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A developmental and ethical framework for learning, assisting, teaching, and faculty roles 

The IPPD program is committed to providing clear, ethical pathways for people who wish to deepen their 
involvement in the work. The pathway is developmental rather than automatic. Each stage represents a different 
relationship to the work and carries different responsibilities, expectations, and opportunities. 

Progression is never assumed. At each stage, both the individual and the IPPD determine whether continuing 

to the next stage is appropriate. 

Pathway at a Glance 

Stage Primary Purpose Role & 
Responsibilities 

Compensation / 
Exchange 

Evaluation Possible Next Step 

Student Learn the work Participate in training; 
engage in personal and 
professional learning 

Pays tuition Course requirements 
and feedback 

Graduate 

Graduate Integrate the work Continue study, 
practice, consultation, 
and community 
participation 

None expected No formal employment 
evaluation 

Practitioner and/or 
future assistant 

Practitioner Develop mastery in 
practice 

Practice professionally 
within appropriate 
scope; pursue 
supervision and 
continuing development 

Independent 
professional income 

Practitioner 
competency 
standards/rubric where 
applicable 

Early Family 
Somatics 
Practitioner, 
experienced 
practice, and/or 
Assistant 

Early Family Somatics 
Practitioner 

Specialized practice 
with babies and families 

Use EFS curriculum in 
independent practice; 
maintain ethical scope, 
referral relationships, 
and supervision 

Independent income; 
curriculum and 
supervision fees 

Family work readiness; 
competence, ethics, 
scope, and ongoing 
review 

Deepen EFS practice 
and/or explore assisting 

Assistant Support training while 
learning work in a 
deeper way and the 
teaching environment 
should they wish to 
advance in professional 
development 

 

Support students, 
faculty, logistics, 
demonstrations, small 
groups, and the learning 
field 

Clearly defined in 
advance; may include 
payment, tuition/CE 
benefits, mentorship, or 
another explicit 
exchange 

Faculty feedback + 
assistant self-evaluation 

Continue assisting, 
conclude assisting, or 
be invited to explore 
teacher development  

Provider 
 
 
 

Assistants who have 
assisted a training, 
completed supervision 
and case consults, and 
completed a womb 
surround may be invited 
to be a Provider 
 

Support students by 
providing sessions 
either online or in 
person sessions. 
Students have to 
complete 1 session per 
module to receive an 
IPPD certificate 
 

Payment is an agreed 
upon charge made by all 
assistants and providers 
at the time of the 
training. It is often 
offered at a “student 
rate.” 

Student feedback, 
supervison 

Continue as Provider as 
long as they wish 
provided they agree to 
the compensation from 
students 

Developing Teacher Determine and develop 
teaching capacity 

Prepare and teach 
defined portions of 
curriculum under 
supervision; observe 
experienced teachers; 
receive mentoring 

Explicitly defined 
teacher-development 
arrangement 

Structured teaching 
rubric; student 
feedback; faculty 
observation; self-
evaluation 

Continue development, 
return to assisting, 
conclude pathway, or 
advance to co-teaching 

Co-Teacher Demonstrate capacity 
to carry substantial 
teaching responsibility 

Teach significant 
portions of curriculum; 
collaborate in planning; 
respond to students; 

Paid teaching role with 
terms established in 
advance 

Multiple observations 
over time; student 
feedback; peer/faculty 
evaluation; self-

Continue co-teaching, 
further development, or 
consideration for faculty 



IPPD Professional and Faculty Development Pathway 

participate in faculty 
reflection and repair 

evaluation 

Faculty Carry responsibility for 
teaching and 
stewardship of the 
program 

Teach curriculum; 
uphold standards; 
mentor others; 
collaborate with faculty; 
contribute appropriately 
to program development 

Professional 
compensation under a 
written agreement; 
Faculty maintains 
independent contractor 
status 

Ongoing faculty review 
and professional 
development 

Continued faculty role, 
senior responsibilities, 
mentorship, leadership, 
or conclusion of role 

 

 

Professional practice and teaching are distinct directions. After Practitioner, someone may deepen their work 
through Early Family Somatics, explore an Assistant role, or pursue both by mutual agreement. Early Family 
Somatics Practitioner is a specialized practice designation, not a prerequisite for assisting or teaching. Eligibility 
and use of the curriculum are governed by the Early Family Somatics Graduate Curriculum & Professional 
Support Agreement. An experienced EFS practitioner may continue developing in practice without seeking a 
faculty role. 
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How Advancement Works 
Movement through this pathway is by invitation and mutual agreement, not simply by completing a 
predetermined number of trainings or years. 

