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Instructions for Adapting this Curriculum for Your State

This curriculum can be adapted for any state or local agency. Good practice and relevant literature is applicable to all states or agencies; nonetheless, certain sections require a local focus. In order to adequately present this training in your state, you will need to adapt a few sections of the curriculum to your state or locale. Look for this symbol,(, in the curriculum and handouts. It alerts you to sections that will need to be revised based upon your state’s policies and practices. When you see this symbol, you will be directed as to the information or documents to gather and insert in both the curriculum and handouts. Be sure to format the adapted information to correspond to the rest of the curriculum or handouts. 
This curriculum package consists of the following components:

1. Curriculum (file name: Educational Sup Curriculum.doc)

2. Handouts (file name: Educational Sup Handouts.doc)

3. PowerPoint (file name: Educational Sup PowerPoint.ppt)

4. LEGO® Instructions for Feedback section (file name: Instructions for Legos.doc)
5. Casework Jeopardy! PowerPoint file (file name: Casework Jeopardy Final.ppt)
6. Casework Jeopardy! Sound file (file name: Jeopardy.wav)
7. Casework Jeopardy! Theme song: (file name: Jeopardy Theme Song)
8. SupervsionLand game board (gif file: SupLandgame.gif)
9. Bibliography (file name: Supervisor Training Bibliography Final All Modules.doc) 
The Learning Style Inventory referenced in this unit can be ordered from: Hay Resources Direct 116 Huntington Ave., Boston, MA 02116; website: www.hayresourcesdirect.haygroup.com; Phone: 1 800-7298074. You will need one instrument per trainee (cost estimate: 8.50 per instrument).
For assistance or questions about this curriculum or adapting it to your state, contact:

Charmaine Brittain, MSW, Ph.D.

Butler Institute for Families

Graduate School of Social Work

University of Denver

2148 S. High St.

Denver, CO 80208

(303) 871-7997

cbrittai@du.edu
webpage address: www.thebutlerinstitute.org
Good Luck!!

Day 1
A. Introductions and Housekeeping (8:30 – 9:30)

Trainer, you will need:

Handouts
Handout II-1: Scavenger Hunt
Handout II-2: Agenda
Handout II-3: Training Competencies & Learning Objectives
Other Materials

None

PowerPoint Slides
Supervisory Training: Putting the Pieces Together

Putting the Pieces Together

Educational Supervision

Other Supplies
Flip chart and markers
LCD projector with computer
Candy or small prizes for scavenger hunt
Prepared flip chart paper labeled “Parking Lot”
Masking tape

 AUTONUM  Welcome trainees and introduce yourself. Have the PowerPoint Slide: Supervisory Training: Putting the Pieces Together displayed. See if there is anyone new at the training. Ask if there is any news (e.g., promotions, babies, etc.) since the last training.
 AUTONUM  \* Arabic  Conduct a scavenger hunt, just like in Unit I, to find out what people did to implement various items in the last training. Refer participants to Handout II-1: Scavenger Hunt. (Some examples: “Helped celebrate a transition differently”; “Introduced a change in my office differently” to inform my interaction with staff”; “Worked on a conflictual relationship within my ecomap.” Give participants about 8 minutes to walk around and collect signatures. The person with the most signatures wins. Reinforce the rules and reiterate that trainees can have multiple signatures on a square, but one person can’t sign more than once.

Process the scavenger hunt to find out which squares apply to which people. Once everyone is finished, ask participants to line up into two lines facing each other with about five feet of space in the middle. The trainer should stand on one end of the line. Go through each square and ask people to step forward if that square applies to them. Use this time to generate discussion about the efforts that were made to apply content from the last unit. Repeat the process until all squares have been announced and discussed.

 AUTONUM   Segue from Unit I and introduce Unit II. Display the PowerPoint Slide: Putting the Pieces Together and bring up the “administrative” piece of the puzzle. Explain that the last unit covered their role as administrator, and then bring up the next puzzle piece. Explain that in this unit we will cover their next role, that of coach.
 AUTONUM  Refer participants to Handout II-2: Agenda and describe the main events over the next few days.

 AUTONUM  Discuss the competencies and learning objectives for this training. Remind participants that competencies are statements of attitudes, knowledge, or skills that should be achieved by the training’s conclusion. Refer trainees to Handout II-3: Training Competencies & Learning Objectives and review each of the competencies.
 AUTONUM  Refer participants to the flip chart paper labeled “Parking Lot” taped on the wall and remind them that we will once again be using the “Parking Lot” for issues that cannot or should not be addressed at this training.
 AUTONUM  \* Arabic  Review Kadushin’s framework around this educational/case consultation supervision. Display the PowerPoint Slide: Educational Supervision and present the following information (Kadushin & Harkness, 2002):
According to Kadushin, educational supervision is about teaching the FCM what he or she needs to know to do the job and helping him or her to integrate it. Through educational supervision, FCMs learn the knowledge, skills, and attitudes they need. In our framework, we also include clinical supervision within the domain of educational supervision, as it is one method that supervisors use to teach FCMs about their jobs and help them achieve greater mastery in their professional performance.

Recall our theme of the puzzle. When all the puzzle pieces are put together, then clients receive the best possible services and the agency’s mission is achieved. Administrative supervision provides the organizational structure and accountability to help meet this goal, while educational supervision teaches FCMs the knowledge, skills, and attitudes they need to have in order to achieve the goal of the bigger picture. Our next unit, supportive supervision, is the final piece of the puzzle. Administrative supervision requires managerial skills, educational supervision requires teaching and technical skills, and supportive supervision draws upon a human relations skill set. Each of the types of supervision draws strength from the other—when FCMs have learned their jobs effectively and feel supported, they perform more autonomously and effectively in their jobs.
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The goal of educational supervision is to ensure case practice by staff is consistent and based on best practice standards, particularly in this era of practice reform. We want a consistent approach to casework so that all FCMs approach casework in the same way, make consistent decisions, and apply similar interventions, thus achieving the agency’s goals. Because good casework is based upon research and best practice approaches, when FCMs approach each case in a similar fashion, grounded in similar values, and with a uniform perspective, then desired outcomes are more likely to be achieved.
 AUTONUM  \* Arabic  Ask trainees for some of the activities or tasks associated with the educational aspect of supervision that they do in their jobs. Be sure to generate at least the following responses. 

· Orienting new employees
· Teaching FCMs about the job
· Facilitating learning
· Helping FCMs develop professionally
· Evaluating casework for strengths and needs
· Helping FCMs solve problems
· Facilitating professional growth and development
Ask participants how they conduct these teaching tasks. Responses will include:

· One-on-one coaching with the FCM
· Structured supervision time
· Providing information on professional development opportunities
· Training a class or encouraging or arranging for staff to attend training
· “Doorway” consultation (those informal times that they answer questions and provide case specific guidance)
Make the point that the supervisor conducts educational supervision in many formal and informal ways, and educational supervision is a theme that runs through many interactions with FCMs.

B. Learning Styles (9:30 – 12:00, including Break)
Competency 1:


Understands and values diversity and different styles of perceiving, learning, communicating, and operating.

Learning Objectives:


a. Identifies characteristics of the adult learner.


b. Lists principles of adult learning.


c. Describes factors that influence learning styles.


d. Understands application of learning style principles to own learning style.


e. Applies learning styles to the development of learning plans.


f. Describes the new FCM orientation modules.
Trainer - you will need:

Handouts
Handout II-4: The Adult Learner

Handout II-5: Principles of Learning: Supervisory Techniques
Handout II-6: How People Learn: The Experiential Learning Model
Handout II-7: Experiential Learning Model
Handout II-8: Dimensions of the Learning Process

Handout II-9: Learning Styles
Handout II-10: Preferred Learning Situations

Handout II-11: Factors That Shape Our Learning Style
Handout II-12: Learning Styles & LEGO®
Other Materials

Kolb Learning Style Inventory (booklets)

PowerPoint Slides

The Adult Learner

Principles of Learning (2 slides)
Experiential Learning Model

Dimensions of the Learning Process

Learning Styles: Converger
Learning Styles: Diverger
Learning Styles: Assimilator
Learning Styles: Accommodator
Factors That Shape Our Learning Style
Other Supplies
Flip chart and markers

LCD projector with computer

Prepared flip chart paper with Learning Styles matrix

Masking tape
Sticker dots (the kind that easily peel off)
LEGO® activity kits (each kit includes the bricks, picture instructions, and written instructions)
(Trainer Note:
Portions of the following material were adapted from Salus, M. (n.d.). Mastering the art of child welfare supervision. American Humane Association. (This material was developed with public funds and, thus, in the public domain.)
 AUTONUM   Deliver the following presentation on how adults learn.
Learning is the process of taking in new information and making connections to what the learner already knows. Learning is most effective when it is a rewarding and enjoyable process. You are in a unique position to facilitate FCM learning by designing opportunities that build on their existing knowledge base and lead to successful experiences.
The first thing we need to do when we teach FCMs what they need to know to do their job is to communicate what is expected of them. When we are teaching a new task, we must communicate what specifically needs to be done to complete it, what it should look like when it is done, and when it is due. We should also review the completed task (e.g., completed family assessment form or a court report) and provide very specific feedback—identifying what was done well and why, and what needs to be improved and why. So, we provide FCMs with information and models, show them how something is done, allow them to apply it, and then give them feedback.
Giving information alone, particularly when you are teaching a skill, is not sufficient. FCMs need to know how to do something, and then they need to practice it. Think about learning a new sport, tennis for example—the teacher shows you how to hold the racket, how to swing, and the position the ball should be in when you swing. Watching a professional is also important. But until you practice and get feedback, you won’t really know how to play the sport. The same applies to skills in child welfare services.
 AUTONUM   Ask participants what they do, aside from sending FCMs to formal training, to help ensure that FCMs learn the knowledge and develop the skills necessary to do the job.
 AUTONUM   Explain that adults learn differently than children. Refer participants to Handout II-4: The Adult Learner, display the PowerPoint Slide: The Adult Learner, and review the characteristics of the adult learner with participants.
Explain that Handout II-5: Principles of Learning: Supervisory Techniques provides a useful foundation for applying the principles of adult learning. Display the PowerPoint Slides: Principles of Learning. Alfred Kadushin identified supervisory strategies related to each of the adult learning principles. Tell participants that they can read the handout later.

Break (9:45 – 10:00)
 AUTONUM   Explain that not only do adults learn differently than children, but also each one of us has a dominant learning style.
 AUTONUM   Distribute the Kolb Learning Style Inventory (LSI) booklets. Describe the intent of the LSI: it is a tool that assesses ways that an individual learns and deals with ideas. Tell participants that they should review the instructions on page 2. Next, they should complete the questionnaire by ranking each possible ending of each of the 12 sentences on the insert. They will rank each ending by considering how well each ending describes the way that they learn. Review the example given on the insert sheet, and then ask the participants to complete statements 1-12 and proceed to page 3 (where the participants diagram their scores).
 AUTONUM   Make a presentation on the LSI using the information below as a guide. Whenever possible, ask questions of participants to engage them in the discussion. Frequently ask for examples.
David Kolb from Harvard University has conducted a great deal of research in learning, and, as a result of his research, he developed the “Experiential Learning Model,” described in Handout II-6: How People Learn: The Experiential Learning Model and Handout II-7: Experiential Learning Model. Kolb’s model is based on two assumptions (display the PowerPoint Slide: Experiential Learning Model):
· People learn from immediate, here-and-now experience, as well as from concepts and books. We learn as a direct result of our immediate, here-and-now experience, and learning happens in all human settings. Learning is the method we use to adapt to and cope with our world.
· People learn differently; that is, according to their preferred learning style. While we learn all the time, we do not learn alike. Because of our unique experiences, we each develop a preferred learning style. These styles are the way we prefer to absorb and incorporate new information. Our learning style affects the way we solve problems, make decisions, and develop and change our attitudes and behaviors. And, perhaps most important for the supervisor, it determines what kind of learning experience each FCM will find effective, comfortable, and growth producing.
 AUTONUM   Refer participants back to the LSI booklet and ask them to review and complete it through page 7. Allow a few minutes for participants to get to this page. Ask participants to look at Handout II-8: Dimensions of the Learning Process and display the PowerPoint Slide: Dimensions of the Learning Process. Also refer to page 7 of the LSI for notes on what will be discussed.
Kolb says learning has two dimensions:
· How we perceive new information. In new situations, some people prefer to sense and feel their way, while others prefer to think their way through—the concrete and abstract dimension.
· How we process what we perceive. This dimension refers to how we process or transform new information and experience; how we incorporate new information —the doing vs. watching dimension.
These stages can be translated into learning modes. They are: Concrete Experience; Abstract Conceptualization, Active Experimentation, and Reflective Observation. We will describe the qualities of each in a minute, but first, think back to the dimensions of learning—perceiving and processing information. Concrete Experience and Abstract Conceptualization are the modes we use to perceive or take in new information. Active Experimentation and Reflective Observation is how we process the information we perceive. In each of the dimensions, we tend to emphasize one mode over the other.
(Trainer Note:
Prepare a flip chart with the Learning Styles matrix with the four dimensions as it appears on Handout II-9: Learning Styles. Reference it during the presentation.
· Concrete Experience (experiencing): People who emphasize this mode of learning find the tangible, felt qualities of the world as their favored means of perceiving, grasping, or taking hold of new information. They perceive the world through their own senses, immerse themselves in the concrete reality, and rely heavily on their intuition, rather than step back and think through the elements of the situation analytically.
· Abstract Conceptualization (thinking): People who emphasize this mode of learning tend to grasp new information through symbolic representation. They tend to think about, analyze, or systematically plan, rather than use intuition or sensation as a guide.
· Active Experimentation (doing): In processing new information, some people would prefer to jump right in and try it out.
· Reflective Observation (reflecting): In processing new information, some of us prefer to carefully watch others who are involved in the experience and reflect on what happens. These people are the watchers.
 AUTONUM   Tape the prepared a flip chart with Learning Styles matrix to the wall. Distribute sticker dots to each person and ask them to write his or her name on the dot and place it on the grid according to the results of their individual LSI.

 AUTONUM   Refer them to Handout II-9: Learning Styles and show the corresponding PowerPoint Slides: Learning Styles: Converger, Learning Styles: Diverger, Learning Styles: Assimilator, and Learning Styles: Accommodator. Then present the following information:

Your learning style is a combination of your preferences on both dimensions of learning. Let’s look at the characteristics of each style.
Converger
The converger’s dominate learning abilities are abstract conceptualization and active experimentation. This person likes to start with a general theoretical approach, quickly put it in practical terms, and then apply it. This person prefers to have a basic understanding of a concept before applying it. The converger likes to solve problems/find solutions and make decisions. This learner likes role-plays, peer feedback and discussion, and personalized coaching.
Strengths:
· Problem-solving
· Decision-making
· Deductive reasoning
Weaknesses:
· Impulsive decision-making
· Solving the wrong problem
Diverger
This person has the opposite strengths of the converger. This person is best at concrete experience and reflective observation. The diverger likes to brainstorm ideas and consider all of the options. This person draws from experience when problem solving or learning, and works more on intuition than facts. This learner prefers lectures and the opportunity to observe.
Strengths:

· Imagination/creativity
· Understanding people
· Tuning into others
Weaknesses:

· May be paralyzed by alternatives
· Indecisiveness
Assimilator
This person’s dominate learning abilities are abstract conceptualization and reflective observation. The assimilator excels in inductive reasoning and assimilating disparate observations into an integrated explanation. This person is more concerned with abstract concepts than with the practical use of theories. This person prefers to sit back, watch, and take notes. The assimilator likes to gather information from different sources and experts, and is good at generating theories, but may have trouble applying the theory into practice. This learner likes to read and study theory independently.
Strengths:

· Planning
· Creating models and theories
· Inductive reasoning

Weaknesses:

· Ivory tower approach
· No practical applications
Accommodator
This person has the opposite learning strengths of the assimilator. This person is best at concrete experience and active experimentation. People with this learning style are very active learners; they like “hands-on” experience. The accommodator likes to do before thinking. They tend to solve problems in an intuitive and trial and error fashion. This person relies heavily on other people for information, rather than his/her own analytical ability. This learner likes to practice and receive feedback.
Strengths:

· Getting things done
· Leadership
· Risk-taking

Weaknesses:

· Trivial improvements
· Meaningless activity
Sometimes when we teach FCMs new tasks, skills, etc., we fall into the trap of teaching them using our own learning preferences. Using your own style when your FCMs have a similar style will be a positive learning experience. However, using your own style to teach someone who has the opposite style can be a frustrating experience for all.
 AUTONUM   Refer participants back to the LSI booklet and explain that the balance of the booklet contains more detailed information on the distinctions of each learning style.

