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Module I
This Module is e-mailed to participants two weeks prior to training.  It consists of reading material and three homework assignments.

Module II
This Module is the first face to face meeting of the participants.  It takes place over three days, Tuesday, Wednesday and Thursday.  The training day is 8:30AM to 4:30PM with 1 ½ hours for lunch.

The Agenda for Module II is:

Day 1
Tab 1
Welcome and Introductions
Trainers and participants get to know one another, share where they are from, what they do and share their supervisory experience.
Overview of Training
Trainers go over the agenda and the expectations of the training with the participants.
Review of Module I Materials
 Review of the material from the Butler Institute that the participants have read prior to attending the training, discussion of styles of supervision/management and potential advantages and disadvantages of any one style.  Participants talk about which styles feel most comfortable to them as both a supervisor and supervisee.  Participants learn that supervision requires flexibility to meet the needs of staff.  
		
Tab 2 
Stages of Worker Development and Cycle of Positive Change
This sections covers material about how new workers start their work experience and change over time and experience.  Material covers emotional, psychological, and professional needs of workers at various stages of employment and how supervisors can meet these needs through supervision.

Tab 3
New Worker Orientation
Agency Vision, Mission and Goals
Participants learn about the importance of new worker orientation to staff retention, the opportunity for supervisor and new staff to get to learn about each other and for new staff to be orientated to job expectations and the supervisor’s style.   The participants review three different orientation schemes from the Anchorage OCS office, The Butler Institute, and Michigan State University. Participants discuss how orientation can be specialized for their specific office.  

Using material from the Butler Institute and Michigan State University, participants learn about the importance of tying staff support and supervision to attaining the outcome of the agency’s mission and vision.  This material is adapted to the Mission and Vision statements of OCS.  Participants are shown how supervision can help the worker see their role in light of the agency’s vision and mission and how their work directly affects the outcomes that are important to OCS. Participants are given tools to use to help inform staff about the Vision and Mission of OCS.

Wrap Up Day 1
What does my staff need from me as a supervisor?
The trainer leads the participants through a discussion about how they responded to this question on the assignment.  Participants identify specific issues they need to address in their supervisory style to meet the needs of staff and the agency.
The session ends with a general “checking in” between the trainer and the participants.

Day 2
Tab 4
Transitioning from Peer and Worker to Supervisor
Drawing on material from the Butler Institute the participants learn about the significant transition that is laden with challenges and opportunities. At least temporarily, disequilibrium may rein as new supervisors learn, adjust, and adapt to their new responsibilities and jobs. Participants learn that in order to make the transition happen more smoothly, supervisors will have to discard old behaviors and patterns and embrace new ones that are in step with their new role. Emotionally, they will have to integrate a new relationship with previous peers and new colleagues.

Tab 5
Learning Styles
In this section the trainer takes the participants through lecture and an activity that teaches them that individuals also have a variety of learning styles that impact how supervisors should approach them with information. Participants are given tools to help them look at three types of learning styles. It is important to note that these styles contain generalities. Most people have a tendency toward one style or another, but may exhibit traits in several styles. The most helpful way to look at this information is to look for patterns that show more traits in one area then another. 

Tab 6
Transfer of Learning
Based on material from the Butler Institute the trainer presents research regarding training effectiveness which has shown that there has been a great deal of training but not much transfer of knowledge and skills to the job. Participants learn that there must be a partnership between the trainee, the supervisor, and the trainer in order to assure that the trainee applies the knowledge and skills learned in training on the job. Participants learn tools to help the worker take material from training and apply it to the field.  

Wrap up Day 2
	



Day 3
Tab 7
Cultural Values
Participants are given an overview of Native American/Alaskan Native values and the value conflict between these and White European values.  The issue of institutional racism, historical trauma and specific events in Alaska that has produced trauma in the lives of Alaska Natives are discussed.  Emphasis is placed on how value conflict and historical trauma drive perceptions in the lives of people today and how this affects disproportionality.  

Tab 8
Supervisor Roles in Depth
Coaching and Mentoring
Retention
Using material from the Butler Institute and Michigan State University, the participants learn the differences between coaching and mentoring.  Participants are given and practice tools for coaching staff in a variety of situations such as team meetings, individual supervision time and on the run.

Tab 9
Constructive Feedback
Using an incremental teaching model from the Butler Institute the trainer teaches participants that effective coaches provide constructive performance feedback so employees have information about how he or she performs his or her job responsibilities. Effective feedback lets the worker know whether the job was well done or whether his or her performance should be improved.  