1. Competence: Does the person demonstrate the skills required for the next role? 

2. Readiness: Are they developmentally ready to take on greater responsibility? 

3. Relational and professional fit: Can we work together with trust, respect, appropriate boundaries, 
communication, and the capacity to give and receive feedback? 

4. Organizational need: Is there actually a role available? 

A person may meet the first three criteria and still not be offered a faculty position if the organization does not 
need another faculty member. Likewise, organizational need will not override concerns about readiness. 

The Assistant Role 
Structural influence: BCTA/NA’s formal distinction between Teaching Assistant and Teacher Trainee roles, with mentoring and supervised 
development; and Somatic Experiencing International’s explicit definition of assisting as a distinct role whose progression is not 
guaranteed. 

Assisting deserves particular clarity because it sits at the intersection of learning and labor. 

Before beginning an assistantship, the assistant should receive a written description of: 

• Responsibilities 
• Approximate hours 
• Duration of the commitment 
• Compensation or educational exchange; Assistants are independent contractors 
• Learning opportunities 
• Supervision 
• Boundaries of authority 
• How feedback will occur 
• Whether the assistantship is purely developmental or may lead to consideration for teacher development 

An assistantship is not an indefinite audition for faculty membership. 

Assisting should be valuable in itself. If the arrangement no longer provides sufficient learning or value to the 
assistant, or sufficient contribution to the program, either party may decide not to continue. 

Assistants need to complete a Womb Surround before assisting. 

Provider 

Assistants who have completed one year assisting and a Womb Surround Birth Process may be asked to 
become Providers. Providers are identified practitioners who can provide sessions to students who are required 
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to get one session per module so they can experience the work. Providers and Assistant agree to a student fee 
before the training begins. Sessions can be provided in person or online. Providers will be provided with an 
agreement that specifies: 

• Responsibilities 
• How fees they charge are determined 
• Students pay them directly 
• They need to be insured 
• They need to be available to students during the length of the training. 

Entering Teacher Development 
Structural influence: BCTA/NA’s staged teacher-development model and Hakomi’s distinction between practitioner competence and 
readiness for teaching roles. 

Teacher development is a distinct stage. Not every excellent practitioner will become an excellent teacher, and 
not every excellent assistant needs to become a teacher. 

Entry into teacher development therefore occurs through an explicit conversation rather than through 
assumption. 

“We see teaching potential in you and would like to explore whether teaching is a direction you want to 
develop.” 

This is an invitation to development—not a promise of employment. Together, the developing teacher and 
faculty identify strengths, developmental goals, teaching opportunities, mentorship, and a timeframe for 
review. 

Evaluating Developing Teachers 
Structural influence: Hakomi’s use of embodied competency, self-evaluation, peer feedback, and review by more than one trainer; 
BCTA/NA’s use of supervised teaching and formal feedback. 

Teaching will be evaluated through multiple forms of evidence rather than relying exclusively upon the opinion 
of one senior teacher. 

Student feedback: How did students experience the teacher's clarity, presence, pacing, safety, 
responsiveness, and ability to facilitate learning? 

Faculty/peer observation: An experienced teacher observes the developing teacher using a structured 
teaching rubric. 

Self-evaluation: The developing teacher reflects on what worked, what was difficult, and what they would 
change. 

Mentorship: Feedback is discussed developmentally rather than simply delivered as a judgment. 
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Repeated observation: Whenever possible, significant advancement decisions are based upon patterns 
across multiple teaching experiences rather than a single class. 

Developmental Reviews 
Structural influence: Feldenkrais Assistant Trainer certification emphasizes reflective review of strengths and areas for growth; Hakomi 
certification may require repeated demonstrations of competence over time. 

At defined intervals, the developing teacher meets with the appropriate faculty member or review group. The 
review identifies strengths, developmental edges, specific goals, needed support, and a recommendation. 

• Ready to advance 
• Continue developing at the current level 
• Pause the pathway 
• Return to another role 
• Conclude the teaching pathway 

A recommendation not to advance is not a declaration that someone is inadequate as a practitioner or person. 
It means that the next professional role is not appropriate at this time. 

Compensation and Labor 
Comparison point: Somatic Experiencing International explicitly identifies Assistant positions as volunteer roles and states that 
progression is not guaranteed. The IPPD framework adopts the value of explicit role clarity while developing its own approach to 
compensation, exchange, and labor. 

The IPPD program recognizes that ambiguity about compensation can create inequity and exploitation, 
particularly in fields built around service, healing, mentorship, and apprenticeship. 

Learning should be identified as learning. 

Work should be identified as work. 

Compensation or exchange should be discussed before the work begins. 

No one should be expected to provide indefinite labor in the hope of eventually receiving a teaching 
position. 

Educational benefits may sometimes appropriately form part of an exchange, particularly in a genuinely 
developmental role. However, the value of learning should not automatically be used to justify uncompensated 
work. 