 AUTONUM   Ask participants if these descriptions fit their learning style. Emphasize that some people have more extreme styles than others do. It is best to be a flexible learner; that is, use all learning styles equally. Review Handout II-10: Preferred Learning Situations with participants. Display the PowerPoint Slide: Factors That Shape Our Learning Style and refer participants to Handout II-11: Factors That Shape Our Learning Style. Emphasize that learning styles change over time and in different situations. Ask for and respond to questions. Ask participants if this fits their preferred learning style. Give some examples of advantages and disadvantages of people working together who have different styles. Ask participants questions to generate discussion.
 AUTONUM   Refer participants to Handout II-12: Learning Styles & LEGO®. Conduct a small group activity, mixing people up with different learning styles. Assign three people to each group by using the chart on the wall to mix up the groups. Distribute the LEGO® activity kits and provide the following instructions:

1. Purpose of the exercise: each person in the group will practice teaching the other person how to complete the LEGO building set using each person’s preferred learning style.

2. Establish everyone’s preferred learning style.

3. During each phase of the exercise, there are three roles: 1) teacher; 2) builder; and 3) observer. Each person should rotate roles during the three phases of the exercise.

4. You are being given one kit to be built during this exercise. Each person is responsible for directing the other person on how to build the structure. Here’s the catch: use your dominant learning style to teach the other person how to build the structure, and only your style. For example, if you’re an accommodator, show them how to build the structure without words. If you’re a converger, spend time explaining how it’s going to work, constructing a theory, and then showing them how to do it, perhaps drawing a picture. If you’re a diverger, use words to explain the structure and where you’re going with it, drawing in feelings and perhaps brainstorming ideas for getting the job done. If you’re an assimilator, give the builder the instructions and ask him or her to read them (do not explain or coach)—construct a theory for the builder, do not go into detail. Rigidly maintain your learning style, no matter the builder’s comfort level. 
5. During the building time, the person who is role-playing the observer should take notes on the handout. This person should also be the timekeeper and call time after 10 minutes.

6. Switch roles so each person has the opportunity to be the teacher.
7. After each tutorial, the observer should share what he or she noted on the handout, and then discuss as a small group.
The activity was developed using the LEGO® pod toys. LEGO® does not provide written instructions for putting together toys so the Butler Institute staff developed written instructions for the LEGO® Pod toys provided in the initial training package. In the future, if you are unable to obtain these pods, develop written instructions for your own LEGO® toys by following the format of the written instructions provided in this packet but for your LEGO® toy. See below for a picture of the pod toys and the website address of where to order.
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Allow about 45 minutes for this activity.

 AUTONUM   Debrief the exercise; ask participants about the experience. What was it like? Ask participants how difficult it was to maintain their style without dipping into another person’s style to help alleviate the other person’s anxiety. Make the point that learning styles are not mutually exclusive or completely dominant. We all adapt our learning styles to our environment and the situation at hand.
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 AUTONUM   Facilitate a large group discussion. Ask participants for examples of a new policy change, such as the use of children and family team meetings. Facilitate discussion about how a supervisor would develop a learning plan for each learning style. Refer back to Handout II-9 and ask for concrete examples.
 AUTONUM   Summarize the discussion:

We all learn differently, but the content of what needs to be learned is likely the same for all new FCMs. Next, we will be talking about the content for new FCM orientation and Core training and how to make learning stick through purposeful efforts to transfer learning from the classroom to the field. By understanding FCMs’ learning styles, as well as what they should be learning in new FCM orientation and Core training, new FCMs will be better prepared for their jobs.
Lunch (12:00 – 1:00)
C. Orientation for New FCMs (1:00 – 1:30)
Competency 2:


Knows the components of the state’s training program for new FCMs.
Learning Objectives:


a. Describes the New FCM Core series training.

b. Describes the role of the supervisor in providing orientation to new FCMs.

Trainer, you will need:

Handouts
Handout II-13: The Role of Training in the Organization
Handout II-14: New FCM Orientation
Other Materials

None
PowerPoint Slides

The Role of Training in the Organization (2 slides)
Other Supplies
Flip chart and markers
 AUTONUM   Introduce the next topic, orientation for new FCMs. Explain:

As we have already discussed, one of your primary roles is to orient and train new FCMs to their job. New FCM training consists of a classroom experience and on-the-job training. We provide a formal on-the-job training program, “Child Protective Services New FCM Orientation,” for supervisors to use to train their new FCMs.

 AUTONUM   Display the PowerPoint Slides: The Role of Training in the Organization and refer participants to Handout II-13: The Role of Training in the Organization. Note how all activities flow from the mission. The mission drives “what” the agency does, “how” it performs its functions, and then “who” it will hire to assure that essential job tasks are completed effectively. Point to each section of the flow chart and discuss. Be sure to cover the following points:

· This should be a linear process with the goals and objectives reflecting essential outcomes to achieve the mission.

· Job descriptions include all activities necessary to achieve the identified goals and objectives. Therefore, job descriptions flow directly from the mission.

· Job descriptions define all the activities and competencies that are necessary to perform a job.

· Competencies are defined as the knowledge and/or skills necessary to perform various aspects of the job. When FCMs are “competent” (i.e., have the knowledge and skills), they are ABLE to perform their job. Whether they will do it is a performance issue, not a training issue.

· A full competency-based training approach uses a systematic, planful, and well-organized approach to training development and administration (Rycus & Hughes, 2000).
 AUTONUM   Review the components of the new FCM orientation and refer participants to Handout II-14: New FCM Orientation. Cover the following material:

The activities in the manual have several purposes:

· To help the FCM become familiar with the structure and operations of the Department of Child Services and its role in the community;
· To help the FCM begin to understand the nature of their job as a child protection FCM;
· To acquire basic information about child protection practice in preparation for attendance at Core training.
Child Protective Services Orientation Activities

The orientation of the new FCM to the agency will assist the FCM in understanding the mission of the agency and the difficult issues facing the child protection field. This is also a time for the new FCM to begin to look at his or her own values and belief system. It is important for the FCM to be aware of his or her attitudes, values, and belief system so that they can deliver services in a manner that is sensitive to a multi-cultural population.
Review the information in the Handout also presented below.


MODULE I: Orientation & Foundations of Practice (One Day):

GETTING TO KNOW DCS (Three Days): 
During this three-day experience, new employees will learn about the operational side of the Department of Child Services. This introduction to the big picture gives the “who, what, when, where, why and how’s” of the Agency each member needs to go forth a successful member of the State Team. 

· The Pre-Test for Modules I and II will be administered. 

POLICY TOOLS OVERVIEW AND TABLET ASSIGNMENT (One Day): 
This course is about where to find and how to better understand Policy, Procedure, and Practice Guidance. It will take the trainee through a comprehensive process that will offer insight to the practical application of child welfare techniques. Participants will gain a broad understanding of the flow of a child welfare case and will be prepared for remaining trainings that fully explain intervention in a case. Participants will know where the DCS policy manual is located and will understand the layout of the policy chapters and apply this knowledge by successfully finding DCS policies. Additionally, participants will be assigned Tablets (laptops) which will be used in the field, during the ICWIS, and throughout the Job Skill Building portion of your training. Participants will also be given helpful tips about how to organize information within the State network. 
ORIENTATION AND FOUNDATIONS OF PRACTICE IN COUNTY OFFICE (One Day): Introductions to unit, staff, county. Participants may shadow experienced FCMs, observe case conferences, familiarize self with agency locations, court, and community resources. The Supervisor will discuss expectations of workers regarding training. The Supervisor will familiarize the new worker with evaluation procedures and timeframes. Trainees should familiarize themselves with the physical layout of the office and location of parking, court facilities, prosecutor’s office, probation office, space they will occupy during Field Mentor Job Skill Building days, etc. The Trainee may have discussions with payroll clerk or other personnel to obtain more specific information about selection of benefits, direct deposit for payroll/travel, etc. Trainees could obtain pertinent phone, email and fax information which they will need to maintain communication such as in the event of an absence. On-call sign up may be completed, but can only be scheduled following the trainee’s anticipated graduation date. Trainees may wish to speak to Supervisor who will be handling the trainee’s A-4 (following initial A-4), about the process. Participants may listen in on screening calls. Sometime during the day, the trainee should be afforded the opportunity to have exposure to some aspect of the job. 

Orientation and Foundations of Practice-Practice Reform overview (One Day): This training focuses on interpersonal helping skills and competencies for a strength-based and family-centered model of practice – consistent with the Department of Child Services (DCS) Model of Practice and Practice Principles. More specifically, this course focuses on an overview of teaming, engagement, assessment, planning, and intervention methods. It is expected that workers will consistently engage families and co-workers with respect, genuineness, empathy and trustworthiness. Core Elements of the Helping Relationship focus on the following: Engagement, Teaming, Assessment, Planning, Intervention, Reassessment and Affirmation, and Closure. Additional Practice Reform training will follow once your twelve week pre-service training is complete which will focus on facilitation and coaching processes. 

 AUTONUM   Transition to the next activity.
D. Stages of Worker Development (1:30 – 2:30)

Competency 3:


Understands the value of a developmental approach to supervision and can adapt supervision style to worker stage of development.
Learning Objectives:

a. Lists the significant factors within each stage of worker development.


b. Assesses staff for stage of worker development.


c. Describes supervision strategies for each stage of worker development.
Trainer, you will need:

Handouts
Handout II-15: Stages of Worker Development

Handout II-16: Stages of Worker Development Exercise
Other Materials

None
PowerPoint Slides
Stages of Worker Development

Beginning Stage

Middle Stage

End Stage

Applying a Developmental Approach

Other Supplies
Flip chart and markers
LCD projector with computer
 AUTONUM  Introduce the next topic, stages of worker development, and cover the following (Kadushin & Harkness, 2002):
Intuitively, you know as supervisors that workers who have been workers for different lengths of time have different needs and strengths, and you likely already adjust your supervision efforts with these employees. This concept is called “developmental supervision.” A supervisee changes over the course of his or her development as a competent professional, and a supervisor should change his or her approach to adapt to the supervisee’s needs. As learning needs change, so should the supervisor’s approach to teaching and coaching.
The supervisee moves through a series of identifiable stages with specific characteristics when learning to be a professional worker and in developing a professional identity.
 AUTONUM  Display the PowerPoint Slide: Stages of Worker Development and cover the following material. Refer participants to Handout II-15: Stages of Worker Development as well. Whenever possible draw information from participants and remind them that they’ve likely gone through these stages themselves as a new worker, as a new supervisor, and have seen it in the workers they supervise.

(Trainer Note:
The following material was adapted from: Garfat, T. (2001). Developmental stages of child and youth care workers: An interactional perspective. http://www.cyc-net.org/cyc-online/cycol-0101-garfat.html. Retrieved May 25, 2005. Kadushin, A. & Harkness, D. (2002). Supervision in social work. New York: Columbia University Press.
Stages

Beginning
Middle
End


Time
Display the PowerPoint Slide: Beginning Stage.
Beginning Stage
Characterized by:

· Supervisee needs high levels of instruction, structure, and support.
· Variable sense of professional identity.
· Supervisees tend to be dependent, anxious, and insecure.
· Possibly over-involved with clients.
· Highly motivated to acquire new skills.
· A hierarchical relationship between the supervisee and supervisor exists.
· Didactic, one-on-one instruction most common.
· FCMs will imitate supervisor or other mentors.
· Lack confidence.
· Performance awkward or unnatural.
· Insecurity leads to risk-adverse behaviors.
· Asks many questions.
· Naively optimistic about impact on clients.
· Supervisor focuses on FCM performance.
Ask participants if they have any staff that are at this stage of development.
Display the PowerPoint Slide: Middle Stage.
Middle Stage (Critical Stage)
This stage is critical because the FCM either achieves success in integrating knowledge and skills or never quite gets it. Also, the FCM makes a decision at this phase to stay with the agency and within the field based upon his or her experiences during the beginning and middle stages.
· Comfortable with job tasks.

· Expresses increasing confidence.

· Learning about the importance and impact of self.
· Anticipates behaviors and plans accordingly.

· Recognizes patterns and makes intuitive decisions.

· Less need for structured learning experiences.

· Learning occurs through identification and internalization.

· Supervisee may revert to earlier dependent behaviors.

· Supervisee may become somewhat disillusioned and more accepting that not all clients can be helped.

· Supervisor-supervisee relationship is more collegial.

· Supervisor may use more confrontation and self-disclosure when providing supervision.
· Often the time when FCMs question their commitment to field/job and quit.

Ask participants if they have any staff at this stage of development.
Display the PowerPoint Slide: End Stage.
End Stage (Consolidation Stage)
In this stage, the FCM consolidates the knowledge and skills learned in training and applied in the job to achieve mastery.
· Boundaries are fully developed.
· Can use a flexible style.
· Developed a fully integrated understanding, can take appropriate action without seeming to consider alternatives, and possesses strong theoretical knowledge and analytical skills.

· More accepting of client participation in problem-solving.
· Greater acceptance of the complexity, ambiguity, and multi-causality of human behavior.

· Supervisee-supervisor relationship much more informal, increasingly collegial.

Ask participants for examples of this stage.
Sum up the discussion:

While the needs and strengths of FCMs change over time, some needs that the supervisor provides are universal. FCMs at any stage of development have the need for continuing support, encouragement from the supervisor, and the continuing development of technical skills.
 AUTONUM  Display the PowerPoint Slide: Applying a Developmental Approach and tell participants (Kadushin & Harkness, 2002):
In order to apply a developmental approach to supervision, supervisors must:

1. Know the developmental stage of the supervisee.
2. Develop a repertoire of strategies for dealing with supervisees at different developmental levels.
3. Stay motivated and energized to use a developmental approach.
 AUTONUM  Conduct a brief, small group activity to start to address the first two bullet points. Refer participants to Handout II-16: Stages of Worker Development Exercise. Divide participants into groups of 5-6 people. Before going into their small groups, participants should complete Part A of the exercise by listing their FCMs and assigning them a developmental stage. During Part B of the exercise, participants should discuss supervisory strategies for each stage of FCM development. Ask small group members to share how many FCMs are in Stage 1, Stage 2, and Stage 3. When developing strategies for Stages 2 and 3, they should focus on keeping FCMs motivated, energized, and working for the agency. Ask them to record their strategies directly on the handout. Allow about 30 minutes for discussion.
 AUTONUM  Reconvene the large group and ask each small group to present their strategies for each stage. To make sure that everyone gets a chance to contribute, ask the first group to present two strategies for Stage 1, the second group to present two strategies for Stage 2, and the next group to present two strategies for Stage 3. Repeat the cycle starting with the first group, but ask them to present one to two strategies for Stage 2, the next group one to two strategies for Stage 3, and so on. Exhaust all the ideas and strategies that people have developed in their small groups. Suggest that if they hear a good strategy from another group, add it to their handout so that training participants have a full repertoire of ideas for working with employees of differing developmental stages. Allow about 30 minutes for reporting and discussion
Break (2:30 – 2:45)

E. Transfer of Learning (2:45 – 4:15)

Competency 4:


Knows how to improve the transfer of learning from the classroom to the field.
Learning Objectives:

a. Lists the significant people and time frames that participate in the transfer of learning process.

b. Describes driving and restraining forces that inhibit or contribute to the transfer of learning.

c. Applies transfer of learning strategies to a plan for FCMs who attend Core training.
Trainer, you will need:

Handouts
Handout II-17: Indiana’s Field Mentoring Program
Handout II-18: Driving and Restraining Forces
Handout II-19: New FCM Core Training
Other Materials

None
PowerPoint Slides

None
Other Supplies
Flip chart and markers
Classroom Performance System

Candy or prizes for game
TOL hanging team tags

Transfer field poster
Game piece tokens (to move up and down the “field”)

TOL laminated cards

Nerf football
(Trainer Note:

The transfer of learning material is based upon research from: Broad, M. L. & Newstrom, J. W. (1992). Transfer of training: Action-packed strategies to ensure high payoff from training investments. MA: Perseus Books. 
The exercise is adapted from: Salus, M. (n.d.). Mastering the Art of Child Welfare Supervision, American Humane Association.