Tab 10
Understanding Emotional Responses
Using material from Michigan State University the trainer helps the participants see that understanding behavioral styles will help supervisors better understand themselves and their interactions with staff. Emotions drive behavior. It is true that supervisors and their staff all have their own behavioral styles, but the ability to be flexible in working with others depends on the ability to understand how emotions impact behavior. Participants learn that it is important for supervisors to manage their emotions and be aware of and responsive to those of their staff. 

Wrap up Day 3
How can this training help me be a better supervisor? 
What Supervisory tools do I need to support my staff?
Following the three days of training participants discuss what they now see as their needs for becoming a better supervisor and specific tools they want to use to supervise their staff.
Utilizing the “plus-delta” method for obtaining feedback, the trainer elicits responses from the group for specific items that were important to the participants, training methods and/or sessions that went well, and then moves to feedback on specific topics that could be changed.  This leads to the discussion of topics the group wants to focus on in the next face to face meeting as well as individual items that can be followed up by phone and e-mail during the time between the two face to face sessions.
		


Module III
This module can be used for distance delivery of materials and processing of items raised by participants during the Day 3 Wrap-up.   Not all groups use this module.

Module IV
This module is the second face to face meeting of the group. It is usually scheduled to take place over one half day, two full days and one half day.  The group meets at Monday 1PM to 4:30PM, Tuesday and Wednesday 8:30AM to 4:30PM with 1 ½ hours for lunch, and Thursday 8:30 AM to Noon.

The Agenda for Module IV is:

Day 1
Reconnecting the group, checking in on Module II 1:00PM - 2:00PM  

Tab 11	
Structured Supervision
Using material from the Butler Institute, the trainer reviews a variety of tools that will assist the supervisors to better understand the importance of structured supervision, the components of structured supervision, individual and group case conferencing methods.

Motivation
Using the Butler Institute materials, the trainer leads the supervisors in developing ways to motivate each staff person in their unit and ways to create a positive environment.

Time Management
Materials from the Child Welfare League of America (CWLA) are used to have supervisors explore their own time management skills, and tools are given to assist their workers as well.

Group Dynamics 
Butler Institute materials are used to assist supervisors understand team development and functioning, and tools are given to develop strategies to have their units function as a cohesive team.

Day 2
Tab 12
Crisis Management
CWLA materials are used to have supervisors analyze crisis situations, and determine the impact of various crises on workers and unit functioning.

Supporting Agency Change/Change Management
CWLA materials are used to have supervisors understand their role as an agent of change and their responsibility to assist staff to understand and embrace change.  




Day 3
Tab 13
Grief and Loss
Secondary Trauma and Compassion Fatigue
The trainer gives examples of types of loss that people can experience.  Participants are shown the “Grief Wheel” to demonstrate the process of grief as well as the stages of grief.  Discussion then moves into the effects of unresolved grief on people, followed by explanation of secondary trauma and how this can be recognized in front line workers.  The session ends with discussion focusing on how and why child protective service workers are more likely to experience unresolved grief through secondary trauma.

Tab 14
Conflict Management—Getting to Yes
Using Butler Institute materials, supervisors are able to identify and facilitate successful resolution of conflict.  Supervisors learn and practice the “Getting to Yes” model for negotiation.
		
Tab 15
Communication
Strength Based Management
Appreciative Inquiry
Managing From the Heart
The trainer shows the components of courageous conversations from the “Knowing Who You Are” training and leads group through a discussion of how to engage front line workers in courageous conversations as part of supervision and then how workers can apply this to discussions with clients.  From here the trainer covers the components of “Appreciative Inquiry” and discusses who this philosophy fits with strength based family focused practice. The trainer invites participants to share times when this approach might have helped them in situations with staff and clients.

Day 4
Tab 16
Advocacy 
Using material from Bobby Silverstein’s training for self advocates the trainer covers basic steps for effective advocacy.  Following Silverstein’s multi-step model participants develop a topic they would like to advocate for and are lead through the process by the trainer.

Community Advocacy
Staff Advocacy
Communicating Up the Chain
The trainer discusses the role of the supervisor as an agent of change and how to support agency change using material from the Butler Institute.  Participants share their experience with agency change and the trainer lead the discussion of how they can support change more effectively.

10:30AM to Noon  	
Group Evaluation facilitated by Sue Pope
