanced training,  but  this tier’s focus is foundational  educational needs  that 
focus on  basic abilities in  reading  documents, being able to write clearly, etc.. 
  
Another change was splitting the domain for “Science and Technology” into “Life and Social Sciences” to 
address basic science competencies and then a separate domain for “Technology” to address basic 
technology competencies.   
  
Remember Tiers 1-4 need to apply to a workforce that includes a full range of providers that include 
direct care workers such personal assistants and home health aides, as well as care managers, options 
counselors, administrators, directors, etc. so foundational tiers need to provide building blocks 
applicable across all providers.    
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(Slide 8)  
Tier 4 provides the industry wide technical competencies for Long-Term Services and Supports.  This 
includes competencies for all types of HCBS and institutional services and supports  
  
Revisions to Tier 4 from the original DOL model include changing “Supporting Daily Living” to 
“Supporting Independence”, adding “Risk Identification and Mitigation” to “Crisis Prevent & Conflict 
Resolution”, and adding “Ethic” to “Laws & Regulations”.    
  
In addition to changing domain names, adding specific domains for “person-centered” and “cultural 
competency”, we also incorporated participant-directed and person-centered elements within all of the 
domains.  For example, one of the Supporting Independence competencies is that “the worker 
understands the basic principles of person-centered and/or participant-directed approaches to long-
term services and supports”.   
 
 
(Slide 9)  
Whereas Tier 4 domains and competencies are applicable across a range of long-term services and 
supports organizations, Tier 5 focuses on a specific industry sector.   
 
 
 (Slide 10)  
Examples of sectors include long-term care facilities…. 
 
 
(Slide 11) 
Area Agencies on Aging… 
 
 
(Slide 12)  
…or Home health agencies. 
 
Involvement and input from each specific sector is critical when developing the competencies for Tier 5. 
  
As you look at the model, you may see competency domain titles repeated.  For example in the revised 
version of Tier 4:  Long-Term Services and Supports Technical Competencies, we included a competency 
domain for Cultural Competency.  (In tier 1 there is a domain for Cultural Sensitivity, in tier 2 Cultural 
Knowledge, and in tier 3 Cultural Awareness).  Cultural Competency within Tier 4 includes the 
knowledge and skills that anyone working in the LTSS broad continuum should have.  
 
Cultural Competency in Tier 5 would need to focus on the specific knowledge, skills or tools needed by 
staff in that LTSS sector.  
 
 
(Slide 13) 
Tier 6 is for occupation-specific competencies within an Industry Sector.   Here again, you could have 
repeated domains.  For example every job category/occupation should have cultural competency, 
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person centered and participant direction domains.  But the knowledge and skills for each of these 
competencies may vary depending on the individual’s responsibilities.  
  
For example, if you were creating specific competencies for the Long-Term Care Facility Industry Sector, 
each occupation would have similar domains, but a LTC Facility Director would have different 
responsibilities than a case manager or a nursing aide – thus the domains would have different 
competency levels or expectations for each position.   
 
 
(Slide 14) 
So if you were creating competencies for occupations within the Long-Term Care Facility Sector, Tier 5 
would remain the same (with LTC facility sector competencies) but Tier 6 would focus entirely on 
staff/occupations in that sector such as Nursing Aid competencies or Case Manager competencies.   
 
 
(Slide 15) 
Likewise if you were creating occupation specific competencies any occupation with an ADRC, Tier 5 
would include competencies for the ADRC sector, and Tier 6 would include competencies for an Intake & 
Referral Specialist.  Or competencies for an ADRC Director.    
 
Tiers 1-4 would stay the same, regardless of which sector or occupations are in tiers 5 and 6, because 
Tiers 1-4 are the building blocks for the entire long term services and supports workforce.  The 
occupation specific requirements for a direct service worker are all built upon the same set of 
competencies that are applicable for not just the direct service worker, but the direct service worker 
supervisor,  that supervisor’s program administrator, that program administrator’s agency 
administrator, etc.  All of these occupations draw from the same foundation. 
 
 
(Slide 16)  
So the ACL LTSS Workforce Competency model, Tiers 1-4 that you see here, provides the foundation 
upon which to develop competencies for specific LTC industry sectors and the specific occupations 
within those sectors that include person centered, participant direction and cultural competencies.  This 
model can be a reference or resource for workforce development activities such as writing job 
descriptions, developing or evaluating curriculum, or creating skill standards.  
 
 
(Slide 17) 
If you have any questions or comment s about the LTSS workforce competency project or model, please 
contact Linda Velgouse at the Administration for Community Living:   Linda.Veglouse@AoA.HHS.gov  
 
The accompanying Resource List includes link to: 

• List of stakeholders 
• Environmental Scan 
• LTSS Workforce Model Tiers 1-4 
• Original DOL Competency Model  
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