 AUTONUM   Introduce the activity by delivering the following presentation:
The research regarding training effectiveness has shown that there has been a great deal of training but not much transfer of knowledge and skills to the job. We have learned 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. In this activity, we are going to examine who is most influential in terms of transfer of learning before, during, and after training.
Indiana recognizes the importance of transfer of learning and thus created a formalized mentoring program for FCMs to reinforce learning with practice.

Let’s review the mentoring program now.

 AUTONUM   Ask participants to turn to Handout II-17: Indiana’s Field Mentoring Program and briefly review the material. Highpoints of the field mentoring program are:
· Feedback is coordinated between the trainee, the field mentor, and the trainee’s supervisor. 
· Rating sheets are completed at the end of each transfer of Learning Period during initial 9 weeks, then weekly during the On-the-Job Training. 

· Field mentors work with trainees throughout the 12 weeks of classroom/transfer of learning/3 weeks on the job training. Field mentors will also be available for additional 3 months via phone/email.

· Field mentors will provide feedback on a daily basis and work with them intensely to building their knowledge and skills. 

Ask participants, “What can and should the supervisor’s role be in this process.” Solicit responses including:

· Monitor the field mentor/trainee relationship and ensure it is functioning as anticipated.

· Review all rating scales and assessment documents.

· Assist field mentor with areas needing improvement.

· Complete evaluation forms on a timely basis.

 AUTONUM   Ask participants how the field mentor program is going in their agencies. Solicit responses to address any barriers faced by supervisors. Transition to a more detailed discussion on transfer of learning.
 AUTONUM   Offer the following introduction to the next exercise:

There has been a growing concern by human service training professionals that learning obtained from training often fails to transfer to the job. Conferences for trainers have recently begun to include workshops dealing with transfer as an integral component of their conference agendas. Articles on transfer of learning are also beginning to appear in the human service literature, which had previously been confined to the private sector, the field of education, and organization development (Curry, Caplan, & Knuppel, 1994).

A growing awareness exists that there are powerful forces before, during, and after formal training that affect application of learning in the work setting (Beauding, 1987; Broad & Newstrom, 1992; Curry et al., 1994). The next exercise explores transfer driving and restraining forces and is based on the Transfer of Training and Adult Learning model developed and utilized at Summit County (Ohio) Children Services and the Northeast Ohio Regional Training Center.

 AUTONUM   Conduct an exercise using the Classroom Performance System. Tell participants that this next exercise builds upon the matrix. Explain that there are forces related to transfer of learning that can either encourage or discourage transfer of learning, or drive transfer or restrain it. Display each statement and ask participants to select whether it is a driving or restraining force in regards to transfer of learning. Refer participants to Handout II-18: Driving and Restraining Forces and explain that they can follow along with it and mark the correct answers. Ask them not to turn the page to view the full list of driving and restraining forces as that would be cheating!
Briefly discuss each question as to why it is either a driving or restraining force. For the Classroom Performance System, each question should offer the responses: a) Restraining Force or b) Driving Force.
1. No one from the supervisory or administrative level has ever attended the training. RESTRAINING FORCE BEFORE TRAINING
2. Supervisor meets with trainee before the workshop to discuss training expectations. DRIVING FORCE BEFORE TRAINING
3. Trainee makes a plan with supervisor and co-workers to cover cases while in training. DRIVING FORCE BEFORE TRAINING
4. Due to “emergencies,” the supervisor interrupts the training session to conference with workers. RESTRAINING FORCE DURING TRAINING
5. Trainer points out the relationship of training to the agency mission. DRIVING FORCE DURING TRAINING
6. Trainees come to the workshop with specific cases/situations in mind. DRIVING FORCE DURING TRAINING
7. Trainees try out new ideas but are not very successful with the first two clients (e.g., one client cusses at the trainee and calls the agency administrator to complain). RESTRAINING FORCE AFTER TRAINING
8. After the training, the worker is reassigned to a position where the training is not emphasized. RESTRAINING FORCE AFTER TRAINING
9. Supervisor meets with worker within a week after the training to review their action plan. DRIVING FORCE AFTER TRAINING
10. Worker formally provides an overview of the training for other staff during the next unit meeting. DRIVING FORCE AFTER TRAINING
At the conclusion of the exercise, refer participants to the full list of driving and restraining forces that begins on the next page of the handout.

 AUTONUM   Introduce participants to the next exercise, “Transfer of Learning Touchdown.”
 AUTONUM   Split the group into four teams in whatever way makes sense for that group (e.g., candy method, count off). Ask groups to come up with a “team name” and distribute team tags.
(Trainer Note:

The Transfer Strategy Touchdown game was originally developed by Dale Curry and Patty Caplan. This material is from: Curry, D. & Caplan, P. (1995). The transfer field: A training exercise. The Child and Youth Care Leader, 7(1), 28-30.
 AUTONUM   Explain the following:

Forces and barriers powerfully influence the transfer of learning before, after, and during training. We are going to play a game that physically illustrates the power of these forces to the transfer of learning. This game is played like football. Your team will move up and down the field depending on the transfer play on the card. However, it is a little different, as you can only score a touchdown on one end of the field. Note how the field is divided into 10‑yard segments (10-100). The goal of this game is to score a touchdown—that is, transferring knowledge and skills learned at training to the job.
Point to the “transfer field,” the team tokens, and hold up the transfer play cards. Explain that each team will move up and down the field based upon directions on the TOL play cards. Conduct the game in the following manner:
1. Randomly distribute the “before” cards to members of each team, making sure that each receives an even number of cards. Remind participants that events occur before the training that may positively or adversely affect training.
2. Start with Team 1 and ask one person to read his or her card to the group. Lob the Nerf football to the person who is doing the reading. Move the team token as directed by the card. Move to the next team, lob the football, and so on.
3. Repeat until all the “before” cards are read.
4. Evenly distribute the “during” cards to participants. Remind participants that there are forces during training that positively or negatively affect transfer.
5. Repeat the process, and pass the football to a person from Team 1 and ask him or her to read his or her “during” card. Follow the instructions on the card and move the team token.
6. Move to the next team, toss the football to the reader, read the card, move the token, and then repeat with the next team. Repeat until all “during” cards are read.
7. Note who’s winning and who’s way behind. Tell participants that its halftime and anyone can still win in the crucial next stage. Play this up, creating drama and fun for participants.
8. Evenly distribute the “after” cards to each team. Repeat the process, asking participants to alternately read and move the team token.
9. Enthusiastically shout, “Transfer Touchdown,” announce the winner, and award all team members a prize.
(Trainer Note: Instructions for assembling game components:

The transfer field should be a large poster size football field with the yards marked in 10 yard increments. Game pieces are different-colored mini helmets with tacky clay on the back so that they can be moved up and down the game board and still stick. Designate teams by color printing the helmets on 8 ½ x 11 paper (about 6 helmets per team), inserting each helmet into a plastic sheet protector and then tying a ribbon around the sheet protector so that the ‘team helmet’ can be hung around each participant’s neck.

Laminate TOL cards with one side labeled with the time frame (i.e., before, during, and after) and “TOL,” and the other side printed with statements below.
“Before” Cards

· Trainee hears negative messages about training before attending (e.g., “You can’t use the training on the job.”) Go back 5 yards.
· Trainee thinks training is a vacation away from the job. Trainee does not come prepared to learn. Go back 10 yards.
· Trainee does not see the connection between training and increasing work effectiveness with clients. Go back 3 yards.
· Trainee is the only one from his work team sent for team training. Go back 4 yards.
· No one from the supervisory or administrative level has ever attended the training. Go back 5 yards.
· Supervisor notifies trainee about the workshop one hour before the training starts. Go back 6 yards.
· Training developed by training department without involvement from line or supervisory staff. The training is a special interest to the administrator. Stay where you are.
· Training developed with input from all levels of staff (line, supervisory, administrative, training personnel, and clients). Move forward 10 yards.
· Accurate needs assessment is performed (right trainee to the right training at the right time). Move forward 10 yards.
· Supervisor meets with trainee before the workshop to discuss training expectations. Move forward 4 yards.
· Supervisor engages the trainee before the workshop to think about level of self-competence pertaining to the upcoming workshop. Move forward 4 yards.
· Trainee makes a plan with supervisor and co-workers to cover cases while in training. Move forward 1 yard.
· Importance of training to job effectiveness and subsequent promotions is conveyed to all newly hired people. Move forward 2 yards.
· Work unit goes as a team to training prepared to bring new ideas back to the unit. Move forward 15 yards.
· Trainer meets before training with line workers, supervisors, and administrator to help make training as relevant as possible. Move forward 5 yards.
“During” Cards

· Trainee comes to the workshop with specific cases/situations in mind. Move forward 3 yards.
· Trainer utilizes techniques that facilitate retention (relating information to what the trainee already knows, multimedia, observation and practice, attention getting techniques, mnemonic devices). Move forward 3 yards.
· Trainer stresses the importance of transfer at the beginning, middle, and end of training. Move forward 1 yard.
· Trainer involves the trainees and their supervisors in the action planning process. Move forward 10 yards.
· Trainer engages trainees to set three action plan objectives to apply new ideas on the job. Move forward 4 yards.
· Trainer helps worker identify barriers and facilitative forces to their action plans. Move forward 3 yards.
· Trainer provides tools (handouts, visual aids, reminder cards) that the workers can take with them to the job (office, car, client homes). Move forward 5 yards.
· Trainer brings the work environment into the training (e.g., uses actual cases of the workers, uses agency and state forms, brings in a client willing to be interviewed). Move forward 6 yards.
· Trainer periodically stops the training and asks participants to think about how they will use the information discussed up to that point. Trainer also asks workers to “cognitively rehearse” the application of new skill in the work environment. Move forward 5 yards.
· Due to “emergencies,” supervisor interrupts the training session to conference with the worker. Go back 5 yards.
· Trainer inflexibly adheres to workshop agenda without adjusting to specific case examples generated by trainees. Go back 4 yards.
· Several workers are disruptive during the workshop. Go back 2 yards.
· Trainer is not able to relate personal expertise to child welfare practice. Go back 4 yards.
· Trainer points out the relationship of training to agency mission. Move forward 1 yard.
“After” Cards

· Training personnel send a reminder notice about action plan to workers one week after training. Move forward 2 yards.
· Training personnel send a transfer survey to workers after the workshop to assess their transfer efforts. Move forward 3 yards.
· Supervisor meets with worker within a week of training to review action plan. Move forward 5 yards.
· Supervisor and worker make a plan of implementation for action, which includes ongoing review of action plan by worker and supervisor. Move forward 7 yards.
· Worker formally provides an overview of the training for other staff in unit during the next unit meeting. Move forward 5 yards.
· Supervisor arranges for worker to shadow another worker who has previously attended the training in an effort to observe implementation of workshop ideas. Move forward 6 yards.
· Worker attends a “booster shot” review session of the training workshop one month after the workshop. Move forward 5 yards.
· Worker attends an alumni meeting of previous workshop graduates who discuss applications of the training. Move forward 5 yards.
· Agency provides a small bonus to workers who successfully complete the training and attend a “booster shot” review and application session. Move forward 4 yards.
· Training personnel publish the names and stories of workers who apply the training to the job. Move forward 3 yards.
· Supervisor provides immediate and intermittent reinforcement and support of worker transfer efforts after the workshop. Move forward 6 yards.
· Co-workers provide reinforcement and support to worker upon application. Move forward 3 yards.
· Trainee tries out new ideas but is not very successful with first two clients. One client cusses at trainee and calls agency administrator to complain. Go back 10 yards.
· After the workshop, other workers convey to trainee “if you want to survive in this business, you had better forget about what you just learned—there is no time for it.” Go back 4 yards.
· After training, the worker is reassigned into a position where training is not emphasized. Move back 10 yards.
 AUTONUM   Summarize the importance of the use of specific strategies for ensuring transfer of learning. Remind participants of what happens when transfer of learning is not implemented, and when it is, workers win the game. Reinforce the field mentor’s role in this process to provide many more driving forces that will enhance transfer of learning. Transition to the next section.

· Adapt the next section to reflect the basic, core, or pre-service training provided in your state. The content below is provided as an example and should be modified to reflect the terms and processes of your state. 
 AUTONUM   Discuss the components of New Worker Core training that new FCMs attend. Emphasize that in order for their FCMs to maximize their experience from the Core training, the supervisors must understand what is being trained and support the acquisition of new knowledge, skills, and attitudes. Refer participants to Handout II-19: New FCM Core Training and review. 
 AUTONUM   Conduct a small group exercise and assign a module to each group. Ask them to review the topics to be covered and ask them what content is going to need the most reinforcement and what content is likely to be more difficult or challenging. Ask them to develop strategies for the supervisor to implement before and after the training to reinforce this content. Ask them to consider how they will coordinate this effort with the field mentor. Allow about 10 minutes for discussion.

 AUTONUM   Reconvene the group and ask the groups to share two of their best strategies. Ask this in a round robin format.

(Trainer Note:
References for Transfer of Learning section: Beaduing, B. (1987). Enhancing the transfer of job-related learning from the learning experience environment to the workplace. Performance and Instruction, 26(9), 19-21. Broad, M.L. & Newstrom, J.W. (1992). Transfer of training: Action-packed strategies to ensure high payoff from training investments. Reading, MA: Addision-Wesley. Curry, D., Caplan, P., & Knuppel, J. (1994). Transfer of training and adult learning (TOTAL). Journal of Continuing Social Work Education, 6(1), 8-14. Curry, D. & Caplan, P. (1995). The transfer field: A training exercise. The Child and Youth Care Leader, 7(1), 28-30.

F. Personal Reflection (4:15 – 4:30)
 AUTONUM   Ask participants to get out their journal and reflect on the day’s activities and events. Ask them to write down how they will apply the information discussed at today’s training to their jobs. Remind them that effective leaders are also learners. To grow as a leader, you need to learn from experiences, and one way of doing this is to purposely reflect on those experiences. Explain that the journal is private and no one will review it except for them. Also, tell them that each day of the training will end with quiet and private reflection time. Allow about 15 minutes to write.

 AUTONUM   Thank participants for their participation and congratulate them on completing Day 1. Adjourn the training for the day and ask to them arrive and be ready to start the next day at 8:30 a.m. sharp.

End of Day 1
Day 2

G. Supervisor as Mentor (8:30 – 9:30)

Competency 5:


Understands the value and components of a mentoring program.
Learning Objectives:

a. Describes the impact of mentoring on the mentor and the mentee.

b. Identifies the components of a mentoring relationship.
Trainer, you will need:

Handouts
Handout II-20: Mentoring Definitions
Handout II-21: Key Points About Mentoring
Handout II-22: Constructing a Journey Timeline
Handout II-23: Mentee Timeline
Handout II-24: Journey Worksheet: Implications for Facilitating Learning
Handout II-25: Mentoring Negotiating Questions & Outcomes
Handout II-26: Mentoring Partnership Reflection: A Discussion Guide

Other Materials

None
PowerPoint Slides

Mentoring Definitions (3 slides)
My Mentoring Experience
Key Points About Mentoring (2 slides)
Other Supplies
Flip chart and markers
LCD projector with computer
 AUTONUM  Orient participants to the day. Ask participants for any outstanding moments from the day before, a-has, etc.

 AUTONUM  Discuss the supervisor’s role as mentor—a dimension of the supervisor as coach and teacher. Distinguish the mentor role as different from these other roles. Explain that we will now be talking more generally about mentoring rather than Indiana’s formal field mentoring program. Explain that supervisors will always be a mentor and likely a mentee as well and this discussion will help to inform those roles.
(Trainer Note:
The following material was adapted from: Zachary, L. (2000). The mentor’s guide. San Francisco, CA: Jossey-Bass.

The supervisor as teacher conveys the essential knowledge, skills, and attitudes that FCMs need to know to perform their job. The supervisor as coach is more of a facilitative role, with the supervisor “coaching” FCMs through questioning to help guide them to make better assessments and decisions. Mentoring, on the other hand, is something that they can do for their FCMs or even other supervisors. Not only can they act as a mentor, but they can also be mentees.