All roles are independent contractor roles; no one is an “employee.”  
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No Loyalty Test 
Commitment to the IPPD program is meaningful. But commitment will not be measured by someone's 
willingness to work without clarity, avoid difficult questions, agree with leadership, or sacrifice their own 
professional needs. 

Questions about compensation, organizational structure, business planning, advancement, workload, or 
leadership are legitimate. People are expected to raise those questions respectfully. Leadership is expected to 
listen to them seriously. 

Mutual Accountability 
The IPPD program is responsible for clarity, appropriate compensation, mentorship, evaluation, boundaries, 
honest feedback, and avoiding implied promises. 

Assistants and developing teachers are responsible for preparation, reliability, ethical behavior, appropriate 
communication, receptivity to feedback, self-reflection, boundaries, and professional conduct. 

Neither side is required to continue a developmental relationship that is no longer working. 

The Central Principle 
The IPPD program wants to develop people. We also want to be truthful with them. 

Sometimes development leads to teaching. Sometimes it leads to deeper practice. Sometimes it leads 
someone to create work of their own. And sometimes we discover that continuing together is not the right 
direction. 

The purpose of the pathway is not to manufacture faculty. 

The purpose is to help people develop their capacities while creating an ethical, transparent process for 
discovering who is ready, willing, and well-suited to carry this work forward. 
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Sources, Lineage, and Acknowledgments 
The IPPD Professional and Faculty Development Pathway has been developed in conversation with established 
approaches to teacher development within the somatic and IPPD field of practice, including PPN Somatics. We 
gratefully acknowledge the organizations and communities whose published structures have informed aspects 
of this framework. 

Biodynamic Craniosacral Therapy Association of North America (BCTA/NA) 
The IPPD framework has been informed by BCTA/NA's staged pathway from practitioner to Teaching Assistant, 
Teacher Trainee, and Approved Teacher; its use of mentoring and supervision; and its requirement that teacher 
development include substantial experience in assisting and teaching. 

BCTA/NA currently requires graduation from an approved 700-hour program, three years of clinical practice, 
and a 350-hour Teaching Assistantship as part of the pathway toward Approved Teacher status. 

Hakomi Education Network 
The IPPD framework has been informed by Hakomi's emphasis on embodied and relational competence, 
including presence, self-awareness, communication, leadership, responsiveness to groups, and the ability to 
create safety. Hakomi also uses multiple sources of evaluation: self-evaluation, peer feedback, observed 
demonstrations, and review by more than one trainer. 

Hakomi's published teacher criteria distinguish teaching competence from practitioner certification and require 
recognition by at least two Hakomi trainers before Teacher certification. 

Feldenkrais Guild of North America (FGNA) 
The IPPD framework has been informed by the Feldenkrais community's formal developmental teaching roles 
and its reflective Assistant Trainer application process. FGNA describes the application itself as an opportunity 
to review one's career, successes, and areas needing growth, supported by a formal review process. 

Somatic Experiencing International (SEI) 
The IPPD framework has been informed by SEI's explicit definition of Assistant roles and its clear 
communication that progression through provider levels is not guaranteed. SEI currently identifies Assistant 
positions as volunteer positions and states that provider status should not be considered a career path. 

The IPPD adopts the principle of making the nature of the role and the limits of advancement explicit, while 
developing its own policies concerning compensation, educational exchange, labor, and professional 
advancement. 

Alison Greene-Barton, Mary Jackson and Frank Carbone of Prenatal and Perinatal Somatics 

The legacy staff at Castellino Training, as well as Ray Castellino himself have been invaluable for the 
professional development of the IPPD Program. We are also grateful to Sandra Castellino and Tara Blasco. 

Our Own Developing Ethical Commitments 
These sources have helped us think more clearly, but the IPPD framework is not a replication of any one system. 
It has emerged from our own experience educating practitioners and developing assistants and teachers, and 
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from our examination of the ethical problems that can arise when learning, service, employment, mentorship, 
loyalty, and professional advancement become blurred. 

• the distinction between learning and labor; 
• compensation or exchange; 
• the absence of implied promises of employment; 
• regular and transparent evaluation; 
• the ability to question organizational structures without being viewed as insufficiently committed to the 

work; 
• professional and respectful communication in all directions; 
• distributed sources of feedback rather than dependence upon a single relationship; 
• mutual choice between the organization and the developing teacher; and 
• dignified pathways for people who do not advance to faculty. 

We believe that love of the work and sound organizational practice belong together. 

Our goal is not simply to produce teachers. It is to create conditions in which people can develop their 
capacities within relationships characterized by clarity, reciprocity, accountability, respect, and care. 
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