Review key definitions on the PowerPoint Slides: Mentoring Definitions and Handout II-20: Mentoring Definitions (Shea, 1999).
Mentoring
· A developmental caring, sharing, and helping relationship where one person invests time, know-how, and effort in enhancing another person’s growth, knowledge, and skills.
· Responding to critical needs in the life of another person in ways that prepare that person for greater performance, productivity, or achievement in the future.
Mentor

· Anyone who has an important, long-lasting beneficial life- or style-enhancing effect on another person, generally as a result of personal one-on-one contact (regardless of the media used).
· One who offers knowledge, insight, perspective, or wisdom that is helpful to another person in a relationship that goes beyond doing one’s duty or fulfilling one’s obligations.
Mentee

· A person being mentored by another person or persons; especially one who makes an effort to assess, internalize, and use effectively the knowledge, skills, insights, perspective, or wisdom offered by the mentor(s).
· A recipient of a mentor’s help, especially a person who seeks out such help and uses it appropriately for developmental purposes whenever needed.
During this next section, we’ll be discussing key aspects of mentoring programs. Some of this material will not be covered today, but rather should be used as a reference back at your office.

(Trainer Note:

If you are comfortable, now would be a good time to share your own personal experience with a mentor. Respond to the questions below when talking about your experience and the influence your mentor has had on your life.
 AUTONUM  Conduct a guided reflection to prompt participants to reflect on their own positive experiences with a mentoring relationship. Show the PowerPoint Slide: My Mentoring Experience. Explain that they will be asked a series of questions to prompt each person to think about an experience that they have had with a mentor and to reflect on the positive aspects of the experience. Explain that we will then talk as a large group about some of their experiences. Explain that participants should jot down a few key words to share with the rest of the group. 
· What were the positive aspects of this relationship?

· Was it formal, informal? How?

· What made it memorable?

· What kind of impact did it have on your life?

· What wisdom did you learn from your mentor(s)?

· How might this learning affect you as a mentor?

Allow about 5-10 minutes for guided reflection.
 AUTONUM  Process the guided reflection questions as a large group. Ask people to contribute to the discussion to the extent that they feel comfortable.
 AUTONUM  Present the following information on mentoring. Display the PowerPoint Slides: Key Points About Mentoring and refer participants to Handout II-21: Key Points About Mentoring.
Mentoring occurs in the context of a learning partnership. A good mentoring relationship reflects the principles of adult learning discussed earlier (Handout II-5).
The mentor’s journey is just as important as the mentee’s. In order to be an effective mentor, he or she must have a clear understanding of his or her own journey. Zachary (2000) outlines three steps in the journey observation process:

1. Self awareness through self-reflection.
2. Understand the mentee’s journey. Understand his or her own history and experience that is brought to the mentee relationship.
3. Develop perspective from Steps 1 and 2.
By starting with Step 1 and focusing on the mentor’s own personal journey, an effective learning relationship can be built. Otherwise, the mentor runs the risk of mentor cloning, or projecting one’s own experience onto the mentee, and the experience is formulaic, with the mentee on the mentor’s stage, not on his or her own. It is human nature to project your own life experiences and needs on to other people or situations. So being cognizant of both your journey and your mentees will help to create a unique relationship based upon the experiences, strengths, and needs of both parties.
Once the mentoring begins, mentors facilitate learning by listening, empowering, coaching, challenging, teaching, collaborating, aiding, assisting, supporting, easing, simplifying, and encouraging. Mentors do not have the answers—they encourage mentees to find them within themselves.
 AUTONUM  Explain that the next three handouts are tools for completing the 3-step process. The first handout is for the participant’s own self-reflection, the second will be for the FCM/mentee to complete, and the third handout allows the participant to compare his or her own “journey” with that of his or her FCM/mentee. Explain that the participants will not complete the handouts today but briefly review for their future use.

Step 1: Refer participants to Handout II-22: Constructing a Journey Timeline and again explain that it will not be completed right now, but suggest that participants go back to this during journal time at the end of the day or some other time and complete this timeline as a way of reflecting on their own personal journey.
Step 2: Next refer participants to Handout II-23: Mentee Timeline and explain this handout can be used during the initial stages of a mentoring relationship to make sure you are attending to your mentee’s own unique experience. Blanks should be filled in during the initial mentoring meetings.
Step 3: Finally, direct participants to the next handout, Handout II-24: Journey Worksheet: Implications for Facilitating Learning and explain that by completing this worksheet, the mentor will gain perspective for Step 3 (from Zachary’s journey observation process referenced above). Again, we won’t be completing this handout here, but refer back to it later.

 AUTONUM  Present the following information and refer participants to Handout II-25: Mentoring Negotiating Questions & Outcomes and Handout II-26: Mentoring Partnership Reflection: A Discussion Guide, again as a reference for when they establish a mentoring relationship.
The mentoring relationship that many of us experienced was not one that was formally negotiated or agreed upon. We were just fortunate to have that experience. However, as a supervisor, you may want to think more formally about that role and how you can structure it in a way that makes the most of the experience. When establishing a more formal mentoring relationship, many items should be negotiated up front in order to maximize the experience for the mentor and the mentee. The result of this process will be a mutual understanding of the outcome and process of the mentoring partnership. Handout II-25 provides a more rigorous and structured framework for outcomes and corresponding questions that should be negotiated and clearly understood by both parties prior to commencing a formal mentoring partnership. Even if the relationship will be less formal, the handout provides some “food for thought” to help you reflect upon your role as a mentor. Finally, Handout II-26 is a form that you can use to assess or monitor a mentoring relationship to determine if the relationship is working for the mentor and the mentee.
 AUTONUM  Wrap up the discussion and transition to the next topic. 
H. Supervisor as Practice Expert (9:30 – 10:30)
Competency 6:


Knows, can model, and teach necessary elements of statutes, rules, policies, assessment, decision making, case planning, and case process to staff to facilitate the best possible case outcomes.

Learning Objectives:

a. Differentiates between compliance and best practice standards.

b. Identifies pertinent best practice and best policy issues for the outcomes of safety, permanency, and well-being.
Trainer, you will need:
Handouts
Handout II-27: Best Practice + Best Policy = Best Outcomes
Other Materials

CFSR Executive Summary for your state
PowerPoint Slides

A Balancing Act (2 slides)

Best Practice + Best Policy = Best Outcomes Example

Other Supplies
Flip chart and markers
LCD projector with computer

Masking tape
 AUTONUM   Introduce the topic of supervisor as practice expert. Provide the following introduction:

For the FCM, the supervisor is the primary expert for information regarding policy and best practice. Typically, as a supervisor, you have also worked as a caseworker and are quite familiar with the nuances and details of all issues related to practice. The supervisor uses this knowledge of policy and practice to monitor performance on an ongoing basis to ensure that the best possible outcomes for children, youth, and families are achieved.
More than ever, because of practice reform, supervisors must be the practice experts to help guide their FCMs through this philosophical and concrete shift in practice. This may be especially challenging if they, themselves, are not as well grounded in the practice, given the newness for everyone.
 AUTONUM   Discuss the balancing act supervisors do when monitoring for compliance issues while also promoting best practice.
One way of looking at the job of an FCM is to break it down into two major components: compliance issues and best practice issues. Compliance is usually based on the minimal standard of what should be taken care of when providing casework—it is the “must” of practice and the “what” we do. Best practice is the ideal for casework efforts—it is the “should” of practice and the “how” we do it.
 AUTONUM   Ask participants to name issues related to compliance. Generate at least the following:

Compliance Issues
· Required tasks—what did you do?
· Timeliness—when did you do it?
· Quantity—how many did you do?
Compliance tasks and meeting deadlines are extremely important aspects of the FCM’s job. Not only are they requirements of law and agency regulation, not doing them can lead to major chaos, liability, and service gaps. Supervisors must maintain accurate control systems to assure that these tasks are accomplished. They include such things as:

· Regular home visits
· Timely case plans and case plan updates
· Getting reports to court on time
 AUTONUM   Display the PowerPoint Slides: A Balancing Act (one half of the scale will appear on the first slide). Advance to the next slide, which shows the other half of the scale.
Discuss best practice issues. Explain that completion of all required tasks, in and of themselves, does not lead to desired outcomes, such as:
· Enhanced child safety
· Reduced number of children in care
· Fewer children removed from their parents
· More rapid movement to legal permanence
· Better child well-being
Successful completion of tasks (compliance) is important; however, consistent positive outcomes require FCMs utilizing quality professional skills and “best practice.”
 AUTONUM   Ask participants to list some of the thornier issues FCMs must deal with in the course of their work with clients. Generate at least the following and facilitate discussion:

· How to overcome resistance
· How to motivate clients to change
· How to set limits
· How to achieve client buy-in
· How to use your authority constructively
· How to balance child protection and parent’s rights
· How to match a client’s needs with services (how to move beyond ordering everyone to parenting, counseling, and testing)
· How to integrate minimum sufficient level of care, strengths-based practice, concurrent planning, promising practice, etc. into work on each case

· How to be sensitive and competent when working cross-culturally
Professional skills are usually what makes the difference in whether clients succeed or fail, whether children are protected consistently within their rights, and whether the goals of our practice are achieved.
 AUTONUM   Conduct a small group exercise to review essential components of policy and practice. Divide participants into six groups. Refer participants to Handout II-27: Best Practice + Best Policy = Best Outcomes. Explain that the point of this exercise is to cut a broad swath through all of the things that a supervisor must consider when monitoring their staff’s performance, not to rehash the policy manual or a best practice tome. Explain that this will give supervisors information about the lenses in which to view their FCMs’ performances. Ask each group to look at the outcomes of safety, permanency, and well-being through the lens of best policy and best practice, and ask them to brainstorm all the characteristics and considerations a supervisor will be looking for when reviewing a case. Ask them to consider the elements related to TEAPI when developing their responses.
Display the PowerPoint Slide: Best Practice + Best Policy = Best Outcomes Example. For example, for safety (participants should be coming up with at least 15-20 items per outcome):
Best Practice

· Effective Solution focused interviewing/engagement techniques were used.

· A safety plan was developed that used family strengths to mitigate risk.

· Family strengths were sufficiently assessed.

Best Policy

· The safety assessment questionnaire is completed within seven days. 

· A diligent search is commenced to look for all potential relatives.

· All required fields entered in the ICWIS system in a timely basis.

Allow about 30 minutes to work in their small groups. Ask groups to record their responses on the handout as well as on flip chart paper so it can be posted for later reference. The handout can also be used later as a reference, as well. Ask the groups to designate one person in each group to act as the reporter. As the groups work, walk around and provide guidance and fodder for discussion.
 AUTONUM   Process the activity. Ask each group to make a presentation on their efforts. Encourage participants to make relevant notes on their handout so that they can take home all this great information and ideas.
(Trainer Note: 

[image: image1]Make sure that each group addresses cultural issues and Indiana’s practice model (Teaming-Engaging-Assessing-Planning-Interventions) and family-centered practice approach. If not sufficient, probe for this when processing the exercise.

Break (10:30 – 10:45)
I. Casework Jeopardy (10:45 – 11:45)

Trainer, you will need:

Handouts
None
Other Materials

None
PowerPoint Slides

Casework Jeopardy!
Casework Jeopardy! (separate slide show)
Other Supplies
Flip chart and markers
LCD projector with computer
Speakers to attach to computer

Watch or clock with a second hand

Candy and small prizes

 AUTONUM  Conduct an energetic and fun exercise to emphasize key points of practice and policy that supervisors must know and convey frequently to their FCMs. Explain that this is just a fun way to review and reinforce essential components of practice and policy without monotonously going through it in a didactic (yawn) manner.
(Trainer Note:

The Jeopardy! game was originally designed by Ann Moralez at the American Humane Association for the Outcomes Measures Project for the City of Philadelphia.

 AUTONUM  Display the PowerPoint Slide: Casework Jeopardy! and click on the Let’s Play hyperlink to open the game. Play the Casework Jeopardy! game to reinforce trainees’ understanding of essential practice and policy areas.
Be sure to assemble all the props and prizes prior to the game (prizes, candy, etc.) Also, arrange for speakers to attach to your computer so trainees can get the full impact of the sound effects. Ask for a volunteer to write the scores on the flip chart during the game.
Divide participants into teams of 5-6 and sit around tables. Explain the rules (“in training land, whenever we play a game we start off by changing the rules to whatever we need to accommodate our needs”), and then explain that in this Jeopardy! game they will work in teams and the reward is candy. Explain that each team will in turn select a category and get the points for a correct answer. If the answer is incorrect, the next team will have a turn to answer. If they are correct, they get the points that they “stole” from the previous team and still get their own turn to select another category and answer the question. The teams will advance in order until all squares are “blank.” Explain that they will have the chance at the end to wager any, all, or none of their points for a final tiebreaker/playoff question.

Call on Team 1 to select an item from a column (e.g., “Tick Tock” for 10 points). Click on this square and read the item. For example, “The number of days allowed for developing a case plan for a child(ren) in placement.” Answer: “What is 30 days?” Give the first group about 20 seconds to come up with their answer (about as long as it takes to hum the first familiar bars of the Jeopardy! theme song.) Give the time signal and call on Team 1, and if the answer is correct, note their points. If incorrect, ask the next group if they know the answer. Give them the points if correct they then get ‘their’ turn before proceeding to the next group. Continue until all the squares have been revealed.

Keep score by labeling columns on a flip chart with each team’s number/name (e.g., Team1/Cowboys.) To add some fun, ask the teams to name themselves.
(Trainer Note:

The board will consist of four labeled columns and four rows labeled 10, 20, 30, and 40 (meaning points). Four questions will be assigned to each column—easier questions in row 10, and so forth.

Operating Instructions for Jeopardy! Slide Show
(Trainer Note:

There are two sound files and three fonts used in this presentation. The fonts have been embedded in the presentation, but the sound files will need to be copied to the same computer (or CD) as the presentation. If there is a problem with the fonts displaying correctly, then they will also need to be installed on the computer being used for the presentation.

Slide transitions are set-up to be either automatic or by hyperlinks. Slides do not need to be advanced manually.

1. Start the presentation with Slide 1 (there is a hyperlink to it on the Casework Jeopardy! slide of the current PowerPoint presentation). There is a sound file attached to this slide, which will play automatically for approximately 15 seconds. Introduce the game while this is playing.

2. Do not advance to the next slide—it will change automatically. This is the game board, which shows the categories for the game and the point values for correct questions. Explain how the game is played (for those who may not know) and ask if there are any questions.

3. To display the answer to a selected category and point value, click on the point value. This is a hyperlink to another slide, which will show the answer for that category and point value.

4. To return to the main game board, click on the return button in the lower, right corner of the slide. The hyperlink for that category and point value has changed color (to match the background), so it appears as no longer available.

5. Continue selecting answers in this manner until all have been revealed or time runs out.

6. To go to Final Jeopardy, click on the big button at the bottom of the main game board. This will display the category for Final Jeopardy.

7. To reveal the answer for Final Jeopardy, click on the “Final Jeopardy” text, which is a hyperlink to the last slide. This will display the answer for Final Jeopardy.

8. After a 10-second delay, the Final Jeopardy theme will play for approximately 30 seconds, giving everyone time to write their questions. The 10-second delay allows time for reading the answer out loud.

9. At the conclusion of Final Jeopardy, end the slide show and close the file. The hyperlinks will reset when the file is re-opened.

Column Title: “Tick Tock”
Description: Key time frames that must be met as required by state policy
10 points: The number of days allowed for developing a case plan for a child(ren) in placement.

Answer: What is within 45 days of placement?

20 points: The time frame for completing the safety assessment in ICWIS when placing a child.
Answer: What is within 24 hours of the onset of the investigation?

30 points: The number of days between court reports. 
Answer: What is ninety days?

40 points: In order to achieve good practice and outcomes, a child must be seen at least this often when in placement.

Answer: What is at least every 30 days?
Column Title: “Practice Pyramid”
Description: Items related to Indiana’s Practice Reform
10 points: These practice skills guide practice. 
Answer: What are teaming, engaging, assessing, planning, and intervening?
20 points: These four skills build trust-based relationships with families. 
Answer: What are respect, genuineness, empathy, and professionalism?

30 points: The belief that we use the same philosophies, principles, and values through all levels of the organization. 
Answer: What is the parallel process?
40 points: These are used for getting to the underlying needs of families.
Answer: What are solution-focused questions?

Column Title: “Eye on the Prize”
Description: Good practice efforts to achieve outcomes

10 points: These are the outcomes designated by the federal government and adopted in practice.
Answer: What are safety, permanency, and well-being?
20 points: This is always considered when making decisions about children and their families. 
Answer: What is safety?
30 points: These professionals train others on facilitating a child and family team meeting. 
Answer: What are peer coaches?
40 points: We use these to assess our progress toward outcomes.
Answer: What are practice indicators?

Column Title: “Cadillac Practice”
Description: Best practice techniques for working with children and families
10 points: These visual assessment tools can help supervisors understand the family’s situation so that the supervisor can better assist FCMs with decision-making.

Answer: What are ecomaps, genograms, and family maps?
20 points: The process to bring persons of interest determined by the family to assist in making a plan for the family’s well being.

Answer: What are child and family team meetings?
30 points: Research has shown that increasing this substantively increases the likelihood of positive reunification.
Answer: What is visitation?
40 points: This technique is used to help the FCM generate solutions to sticky casework situations.

Answer: What is coaching?
 AUTONUM   Tally up the scores and present the Final Jeopardy question. Ask the tables to wager their score based upon their confidence of answering the Final Jeopardy question. They can wager all of their points, or just a portion. The category title is “Because the Feds Say So….” Tell them to write down their group number on a piece of paper and wager on the top half of a piece of paper, then draw a line and put in the “question” to the Final Jeopardy “answer.” Say aloud, the following answer:

Passed in 1997, this legislation set specific requirements that require measurement to determine compliance with the outcomes of safety, permanency, and well-being.
Answer: What is the Adoption and Safe Families Act?

Once each team has written down their wager and answer, ask them to pass their paper with the wager and answer to the volunteer, who will draw a line and write the wager under each team’s column. One at a time, announce each team’s wager and “question.” Play this up to create drama and fun. Add or subtract the wager amount to the final score.

Determine the winning team and award small prizes to that team and candy to everyone else.

Summarize the activity, telling participants:

As you can see, there are many practice and policy issues that the supervisor must attend to, and this game only just begins to touch on them. We hope you found it a fun way to address these potentially monotonous, but nonetheless very important topics.
Lunch (11:45 – 12:45)

J. Constructive Feedback (12:45 – 2:15)

Competency 7:

Able to provide constructive feedback.
Learning Objectives:

a. Distinguishes constructive feedback from praise or criticism.

b. Describes the components of constructive feedback.


c. Defines the formula for providing constructive feedback.


d. Demonstrates constructive feedback.
Trainer, you will need:

Handouts
Handout II-28: Defining Feedback

Handout II-29: Feedback Statements Exercise

Handout II-30: Constructive Feedback: A Step-by-Step Guide
Handout II-31: Feedback Formula
Handout II-32: Ugly Duckling or Swan: An Exercise in Origami & Feedback
Other Materials

None

PowerPoint Slides

Defining Feedback

Constructive Feedback: A Step-by-Step Guide
Feedback Formula

Other Supplies
Flip chart and markers
LCD projector with computer

Classroom Performance System

Colored paper for the Origami exercise

(Trainer Note:
Portions of the following material were adapted from Salus, M. (n.d.). Mastering the art of child welfare supervision. American Humane Association. It was developed with public funds, thus is in the public domain. Material was also adapted from Brounstein, M. (2000). Coaching and mentoring for dummies. New York: Wiley Publishing, Inc.
 AUTONUM   Introduce the next section by reciting the competency. Explain that we will cover this competency through an incremental approach. First we’ll talk about constructive feedback, an essential tool for supervising casework, then we’ll discuss coaching, a way to help FCMs think through the critical issues of a case. 
 AUTONUM   Discuss the topic of feedback. Introduce it with the following statement:

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 FCM know whether the job was well done or whether his or her performance should be improved.

 AUTONUM   Define types of feedback. Refer participants to Handout II-28: Defining Feedback, display the PowerPoint Slide: Defining Feedback, and cover the following (Brounstein, 2000):

Constructive Feedback
Information-specific, issue-focused, and based on something observed. Constructive feedback is either:
· Positive Feedback: A statement to an FCM about an effort well done.

· Negative Feedback: A statement to an FCM about an effort that needs improvement. Negative does not equal terrible; rather, the outcomes sought after were not achieved, so there is opportunity for improvement.
Praise and Criticism
In contrast, these statements are personal judgments about an effort or outcome. Praise is a favorable judgment, while criticism is an unfavorable judgment. Praise or criticism is vague, person-focused, and based on feelings or opinions.

 AUTONUM   Conduct a Classroom Performance System exercise to have people distinguish between constructive feedback and praise/criticism. Refer participants to Handout II-29: Feedback Statements Exercise and explain that participants can follow along and mark the correct responses on their handout. Go through each question, asking for opinions about each statement before supplying the correct response. Ask what it is about each statement that makes it either constructive or one that just supplies praise or criticism. When each question is sufficiently discussed, move to the next question. The questions are:

1. You did a great job with that case plan. Your objectives were right on target based upon the family’s strengths and needs.

a) Constructive Feedback

b) Praise/Criticism

2. Great job on the Hernandez case. Really good work!

a) Constructive Feedback

b) Praise/Criticism

3. Way to go, Barb. Awesome job this week!
a) Constructive Feedback

b) Praise/Criticism

4. Here are my concerns about the work you did with the Barry family. I didn’t see that you contacted the mental health worker or the youth treatment counselor for Lucas to coordinate all of your work with the family.

a) Constructive Feedback

b) Praise/Criticism

5. You really dropped the ball with Toby Zarlengo. I hope you’ll do better next time.

a) Constructive Feedback

b) Praise/Criticism

6. What’s going on with the Anderson case? I was very disappointed with your case plan.

a) Constructive Feedback

b) Praise/Criticism

7. Now don’t take this personally. Timelines were not met for the Boatwright family.

a) Constructive Feedback

b) Praise/Criticism

8. Great job with the staffing at the Family Resource Center. The way you facilitated that staffing was masterful, soliciting ideas from everyone, then coming to a joint decision.

a) Constructive Feedback

b) Praise/Criticism

9. You’re a really great FCM and I appreciate all the hard work that you do for the agency.

a) Constructive Feedback

b) Praise/Criticism

10. I’m concerned about how you’re managing your time equitably with each of the families in your caseload. For example, you have stated that you really relate well to the Lee family and you’ve scheduled six home visits with them since the last plan. You’ve said in staffings that you are very frustrated with the Parker family and don’t think they’ll change, and you’ve only seen them once in the past month.
a) Constructive Feedback

b) Praise/Criticism

 AUTONUM   Discuss how to provide constructive feedback. Display the PowerPoint Slide: Constructive Feedback: A Step-by-Step Guide and refer participants to Handout II-30: Constructive Feedback: A Step-by-Step Guide. Cover the following information on the components of giving constructive feedback (Brounstein, 2000):
Content
What you say when giving feedback.

· Identify the issue or performance involved. The first thing you say is to identify the topic or issue you’re about to provide feedback on.

Ask participants for examples of this.

· Provide specifics of what happened. Give examples or some other type of evidence about the FCM’s efforts or performance, focusing on behaviors. Give each point with an “I” message; for example, “I have noticed, I have observed,” or when it’s from other people, “I have had reported to me.”
Ask participants for example of this. Move on to the manner in which constructive feedback is provided.
Manner
How you say the constructive feedback. Guidelines for constructive feedback are:
· Be direct when delivering your message. Get to the point, don’t delay or stall, give it in a straightforward manner.

· Avoid “need to” phrases. Feedback with a phrase such as, “You need to get your case plans in on a timely basis,” implies that something did not go well, but what exactly is unclear.
· Be sincere and avoid giving mixed messages. Mixed messages are of the “yes, but” variety and essentially tell the person who you are giving the feedback to not believe a thing said before the word “but.” The flattery at the beginning of the conversation is disingenuous, and the real point of the conversation, the negative feedback, is diluted. So avoid “but” and his cousins, “however” and “although,” to prevent contradictory messages and to maintain the integrity of your feedback.

Write the words “but,” “however,” and “although” on the flip chart and draw a big X through them. Continue the presentation. Ask participants for examples of this.

· In positive feedback situations, express appreciation. After providing concrete information about the positive performance, express appreciation for the FCM’s efforts.
· In negative feedback situations, express concern. Using a tone of concern, you communicate sincerity and the importance of your feedback. When feedback is delivered when angry, harsh, or sarcastic, the message gets lost.
· Give the feedback person-to-person, not through messengers or technology. In order to convey sincerity and engage in a two-way dialogue, it must be delivered either in-person or by telephone. Do not use voice mail, e-mail, or another person to deliver constructive feedback.
· State observations, not interpretations. Observations are what you see occur, while interpretations are how you analyze the situation. Constructive feedback should be about noticed behaviors, not how you characterize the situation or interpret it. Interpretations are judgment-laden, while observations are more factual. For example, an interpretation is, “You’ve been cranky and uncooperative all day today,” while an observation is, “I noticed that you laid your head on your desk today and you did not answer your phone when it rang and it has me concerned.”
Ask participants for examples of interpretations and observations. Move to the next dimension of constructive feedback.
Timing
Constructive feedback should be provided as soon as possible after the event so that events are fresh in everyone’s mind. However, when giving negative feedback it may be appropriate to wait to gather your thoughts in a less-emotional manner. So instead of providing it immediately, it may be helpful to wait a day or so.
Ask participants for examples of good timing. Move to the next domain, frequency.
Frequency
How often should employees receive constructive feedback on their performance? The reason we provide staff with feedback is to maintain or sustain good performance and to help staff improve poor performance.
Present the Feedback Formula. Ask participants for several examples using the formula. As each segment of the formula is presented, point to the PowerPoint Slide: Feedback Formula and refer participants to Handout II-31: Feedback Formula.
Feedback Formula

1. Let the trainees see what they have done. Either by telling or by showing on a video, show trainees the behavior. This ensures that the feedback is identifiable, direct, sincere, specific, and non-evaluative.
2. Show the effect of the behavior. Help the FCM see the tangible effect of his or her action. The supervisor evaluates the behavior with evidence.

3. Agree on a change (for constructive negative feedback). The FCM and supervisor discuss alternative behaviors to achieve the desired result. The discussion can range from directives offered by the supervisor, to the FCM making all the suggestions. Both parties should agree on the change and, if possible, immediately implement it or try it out. If the feedback is positive, #3 is not necessary.
 AUTONUM   Transition to the next activity.

 AUTONUM   Explain that the most effective way to learn or enhance a skill is to practice the skill and receive feedback. We’re going to do this in a non-threatening, relaxed manner before applying it to specific casework situations. We call this next exercise, “Ugly Duckling or Swan: An Exercise in Origami & Feedback”. Refer everyone to Handout II-32: Ugly Duckling or Swan: An Exercise in Origami & Feedback. Explain that the handout contains two parts. The first part consists of instructions for the making the swan. The second part is for making observations on feedback. Illustrate how to make the origami swan to the class.

(Trainer Note:
Before attempting this activity, practice it beforehand to demonstrate how to make a swan using Origami. The point of this exercise is to provide constructive feedback, so even if your swan is sloppy, that’s okay. You can give yourself some constructive feedback noting the swan’s deficiencies.

Distribute the colored paper and allow participants to choose a color. Tell participants to spend a few minutes reviewing the handout. Ask participants to work with a partner and provide the following instructions.
1. Each of you will demonstrate how to make this Origami swan to your partner. Your partner should take notes about how the partner is doing with the demonstration and prepare to provide feedback. Take about 5 minutes for the demonstration.
2. At the conclusion of the demonstration, the partner who watched should provide feedback using the methods discussed earlier. Take about 5 minutes to provide feedback and discuss with your partner.
3. Because we want to discourage the use of “but,” “however,” and “although”—outlaw words—there will be a “consequence” every time you use these words when giving constructive feedback. Whenever anyone uses this word, the partner gets to give the bell, “ding, ding, ding,” to the person who used the “outlaw” word. We’ll see how you do by how many “bells” are going off.
4. Switch roles and repeat the exercise.
 AUTONUM   Process the activity. Ask participants how many people successfully made the swan. Ask how many did not. Congratulate and sympathize appropriately.

Ask people to describe effective and ineffective feedback statements. Ask people how their learning style affected the activity. Finally, ask about their reactions to the process of giving and receiving feedback and how that might apply to their work.

Break (2:15 – 2:30)
K. Coaching (2:30 – 4:15)

Competency 8:


Able to apply coaching techniques to supervision situations.
Learning Objectives:

a. Describes coaching techniques.

b. Lists appropriate coaching questions for various situations.

c. Applies coaching techniques to a case scenario.
Trainer, you will need:

Handouts
Handout II-33: Coaching

Handout II-34: Sample Coaching Questions
Handout II-35: Indiana’s Key Engagement Skills/Techniques

Handout II-36: Probing Questions for Evaluating Child Safety
Handout II-37: Case Plan Samples

Handout II-38: Case Plan Feedback: Coaching Exercise & Observer Worksheet
Other Materials

Case Plan Samples
PowerPoint Slides

Coaching
Active Listening
Sample Coaching Questions (3 slides)

Other Supplies
Flip chart and markers
LCD projector with computer
(Trainer Note:
Portions of the following material on coaching were adapted from curriculum originally developed by Marsha Salus, Mastering the Art of Child Welfare Supervision, and sections were further refined by Nancy McDaniel, MPA.
 AUTONUM   Transition to the next topic, coaching, and explain that we will be discussing coaching as a form of feedback. Provide the following introduction:
We all know that the coach of the team doesn’t go out on the field or rink, doesn’t throw the ball, send the puck down the ice, or dive from the board. But he or she readies each member of the team and makes sure that the team members have the knowledge, skills, and motivation to do so.
Similarly, your are not personally responsible for assessing each family, completing each home study, or preparing each court report, but in your role as a supervisor, you have the task of preparing each FCM so that they will be as effective as possible in their work with families.
Now we’re going to turn to the use of the technique, coaching, which is different from that of giving feedback. The goals of coaching are to facilitate an individual or group to see things in a different way and to look at all the options. This is important in order for staff to perform at full capacity. There are two key elements to coaching.
 AUTONUM   Show the PowerPoint Slide: Coaching and refer to Handout II-33: Coaching. Continue the discussion:
The first element is that of awareness—of both the external environment as well as self-awareness. The second element of coaching is to promote responsibility—a sense of ownership, commitment, and motivation.
Telling an FCM what to do and how to do it may at times be the most expedient approach, but it doesn’t build their knowledge or skills. They aren’t as likely to be able to apply that information to their next case.
Remember, too, that an FCM loses out on that sense of achievement and resulting sense of accomplishment and confidence if they haven’t arrived at decisions through their own efforts.
There are two key techniques to use when coaching—that of active listening and of the use of open-ended questions.
 AUTONUM   Display the PowerPoint Slide: Active Listening and discuss:
The use of active listening leads to:
· Clarification
· Reflection
· Summarization (i.e., pulling out key points)
· Feedback (an analysis and synthesis of the information using different words to promote the individual’s looking at the situation differently)

Coaching questions are open-ended:

· What, tell me, when, how, how often, how much, who
 AUTONUM   Continue the discussion:
This “menu” of open-ended questions can facilitate your supervision and case consultation, and are designed to build the FCM’s self-awareness and sense of personal responsibility, i.e., ownership, commitment, and motivation. You may want to use them in either individual or group case review/consultation. They are especially effective in helping an FCM who may feel “stuck,” or to facilitate their thinking around a challenging case decision or difficult case. Even the most experienced FCM can become frustrated or feel overwhelmed by the depth of information or complexity of issues.
 AUTONUM   Display the PowerPoint Slides: Sample Coaching Questions and refer to Handout II-34: Sample Coaching Questions for each area:
Assessment

At times, an FCM may have gathered a comprehensive amount of information as part of the assessment, but the volume of information may become overwhelming. He or she may feel as though they “can’t see the forest for the trees.” These coaching questions can help to facilitate the FCM’s ability to sort through, synthesize a quantity of information, and make sense of it all.

Clarification

The FCM may feel the information they’ve collected as part of the assessment is ambiguous, or it may seem that they haven’t sorted through all of the information or facts. These questions can support the FCM in reaching greater clarity, as you ask them questions to further define or describe the situation.
Evaluation/Exploration

Sometimes it may appear that an FCM may be moving too quickly to a decision or may be arriving at a solution without enough thought. These questions can be used to slow down the pace and foster a more methodical and expanded view of the information.
Example and Elaboration

As the supervisor, you may be unclear about an FCM’s rationale for a decision or their description of a situation. The sample coaching questions for example and elaboration will prompt the FCM to provide more specific and descriptive information.
For Instance

These questions support an FCM to engage in their own critical self-analysis to critique their own work and decisions, in a non-threatening way. Sometimes an FCM may feel badly when the outcome is not what they intended, or just due to the urgent nature of the work they avoid or don’t find the time to ask the “what if” retrospective questions. These examples support building self-awareness and self-evaluation.
Options, Outcomes, and Planning

An FCM may have gathered a comprehensive set of information, and yet may need help in moving forward to a decision. Sometimes it’s because the FCM is not comfortable with the direction the case has taken, or the decision that the information is leading to. Other times, an FCM is uncomfortable in acting on the information that’s available because it seems that it’s not the outcome desired by the FCM.
It’s also important to recognize that our knowledge is always imperfect. However, as a supervisor, it is your role to support an FCM in knowing when it’s time to make a decision and put into place the plans or decisions based upon the best possible information at the time. These questions are intended to facilitate decision-making.
 AUTONUM   Discuss how to coach to Indiana’s practice model. Refer participants to Handout II-35: Indiana’s Key Engagement Skills/Techniques. Explain that when working with FCMs, the should be looking for these qualities and skills in the FCMs interactions with clients. Briefly review these and ask participants how they as supervisors would know when they see or don’t see these conditions/skills in their FCMs’ interactions with clients.

Core Conditions

· Genuineness

· Respect

· Empathy

Exploring Skills

· Active Listening

· Attending Behaviors

· Reflections

· Mirroring

Focusing Skills

· Questions including solution-focused questions

· Summarization

· Clarification

· Reframing

Guiding Skills

· Options, advice, directions or suggestions

· Effective feedback
(The Child Welfare Policy and Practice Group, 2006)
 AUTONUM   Refer participants to Handout II-36: Probing Questions for Evaluating Child Safety and explain that this handout can be used as a reference back at their office. Keep in mind that these questions should all be asked using the skills discussed above. 
 AUTONUM   Conclude the activity and transition to the next.
 AUTONUM   Conduct a small group exercise to wrap-up the supervisor’s role as expert and coach and apply many of the concepts we’ve been learning. Explain that participants will be divided into triads. Each person in the triad will play the part of a supervisor, FCM, and observer. Explain that the intent of this exercise is to review a sample case plan, either Bonnie OR Sarah, with the FCM, and then, using coaching and constructive feedback techniques, give information to the FCM about the quality of the case plan. Emphasize to participants that the case plans are not intended to represent “model” or “ideal” practice, but are examples that lend themselves to coaching and constructive feedback The observer’s role is to document techniques seen being used and offer constructive feedback about the interaction. Make sure that the supervisor is coaching to the engagement techniques discussed above as this is crucial for Indiana’s practice reform efforts.
Refer participants to Handout II-37: Case Plan Samples and Handout II-38: Case Plan Feedback: Coaching Exercise & Observer Worksheet.

1. Independently, each person in the triad will review the Case Plan Samples for quality of case practice, including the match between needs and objectives, strengths identification, viability of implementation, wording of objectives, and cultural relevancy. Select the case plan, either Bonnie or Sarah, that will be used when in the supervisor role. Spend about 5 minutes doing this and keep opinions private.

2. Assign the first round of roles, and then rotate in subsequent rounds. Each person should choose a different dimension of the case plan to evaluate (e.g., objectives, permanency goals, strengths/needs match, cultural relevancy, viability) so that subsequent rounds do not duplicate what has already been discussed. Note the assignments on each observer worksheet.

3. Conduct the role-play, with the supervisor modeling a one-on-one supervision meeting with the FCM. The supervisor should use coaching techniques and constructive feedback about the case plan. Spend about 5-8 minutes per round. During the role-play, the observer will watch the interaction, using the handout as a guide, and make notes. The observer should also keep time and stop the role-play after about 8 minutes. To make it fun, participants may choose to “ring the bell” for the “outlaw” words (i.e., but, although, and however).
4. At the conclusion of the round, the observer for that round should review the notes taken about techniques used. As a group, the triad should determine what type of coaching technique was modeled. Next, the observer should provide constructive feedback to the supervisor, referring to the observer worksheet. Use the following questions to guide the feedback:
· What did the supervisor do effectively?

· What were some examples of constructive feedback that were especially good?
· What examples of Indiana’s key engagement skills/techniques did you see used? 

· What examples of the parallel process did you see used?

· What were some examples of coaching that were especially good?

· How was the feedback provided?

· What could be improved?

5. Repeat until all participants have role-played a supervisor. Let participants know that they have a total of 45 minutes for this exercise.

 AUTONUM   Reconvene the large group and process the activity. Ask the following questions to generate discussion:
· What did you think of the quality of the case plans? Strengths? Areas needing improvement?

· What was most difficult for supervisors?

· What was it like to be an observer?
· Overall, what are your observations about this exercise?
 AUTONUM   Provide constructive positive feedback regarding participants’ achievements.
 AUTONUM   Summarize the section on feedback and coaching by presenting the following information.
Feedback and coaching are some of the most significant supervisory tools we have to educate FCMs and build staff capacity. We must provide positive feedback for those aspects of performance that we want to maintain, and provide negative feedback for performance that we want FCMs to change. As they begin to make progress in changing their behavior, we want to give positive feedback for even the very small changes we see. Coaching helps to raise the bar for the quality of casework. Through coaching, you can inspire FCMs to be thoughtful and proactive in their casework activities.

L. Personal Reflection (4:15 – 4:30)
 AUTONUM   Ask participants to get out their journal and reflect on the day’s activities and events. Ask them to write down how they will apply the information discussed at today’s training to their jobs. Remind them that effective leaders are also learners. To grow as a leader, you need to learn from experiences, and one way of doing this is to purposely reflect on those experiences. Explain that the journal is private and no one will review it except for them. Allow about 15 minutes to write, then ask if anyone would like to share insights or a-has with the group.

 AUTONUM   Adjourn the training for the day and ask them to arrive and be ready to start the next day at 8:30 a.m. sharp.

End of Day 2

Day 3
M. Understanding Emotional Responses (8:30 – 9:30)
Competency 9:


Knows and can recognize when an FCM’s emotional responses and/or judgment interfere with the casework process and can empower the FCM to identify and examine these issues.
Learning Objectives:

a. Identifies the rationale for templates.

b. Identifies their own and their FCMs’ templates that may impact case interactions.
Trainer, you will need:

Handouts
Handout II-39: Template Discussion Exercise
Other Materials

None
PowerPoint Slides
Making the Information Fit Our Picture

Other Supplies
Flip chart and markers
LCD projector with computer
 AUTONUM   Display the PowerPoint Slide: Making the Information Fit Our Picture. Introduce the topic of how our current experience is seen through the lens of entrenched templates. Cover the following material in the introduction:

(Trainer Note:
The following material was adapted from: The Northern California Children & Family Services Training Academy, (2005). The Center for Human Services, University of California, Davis, CA.
Our brain has difficulty processing all of the potential information available in a communication. There is simply too much information to integrate all of it. To make sense of the message, we select items of meaning that we believe represent the total meaning. We sometimes get it wrong. When the context is a family assessment with one or two parents and a couple of youth or children interviewed all together, where the interview lasts for one to two hours, the amount of information becomes enormous. To handle this information, we rely on pre-conceived models (templates) to sort out what is important and what isn’t.
Consider a player piano. This piano is a machine through which a roll of paper spools. On the paper, strategic holes have been punched out. Riding on the paper are a series of springs. When a hole appears, a spring releases, hits a soundboard, and plays a note. Depending on where the notes are punched, how long the hole is, how many other holes are placed, the springs play music, even harmonies.

What is important for our discussion is that if there is no hole, there is no note. The message to play a note can’t get through if there’s no hole. Our brains work in a similar manner. We each have thousand of templates (piano rolls) available in our brains. When we confront a situation of alcoholism, poverty, ethnic difference, physical punishment, dirty home, or just about anything, we pull up our templates to see if what we are experiencing coincides with our pre-determined definition (template) of that issue. If it does fit, we say, “That’s alcoholism”; if it doesn’t fit (no holes, no information getting through) we say, “I don’t see a problem here.”
How Templates Are Created

As very young children, we have millions of experiences that we really don’t understand, because we don’t have a context to understand them. These experiences come primarily from our families, but also relatives, neighbors, playmates, school, church, TV, etc. As we mature, we begin to make sense of these experiences and give them meaning. These adult generalizations of our childhood experiences become our templates.

Templates are neutral. They are how our brain creates meaning of our experiences. Some templates are toxic and some aren’t. What is important is that we all have them and they influence how we perceive the world.

 AUTONUM   Summarize with the following:
From a supervisor’s point of view, it is critical that you are aware of at least some of the templates of your staff. (And, of course, your own templates!) Without this knowledge, you are at a major disadvantage in evaluating the recommendations that your staff come to you with that you must approve. Remember that you are making your approvals usually without ever having seen the client family. You are relying entirely on what your FCM tells you.

 AUTONUM   Offer a couple of vignettes to explain how these templates arise. Feel free to paraphrase them (probably better) or substitute one of your own. The point to be made is that we all have different experiences and we make sense of these experiences differently. From our own perspective, however, we believe that we are seeing what is actually happening. This is why we do things differently, interpret things differently, and see things differently, while at the same time we all believe that we are being fair and equitable.

This is the story of two FCMs. Each has demonstrated consistently high quality professional practice and are known as excellent assessors. Both have the same number of years of field experience.

Jake
This FCM grew up in a family in which the father was an alcoholic who drank every day of Jake’s childhood. On his way home from work, he would stop at a liquor store and buy a pint of bourbon. Upon arriving home, Jake’s father would begin to drink (and usually finish the bottle). By dinnertime, he would be on the verge of passing out, and he would go to bed. Alcohol had a narcotizing effect on this father. He never became agitated when drunk and never hit or in any other way became violent.

Ask, “What might be come of Jake’s templates?
As Jake matured, he began developing some opinions about alcohol. Drinking was normal. Drinking was sometimes embarrassing to the child.
Ask participants what opinions Jake might have formed. Continue the presentation:
After Jake got out of school, he became a caseworker and was assigned some alcohol-related cases. Jake was not stupid. He knew that some alcoholics were abusive and some were out of control. When he went out on these types of cases, however, he spent much of his time looking at how the family functioned. Were the children in school? Was the rent paid? Were the utilities on? Was the family functioning? The fact that the father was an alcoholic was not nearly as important to Jake as whether the family was functioning.
Melissa
Melissa also grew up in an alcoholic family where the father drank every day. In her experience, when the father drank, he became extremely violent. It was very common for the father, when drunk, to hit his wife and children, put his fist through walls, wreck the car, spend his paycheck on alcohol-related binges, lose his job, and become volatile. Growing up in this environment, it was extremely important to be aware of how much alcohol had been consumed and who in the family he was most angry at. This vigilance was a matter of survival. Being wrong might lead to real danger.

As Melissa matured, her opinion about alcohol evolved to mean that this was something that could lead to extreme violence and danger to everyone around the drinker.
 AUTONUM   Ask participants about Melissa’s possible opinions.
When Melissa became an FCM, she also was assigned alcohol-related referrals. Unlike Jake, Melissa took these cases very, very seriously. The focus for Melissa was the drinking itself. Yes, family functioning was important, but not nearly as important as the drinking itself. Drinking equals danger.

 AUTONUM   Ask the following questions:
· Are Jake and Melissa as likely to substantiate? If not, who is more likely? Why?
· Are Jake and Melissa likely to establish the same risk level regardless of the decision made?
· Which FCM is more likely to make the correct assessment?
 AUTONUM   Summarize the discussion:

Based on two quite different sets of childhood experiences, each FCM “sees” reality differently. Alcoholism for one is not the same picture as seen by the other. We use the word “template” to describe this mature opinion based on childhood experience. Each FCM will select different facts about the family to make sense out of their communication with them. This process is largely sub-conscious, and both Jake and Melissa believe that they are reflecting what is true about the family.

Personal Experiences Vary
All of us have had some sort of experience of child discipline in our childhoods. Looking at a distribution of these childhood experiences, most of us have fairly similar experiences (the largest section of the bell curve). As you deviate from this central tendency, however, you will find individual experiences becoming more physically abusive towards one end, and discipline less physical towards the other end. On one extreme, you find people who experienced physical punishment that was increasingly harsh and frequent, and excluded any other type of discipline. These were children who almost always had bruises on their bodies, lacerations, and perhaps broken bones. At the other extreme were individuals who experienced no physical punishment at all. Perhaps the parents don’t believe in it.

Returning to those on the harshly disciplined side, what adult templates would you expect to see?

 AUTONUM   Ask participants for possible templates. Examples might include:
· This is what happens to kids; no big deal.

· It was horrible; it turned me into an untrusting, fearful adult. Hitting kids is not acceptable in any situation.
· I used to get hit a lot, and hard. I got bad grades, I got hit. If I said that I would be home at 9:00 p.m. and it was 9:40 p.m., I got hit. If I lied, I got hit. If I didn’t show respect, I got hit. My friends used to laugh at me for getting hit all the time. I hated it. As an adult looking back over my childhood, however, I see many of my friends out of work, on drugs, in jail, or dead. My parents wouldn’t let me fail. They taught me how to be a successful adult, accept authority at work, and how to show respect. I guess that my parents knew something I didn’t know at the time. It was hard, but it made me who I am.

 AUTONUM   Ask participants, “How would each of these templates influence how an FCM might view a physical abuse referral?” Solicit responses from the group. Try to also look for opinions from the other side (e.g., those who were never physically disciplined). Ask questions such as:
· Why would anyone ever hit a child? (It gives a bad message; might makes right; lie so you don’t get hit.)
· Isn’t there always a better way?

You can develop similar distributions for alcohol or poverty or ethnicity. Remember, you don’t have to have direct experience to have templates about an issue. Alcohol can be seen as a moral weakness, or a way to have fun, or a menace to self and others, or normal adult behavior, etc. One does not have to have been poor to have learned that poverty is a choice—you can pull yourself up by the bootstraps and poverty is just the result of laziness. Or poverty is the result of economic unfairness in the society. Or poverty is an issue of racism. There are also templates for how to get out of poverty and the chances of that happening. All of these templates influence decisions that FCMs make.
A second issue concerns the practice implications of templates.
As each template is identified, ask, “What is the practice implication for this template?” From each of the identified templates, ask how is it likely to impact practice. Are participants aware of any templates that their FCMs seem to be using?
 AUTONUM   Ask, “how is this relevant to the parallel process?” Elicit the response, “being honest with yourself as well as your staff and clients reflects the values of family-centered practice.”
 AUTONUM   Summarize the discussion:
You can’t guess a person’s templates, even if you know something about their experience. We all make different sense of things. For supervisors, it is important to be able to discuss templates with your staff. Remember, templates are not good or bad; they are just what you have made of your experience.

 AUTONUM   Ask participants to look at Handout II-39: Template Discussion Exercise. Conduct a small group exercise. Divide participants into small groups in whatever way makes sense. Ask each group to select one of the following topics:
· Physical Discipline
· Alcohol Use
· Money

· Education

· Adolescent Behavior
1. Each group selects just one topic to discuss.
2. Each participant briefly discusses childhood experiences around the topic. Make clear that the participants are aware that they do not have to share more than they are comfortable sharing. Make sure everyone has a chance to share. Announce that they have 15 minutes to do this.
3. Ask that each participant self-identify one of their adult generalizations (templates) about this issue. These should only be one or two sentences, and it will help if they write it down (not to be posted—just for their own reference).
4. If they have time, ask the groups to discuss how this template might affect their own decision-making on a case brought by one of their FCMs.
 AUTONUM   Bring the group back together and process the activity. Ask each group to report out templates from their group without necessarily identifying whose template it was.
 AUTONUM   Summarize this section with the following:
This section dealt with the way our brains work in making generalizations about our experiences and how this leads FCMs to see the world in a variety of ways. Although we believe we are consistent in our practice, our decisions and or interventions in the same case may vary widely.

Templates are reasonably fixed in our brain; they help us make sense of the world, and they frame our worldview. It is unlikely they will be successfully changed by challenging them. An analogy may be that a template is similar to a riverbed. All of our experiences “follow” and may in fact “carve” the stream more deeply or make it more pronounced. It often takes a major or cataclysmic life event to change the course of our templates, similar to the way that only a major flood or cataclysmic event changes the course of a riverbed.

Most often, the best we can hope for is that we become aware of what our templates are, not be defensive about them, and understand they influence our practice significantly. A valuable goal would be the ability to discuss templates non-defensively with your staff and know in what areas a team member might need consultation and direction, and perhaps even switching the case with someone else when we know that we really can’t make an unbiased assessment in a particular case.
Break (9:30 – 9:45)
N. Supervisor as Clinical Consultant (9:45 – 2:00, including Lunch)

Competency 10:


Knows the value and components of proactive, structured supervision.
Learning Objectives:

a. Differentiates between visual assessment tools.


b. Identifies major components of ecomaps, genograms, and family maps.

c. Describes the value of group case conferences.


d. Identifies the format for group case conferences.

e. Identifies the format for one-on-one case conferences.

f. Describes the supervisor’s role in applying proactive, structured supervision.

Trainer, you will need:

Handouts
Handout II-40: Ecomap
Handout II-41: Constructing Genograms
Handout II-42: Interpretation of the Family Network Diagram
Handout II-43: Proactive, Structured Supervision
Handout II-44: Group Case Conferences
Handout II-45: Implementing Case Conferences
Handout II-46: Case Conference Format
Handout II-47: Example of a Case Conference Guide
Handout II-48: One-on-One Case Conference Format
Other Materials

None
PowerPoint Slides

Case Assessment Tools
Proactive, Structured Supervision

Components of Structured Supervision

Group Case Conferences

Case Conference Format

1. Players

2. Incident

3. Risk & Protective Factors

4. Prior Interventions

5. Reducing Risk of Future Maltreatment

6. Focus

Advantages of One-on-One Case Conferencing

General Rules for One-on-One Case Conferencing

One-on-One Case Conference Format

Analysis of the Case

Strengths-Based Issues

Other Considerations

Other Supplies
Flip chart and markers
LCD projector with computer

 AUTONUM   Introduce the next topic, the tools that FCMs and supervisors use to assess a case. Provide the following introduction:

As supervisors with varying years of experience, each of you probably have an approach that you use when you are providing case-specific supervision to your staff. I’m talking about that part of your job where an FCM is providing information to you about a specific child or youth and family with whom they are working. Every supervisor and FCM should have a systematic approach, using a few tools in a “toolkit” to help assess families and provide information for case planning and intervention. Assembling a “toolkit” is a lot like getting ready to remodel a house (this analogy works on multiple levels). The house is breaking down, leaks are all over the place, and potential hazards are everywhere. As the remodeler, you wouldn’t think of going in with just a hammer and start indiscriminately pounding away. To do this right, you need to be armed with the best tools money can buy. You need to assess the situation before deciding what to fix, what to camouflage, or to just demolish. In order to assess, you have to dig around, look at the foundation, lift up some boards, maybe even cut out some holes to check what’s inside the walls. The remodeler will need an array of tools to really figure out what’s right and what’s not with this old house. With families, we do this with specific assessment tools like the ecomap, genogram, and family map.

These tools inform the completion of required instruments, such as the Case plan. These tools are especially helpful for the supervisor to understand in a concise fashion what is happening with a family in order coach the FCM on appropriate decisions.

For the remainder of the day, we’re going to be talking about a number of tools that help facilitate Indiana’s TEAPI practice model, and if we stick with our building analogy, we’ll also be talking about various “blueprints” or approaches to this type of supervision. The purpose is not to prescribe that it has to be done a certain way, or even that there is only one way to provide case-specific supervision. Instead, we’ll talk about these tools and approaches as examples of tools and “blueprints” in hopes that by the end of the day you will have been exposed to some new tools, or had a chance to work more with them, so that you have more in your “toolkit” to choose from when you get back to your offices.
Indiana assembles these tools in the Family Network Diagram (FND). It is a pictorial representation of a family’s connections to their extended family, persons, and/or systems in their environment. The FND is a combination of two different tools, the Genogram and the Ecomap. The Genogram will occupy the top ½ of the page and the Ecomap will represent the lower ½ of the page. The FND is very helpful in understanding the family connections because it can visually illustrate three separate dimensions for each family connection (Genogram) and environmental domain (Ecomap): 
1. The STRENGTH of the connection (Weak; tenuous/uncertain; Strong) 
2. The IMPACT of the connection (none; draining resources or energy; providing    

     resources or energy) 

3. The QUALITY of the connection (Stressful; Not stressful) 
The first step is to create a Genogram which is a graphic representation of a family tree that displays the interaction of individuals within a family. The Genogram should go back at least three generations. It goes beyond a traditional family tree by allowing the user to analyze family, emotional and social relationships within a family group. It is used to identify repetitive patterns of behavior and to recognize hereditary tendencies. 
The Ecomap portion of the FND is a representation of the family in relation to the environment. The different domains of the social environment are shown by circles arranged in a semi-circular fashion around the circle of the main family unit. The nature of the relationship of the family or individuals within the family to each environmental domain is indicated by the type of line joining the family or individual to it. Included are all significant involvements that family members have – work, school, recreation, social groups, friends, church, health treatment, etc.
 AUTONUM   Display the PowerPoint Slide: Case Assessment Tools.

We’re going to talk now in more detail about the Family Network Diagram, specifically, the genogram and ecomap. We’ll talk about the approach to supervision called “structured supervision” with the idea that you can see what goes into it, and then self-reflect and assess if there are aspects of your own supervision that you’d like to approach differently or try out a different format. It’s not just about you trying out some different tools. By doing so, you are in turn challenging your staff to think about their families in perhaps a different way.
 AUTONUM   Discuss the use of ecomaps. Remind participants that we discussed this tool in the first unit. Provide the following, more formalized information about the ecomap.

The ecomap is an assessment tool created by Ann Hartman to assess families within an ecological perspective. The ecomap helps a family and FCM diagram the important external systems with which they interact and explore the nature of the relationships with those systems.

The use of the ecomap is only effective when done with the family as a structured way of interviewing. It takes the emphasis off the “face to face questioning” and focuses energy jointly on a task. This gives everyone some “room” during the interview. It also provides a visual representation of a family’s situation, which can be very useful for families. It provides a way for the FCM to learn from the family about their situation.

Refer trainees to Handout II-40: Ecomap. Explain the following:

The first page of this handout contains questions that you, as the supervisor, can ask to evaluate the quality of the ecomap. As you can see, the format is fairly straightforward. The family is diagrammed in the center circle, and their relationships with other systems are detailed by drawing lines to other systems.

A solid line indicates a strong relationship. A dashed line represents a tenuous relationship, and hatches across a line indicate a stressful relationship. Arrows along the lines indicate the flow of resources.

This relatively simple graphing helps the family and FCM see whether there are areas of stress and potential avenues for support. An FCM, while doing an ecomap, has access to a wealth of information about how the family experiences their world and can gain some insight into potential areas for support (family strengths) and intervention.

Some helpful questions to aid in the gathering of information with the family and development of the Ecomap portion of the FND include: 

 AUTONUM   Refer participants to the last page of the ecomap handout and explain that these are questions from Indiana’s Family Network Diagram policy statement and can be used to gather information about the ecomap.


I.
Neighborhood 
1.
How well do you know your neighbors? 

2.
What neighborhood activities do you attend? 

3.
Do your children play with other neighborhood children? 

4.
How long have you lived there? 

5.
What do you get from your neighborhood? 


II.
Community Services  
1.
With which community organizations or agencies are you involved? Examples include Medical, Mental Health, Substance Abuse, Domestic Violence, Child Welfare, Political, Legal, Court, etc. 
2.
How long have you been involved? What frequency? 
3.
With whom do you have a relationship? Who gives you support? 
4.
What services work best for you? 
5.
How do you feel about your involvement? 

III.
Social Groups 
1.
With which social groups are you involved? Examples include Church, Civic, YMCA, Bowling League, etc. 
2.
How long have you been involved? What frequency? 
3.
With whom do you have a relationship? Who gives you support? 
4.
What services work best for you? 
5.
How do you feel about your involvement? 

IV.
Education 
1.
Who in your family goes to school? 
2.
How long? What is their status? What is their goal? 
3.
How do they feel about it? 
4.
With whom do you have a relationship? Who gives you support? 

V.
Significant Personal Relationships 
1.
With whom do you have significant personal relationships? Includes extended family members, friends, etc.? 
2.
How long has your relationship lasted? 
3.
What do you do together? 

4.
How do you feel about this relationship? 
5.
What do you get from it? 

VI.
Employment 
1.
Who in your family works? 
2.
How long? What is their status? 

3.
How do they feel about it? 
4.
With whom do they have a relationship? Who gives them support? 
 AUTONUM   Discuss another tool, that of genograms. Refer participants to Handout II-41: Constructing Genograms.
A genogram resembles a family tree; however, it includes additional relationships among individuals. The genogram permits the FCM and the client to quickly identify and understand patterns in family history. A genogram maps out relationships and traits that may otherwise be missed.

The genogram was first developed and popularized in clinical settings by Monica McGoldrick and Randy Gerson. Most genograms include basic information about number of family members, number of children of each family, birth order, and deaths. Some genograms also include information on issues running in the family such as alcoholism, depression, diseases, alliances, and living situations. It lists all the pregnancies of a woman, even those miscarried or aborted. It indicates whether a child is biological, adopted, an identical twin, etc., as well. It also notes the level and quality of interpersonal relationships, including cross-generational relationships (e.g., a grandparent raising a grandchild).

The first page of this handout contains questions the supervisor can ask to evaluate the quality of the genogram. The second part contains basic symbols used in genograms. The final page contains questions FCMs can ask to gather information to inform the genogram.

(Trainer Note:

The original source for this material was: Child Welfare Training & Research Project, University of Denver. (n.d.). New FCM Core Training. Denver, CO:  Author. 

 AUTONUM   Refer participants to Error! Reference source not found. and explain that this handout contains a list of questions they can use with their FCMs to interpret the Family Network Diagram. 
Lunch (12:00 – 1:00)
 AUTONUM   Discuss proactive, structured supervision. Display the PowerPoint Slide: Proactive, Structured Supervision and refer participants to Handout II-43: Proactive, Structured Supervision.
Proactive, structured supervision is a method of supervising frontline FCMs in child welfare. This method helps improve the quality and timeliness of all decision-making before a family enters the child welfare system, and continues throughout their involvement with the child welfare agency.
What is Proactive, Structured Supervision?
Proactive, structured supervision promotes an enhanced role for the child welfare supervisor to provide routine, structured reaction and oversight of casework practice and management. The supervisor guides FCMs through a systematic, frequent, clinical review of all case information with safety, permanency, and well-being as the driving forces for case activities in child welfare. Resource requirements and workload demands are considered important factors.
Emphasize that we are offering this approach and corresponding format as a suggestion—not a prescription. Given the reality of child welfare practice, and that policy does not dictate its use, we cannot say this is the only way—it is just one way for conducting supervision.

 AUTONUM   Display the next PowerPoint Slide: Components of Structured Supervision.
Proactive, structured supervision has four primary components:
1. Structured Clinical Review includes:
· Constructing and understanding the family’s genogram, ecomap, and/or family map to provide a visual, multi-generational representation of family relationships and patterns of behavior, to engage the family to visually summarize child safety, permanency, and well-being in the context of the child’s family and their environment.
· Preparing and reviewing the safety assessment/safety decision/safety plan.
· Evaluating risk assessment cluster factors such as:
· The type and degree of maltreatment of children through time.
· Child characteristics.
· Adult caregiver characteristics, including victimization of other children, psychological impairment, domestic violence, mental illness, substance abuse, assaultive behavior, abuse/neglect as a child, or delinquency as a child.
· Assessing the family’s social supports using the family ecomap—a pictorial representation of a family’s connection to other systems or individuals in their environment that illustrates the strength, impact, and quality of the connections. The family ecomap engages the family and others to visually summarize the family’s capacity to access, use, and benefit from resources in their environment. 

2. Documentation of Critical Case Information includes:
· Classifying family needs. Supervisors and FCMs examine the capacities of families (including caregiver conditions, management of conditions through time, and their connectedness with others to categorize prognosis for change), identify families for concurrent planning, and estimate the intensity and duration of resources they need.
· Identifying the service effort necessary to reduce risk. The supervisor and FCM determine the amount of direct and indirect time that will be needed to achieve the permanency goal.
3. Case Direction includes:
· Case activity and time frames.
· Supervisory review dates.
· Projected permanency and closure.
4. Time and Workload Analysis and Management is a critical responsibility of child welfare supervisors. Without this, children and families stay in the child welfare system too long, and caseloads are too large to allow the time to provide real, authentic family-centered casework that will achieve acceptable outcomes. Part of this supervisory process includes maintaining a balance in a frontline FCM’s caseload and levels of service efforts, and requires timely closure with all families.
 AUTONUM   Introduce the topic of using various supervisory formats to help facilitate proactive, structured supervision. Explain that what we’ve talked about thus far focuses mainly on one-on-one supervision, but just like there are multiple assessment tools to help understand a family, there are also multiple supervisory formats to help assess an FCM’s performance and progress in a caseload. Ask participants to brainstorm ways that supervisors provide supervision to FCMs. Generate at least the following list and write these on a flip chart:

· One-on-one supervision
· Group supervision
· Observing FCMs in the field (e.g., home visit, court)
· Observing FCMs in the office, either by being present in the room or observing through a one-way mirror
· Reviewing case documentation
(Trainer Note:
The following material was adapted from: The Northern California Children & Family Services Training Academy, The Center for Human Services, University of California, Davis, CA.

 AUTONUM   Discuss case conferences held within a group supervision or unit meeting format. Ask participants for what they perceive as the advantages of case conferences held within a unit meeting. Generate at least the following:

· Time is at a premium and it is important to get the case conference participants familiar with the case and issues as soon as possible so that more time can be spent discussing the actual case.
· Participants in the case conference tend to ask a lot of questions about the family situation, etc. This format is designed to answer many of these concerns up front. When participants know there is a format, they may resist interrupting until the case is fully presented.
· Using the format in preparing for the conference, the presenter can clarify a lot about the case and can be much more coherent in the case presentation.

 AUTONUM   Discuss how to establish a group case conference and make it successful. Display the PowerPoint Slide: Group Case Conferences and refer to Handout II-44: Group Case Conferences.
Establishing anything new requires a lot of planning. Knowing what to do can sustain the supervisor during the difficult time in getting the conference off the ground. This section presents practical tasks that the supervisor must complete to make the conference successful.

The group case conference is a process by which individual cases are presented by unit members, facilitated by the supervisor or an experienced unit member, with the overall goal of enhancing the professional skill level of the entire unit. Resolution of individual case problems can occur—and this is a motivator for the presenter—but it is not the primary objective. Adults learn by relating new information to what they already know—in this case, the FCM’s cases. The case conference allows for the deepening of the FCM’s understanding of the dynamics of the specific case through comments by other unit members and the strategic injection of professional issues by the facilitator. Other unit members benefit by relating the discussion to their own cases, which may have similar aspects.

 AUTONUM   Refer the participants to Handout II-45: Implementing Case Conferences and explain that it covers multiple dimensions of implementing case conferences within a unit, namely:
· How to get started
· Preliminary training issues for FCMs
· Preparing for the specific conference
Encourage supervisors to use these guides in setting up conferences.

 AUTONUM   Display the PowerPoint Slide: Case Conference Format and refer participants to the corresponding Handout II-46: Case Conference Format. The format and content for presenting a case is:

1. Discuss the players.
2. Describe the incident.
3. Review risk and protective factors.
4. Review prior interventions.
5. Discuss how to reduce future risk.
6. Discuss a focus for input from team.
 AUTONUM   Discuss how to review the players who are involved in the case. Advance to the PowerPoint Slide: 1. Players. Suggest to participants that they take notes on Handout II-46 as this material is discussed.
This section presents the family, relatives, alternative caregivers, and other important players in the case. We strongly encourage the presenter to construct an ecomap, genogram, or family map of the family prior to the conference. If possible, a copy should be given to conference participants for their reference. Having a genogram helps make sense of the family and reduces the inevitable questions such as: “Who is Jake living with?” or, “Who is Madison’s mother?”
The presenter, beginning with the parents, introduces each member of the family and points out their relationship. In some cases, it may be important to know the foster parent’s name, attorneys, or therapists. All of these individuals can be added to the ecomap.
 AUTONUM   Discuss how to review the incident during the case conference. Advance to the PowerPoint Slide: 2. Incident.
This history section, described by the presenter, explains the original allegations. The presenter briefly explains why the case came into the system and when.

· What are the precipitating factors that brought the case into the system? What is the underlying theme?
· How does the family view the presenting incident?
· What is the likelihood of repeat behavior?
 AUTONUM   Discuss how to review the risk and protective factors. Advance to the PowerPoint Slide: 3. Risk & Protective Factors.
From the last assessment and issues identified in the risk assessment, what are the significant risk factors that must be addressed? What are the strengths the family possesses which will be utilized to help reduce risk? What has worked well for this family in the past? How can it be applied here?
 AUTONUM   Discuss how to review the prior interventions tried in the case. Advance to the PowerPoint Slide: 4. Prior Interventions. Reiterate that participants should continue taking notes.
If there have been prior interventions in this family, which have been successful? These may be interventions that can be employed again. What hasn’t worked? Rather than attempting the same intervention that has failed numerous times before, we may need to consider new ways to address risk issues.

 AUTONUM   Discuss how to review strategies for reducing the risk of future maltreatment. Advance to the PowerPoint Slide: 5. Reducing Risk of Future Maltreatment.
· Agency-centered case plans are designed by the agency with little regard to what the client wants or is able to accomplish. These plans are often unrealizable but look good because they identify all the issues the client probably should address (drug treatment, drug counseling, drug testing, anger management, domestic violence, child development, parenting, marriage counseling, etc.). The multitude of tasks may be overwhelming and impossible for the client to achieve. The agency may have covered itself, but it may also set the client up for failure. The plan is to reduce risk to an acceptable level, not eliminate all levels of risk. Our goal is not to make families perfect, but to assure that the outcomes for this family is achieved.

· Family-centered case plans include the tasks and activities that the client is willing to do to resolve the issues that brought the family into the system. Even if accomplished in stages, these must address the issues necessary to protect the children and reduce risk. The client must be a participant in recognizing the need areas, identifying family strengths, and agreeing on action to be taken.
· Cooperation is the degree to which the client commits to achieving case plan goals. Cooperation is not how “nice” the client is. A client’s anger or frustration towards the agency, the court, the possibility their children will not be returned home, or that they will continue to be involuntarily involved in the child welfare system is normal. Clients may be motivated to participate in the plan to meet their goal solely in an attempt to get the agency out of their lives. Clients may also be depressed or feel hopeless about the situation. They need assurance that the FCM and members attending their CFTM are also interested in a successful resolution.
 AUTONUM   Discuss how to solicit opinions for focusing on the current case dilemma at hand. Advance to the PowerPoint Slide: 6. Focus.
Where does the FCM want to focus in bringing this case to the group? This is not to answer the question, “What should I recommend to court,” but rather, “I’m having a hard time involving the client,” or, “I don’t really see a positive outcome,” or, “Working with this client makes me defensive, angry, scared, confused, etc.” The FCM may bring the case to the conference because they feel stuck or unsatisfied with how they are engaging the client. This is the opportunity for professional growth. Recommendations to the court will be discussed in the individual case conference discussed later on in this training.
 AUTONUM   Refer participants to Handout II-47: Example of a Case Conference Guide and explain that this form is used by one Indiana supervisor, D’Andrea Abdullah, to guide supervision with her FCMs and can used and adapted by other supervisors. Ask participants if they use a similar form or would find this format useful and how this form could work for them.
 AUTONUM   Ask participants how this format is similar or different from approaches they’ve used in the past as a supervisor or with their own supervisor as a worker.
 AUTONUM   Introduce another supervisory format, the individual case conference.
This next section provides a format for one-on-one conferencing with an FCM. The individual case conference differs in intent from the group case conference. The unit-based case conference focuses primarily on teaching professional skills through case presentations; the individual conference focuses on decision-making for a specific case.

In group conferences, the supervisor has the role of facilitator/teacher. In individual conferences, the supervisor is the authority who must approve decisions and be responsible for them.

This model provides a protocol to assure that central issues of decision-making are addressed consistently, that good practice is reinforced consistently, and that the supervisor can assure that appropriate decisions are being made consistently. This format is the manifestation of proactive, structured supervision and helps to ensure that Indiana’s practice reform goals are realized.
This model is a formal case review. Because FCMs and supervisors are so busy, case reviews are often conducted piecemeal or sometimes not at all. This can lead to decisions being made with inadequate deliberation, leaving the supervisor and FCM vulnerable, as well as providing less than optimal help for families.

 AUTONUM   Discuss the three major advantages in being systematic in conducting case conferences. Display the PowerPoint Slide: Advantages of One-on-One Case Conferencing.
FCMs Are Extremely Busy
One of the consequences of FCMs being chronically overloaded, often from their first day of employment, is that survival strategies become necessary just to get the work done. With too many responsibilities, FCMs frequently resort to the following:

· Prioritization of tasks
· Triage and dealing with emergencies only
· Cutting corners
· Skipping required but routine tasks
It is amazing how well FCMs do at balancing all of their tasks although there is a dangerous element of chance involved.

Structured case conferencing allows for cases to get at least one considered review to assure that the assessment, case plan, and tracking system are in place correctly; that agency policy is being followed; that the client is oriented to success; and, most importantly, that the supervisor is reasonably familiar with the case when important decisions are being approved.
Liability Issues Are Important
Increasingly, supervisors are being held accountable for the decisions and actions of their subordinate staff. Bad things can happen to children even with good assessments. After all, we are working with high-risk families! Cases look different when viewed retrospectively, particularly when something bad happens. The most common problems found in retrospective reviews are:
· Missing documentation
· Tasks left undone
· Decisions made with incomplete information
Supervisors are vulnerable to this type of questioning:

· Did you inform the FCM about…?
· Did you suggest that the FCM…?
· Were you familiar with the father’s criminal record when you approved the decision to…?
The answer eventually becomes, “No.” Not only can systematic conferences reduce the likelihood of bad things happening, they can offer a rationale for why certain questions were asked of the FCM and why certain decisions were made. Many professions follow some sort of formal protocol in making assessments and decisions.
A Chance to Reinforce Professional Practice Issues
Adults learn best when the message is reinforced over and over again. With FCMs, it is particularly helpful to revisit practice issues using the FCM’s own cases. The individual conference allows for the discussion of issues raised in the group case conference and elsewhere related specifically to the FCM’s own cases.

One-on-one case conferencing allows for a systematic review of all or most all of the unit’s cases over a yearly or six-month cycle.

(Trainer Note:

Supervisors may feel some anxiety that committing 15-30 minutes to discuss a case is too much time. This issue will undoubtedly come up and should be addressed. Some suggestions might be:

· Plan two mornings a week to schedule conferences and try to limit in-depth discussions at other times. Supervisors are probably spending at least the same amount of time spread out in bits and pieces throughout the week.

· Systematic case conferencing is not intended to save time but, through heightened efficiency, make much better use of available time.

· Training FCMs to approach casework systematically will improve their practice and will result in fewer casework dilemmas requiring extensive discussion.

 AUTONUM   Present the following information on case conferencing and display the PowerPoint Slide: General Rules for One-on-One Case Conferencing.

1. Do not discuss the decision until you work through the format. This will save time.

2. Do not be rigid in adhering to the format. Information will be presented at different times and out of order. Do not slow the flow of information by insisting that it be presented in an exact order. This will save time.

3. Be aware of the “FCM readiness level” of the FCM and conduct the conference accordingly. Adapting the conference to the appropriate level will save time.

4. Make sure that your FCMs are familiar with the format before coming to the conference. Give them the outline. This will save time.

 AUTONUM   Provide information on the order of discussion for the one-on-one case conference. Display the PowerPoint Slide: One-on-One Case Conference Format and refer to Handout II-48: One-on-One Case Conference Format. Discuss the following:

Visual Assessment Tool
FCMs should come to the case conference with two copies of their prepared genogram or full FND, one for the FCM’s reference and one for the supervisor.

A visual assessment tool allows for the supervisor to be brought up to speed quickly. Time is not wasted in asking how people are related, with whom a child is placed, etc. The Family Network Diagram (with geogram and ecomap) is a convenient place for the supervisor to take notes. After the conference, the supervisor files the tool so that subsequent conferences do not spend time reintroducing the family.

The FCM presents the family quickly, emphasizing those people who are central to the case. Foster parents and other collaterals should also be included somewhere on the genogram. In subsequent conferences, this section is not needed if the supervisor has the previous genogram on file. Any changes, of course, should be noted (e.g., birth of a new child, separations).
This section should take no longer than five minutes in the conference.

 AUTONUM   Cover the next topic in the format.
One way to understand a case conference is that it exists primarily for the benefit of the supervisor. Supervisors have greater knowledge of agency policy and priorities, and have demonstrated professional casework skill. On the other hand, the FCM usually knows much more about the case. The case conference can be seen as bringing supervisors up to speed so that they can apply their professional knowledge and skill to a specific case. Stating the problem up front allows the supervisor to select the information that is important for decision making from the inevitable mass of case facts.

 AUTONUM   Discuss the next phase, analysis of the case, and display the PowerPoint Slide: Analysis of the Case.

This section provides the professional analysis of the case. FCMs are used to talking to supervisors about cases, discussing issues back and forth, and arriving at a decision. This method is inefficient, time-consuming, and frequently leaves out important information necessary to make appropriate decisions.

This model focuses on three interactive elements that also align with segments of Indiana’s TEAPI practice model. They are:

· Assessment

· Planning - Case Plan
· Intervention - Plan Implementation and Monitoring

Supervisors should train their staff to be prepared to discuss these three elements at the conference. Extraneous issues should be discouraged and the FCM should be encouraged to return to these three crucial issues.

Assessment
There are all types of assessments: educational, psychosocial, developmental, etc. CPS FCMs are most concerned with safety and risk assessment. The issues for the supervisor to determine are:

· Does the existing assessment adequately explain why the agency is involved?

· Have any of these risk or safety items changed since the last risk or safety assessment was made?
The FCM should bring the most recent risk and safety assessment to the conference.

Common problems with assessments are:

· The assessment items are too general. For example, stating that the parents are drug users instead of describing how their drug use puts the child at risk.

· The risk assessment item relates solely to a past event and not to the risk the child is facing now or may face in the future. For example, the parents left the child alone, instead of the parents are unwilling/unable to provide adequate supervision for their child; or, the parents beat their child, instead of the parents are unable to discipline their child safely. Risk points to the likelihood of future maltreatment.
· The assessment includes too many items, some risk-related and some not.
The risk assessment explains why the agency is involved and leads directly to the plan to resolve the risk issues. Adding everything that may be wrong with the family makes planning difficult and makes it unclear to clients what they are supposed to do and what is most important to do.

Planning - Case Plan
As we all know, the case plan includes the activities needed to reduce the risk issues identified in the assessment. There are many possible problems with case plan construction. Some of the most common errors are:

· The case plan does not address the risk issues identified in the assessment.
· The case plan includes so many tasks that the family cannot possibly do them all.
· The case plan is extremely vague, and it is not clear, exactly, what the client is being asked to do.
· The case plan includes only tasks and not behavioral outcomes; for example, parents to attend a parenting class, instead of parents to learn and demonstrate alternative, safe methods of discipline.
· The family did not agree to the plan and they are not invested in it.
· The case plan no longer meets the family’s needs and has become an obstacle rather than a help for the family in resolving problems.
 AUTONUM   Discuss the next phase of the format, case plan implementation and monitoring.

Intervention - Plan Implementation and Monitoring

In this section, the FCM discusses progress, or lack of it, since the last assessment/case plan was formalized.

Brainstorm issues to consider with participants. Develop at least the following:
· To what extent has the family achieved the case plan goals? How do we know?
· To what extent have the identified risk factors been reduced? How do we know?
· What remains to be done?
· What barriers exist that keep the family from achieving success?
· Does the case plan need modification?
This section should last no more than 15 minutes in the conference, less if the supervisor is familiar with the case, and even less time if the FCM knows how to write a competent case plan!

 AUTONUM   Discuss the next set of topic areas. Display the PowerPoint Slide: Strengths-Based Issues and cover the information below.

Many families fail in their case plans, not because they wish to remain stuck in their problems, but because they have not organized their existing support network effectively, or perhaps they are missing some part of a support system that they need. Our job, in part, is to make the support team functional and to bring in community and professional supports when needed. That is the purpose and goal of a Child and Family Team Meeting and the fundamental reason behind this philosophy.
This section analyzes the family’s support system and how it can be strengthened.

Display the PowerPoint Slide: Other Considerations.
FCM/Family Relationship

The relationship between the client and the FCM is crucial for client success. For example, clients involved in power struggles with the FCM or agency are less likely to focus on achieving the case plan. Family buy-in is important, and maintaining a professional relationship with families helps make this happen.

Concurrent Planning (Out-of-Home Cases Only)

This is such an important issue in achieving legal permanency that supervisors should review every placement case to determine if the agency’s protocol for securing an alternative permanent home for the child has been initiated.

If permanency planning has not been initiated by the FCM, it should be discussed here and an action plan immediately initiated.

Other Issues

Some cases have unusual issues that do not fit easily into any of the other sections of this protocol. Issues might include:

· Cultural issues that impact case plan implementation.
· Recent events in the family that are making the existing plan unworkable.
· Lack of cooperation with a primary provider.
This is not an opportunity to raise extraneous issues but to bring up issues that the supervisor really needs to know about to participate effectively in decision-making.

This section should take only a few minutes, if time is needed at all. By this time, the supervisor should have a fairly complete picture of the family. The supervisor should consider if anything is missing. If yes, ask the FCM for clarification.

Decision Point

In most cases, the decision is obvious at this point. In close calls or where there appears to be a difference of opinion as to what decision/action to take, consider the following reasons for the difference:

· Ambiguity in the input from the primary service providers.
· Inadequate monitoring system where you can’t agree on what progress has been made.
· A template might be in play.
Respect the decision of the Child and Family Team Meeting but recognize the responsibility that you have as well. Don’t approve a decision until you are comfortable with it.

 AUTONUM   Summarize the discussion, noting the importance of this aspect of supervision. Transition to the final activity of the training.

Break (2:00 – 2:15)
O. SupervisionLand (2:15 – 3:30)
 AUTONUM   Conduct the final event for the training, a wrap-up game called, “Supervision Land.” Give participants the following introduction:

SupervisionLand is a cross between Candy Land, Chutes and Ladders, and “Who Wants to Be a Millionaire. This game will reinforce content learned during the training, test your knowledge, and even allow you to demonstrate skills acquired. Like Candyland, you will be moving around the board towards the Supervision Summit—a place of uncanny clarity and peaceful competence. Along the way you will encounter a journey of one-on-one case conferences trail, group case conferences culvert, the transfer of learning field, the learning style forest, mentor meadow, assessment gulch, template rapids, and the river of best practice. Have fun with this game while practicing your new knowledge and skills.

Explain that this is a board game and participants should divide into groups with 5-6 players each. About one hour will be allotted to play the game. If they finish early, they should play again.

Supplies for Game
1. (1 Ziploc bag per game board)
2. 6 player tokens
3. 1 die
4. 18 poker chips (lifelines) (3 per player)
5. Set of Take a Risk cards
6. Set of Spring of Knowledge cards

7. Spring of Knowledge answer sheet

8. Game Instructions sheet
( Game Assembly Instructions: 
Assemble 1 game per 6 trainees (a training class of 24 should have 4 games available). If necessary, adapt the game board and cards as appropriate. The Game board was originally developed using Microsoft Publisher and Adobe Photo Shop software. If revisions to the game board are necessary, either recreate the game board using your own software or contact Charmaine Brittain at the Butler Institute for Families at the University of Denver to make arrangements to use the original files as some personal coaching will be necessary. To use the game board as is, simply print the enlarged gif file in color on poster size paper and laminate. Print the Take a Risk and Spring of Knowledge cards on 2 x 3 cards and laminate. Use any kind of game token as ‘people’ (e.g., fun-shaped erasers, LEGO bricks, or even bottle caps). Use any type of poker chips for the lifelines (color doesn’t matter). Assemble the listed components (above) and place into a Ziploc bag with the game instructions sheet (reproduced from below). Label each bag. Distribute one game bag and board to each small group. 
Picture of generic game board:

Game Board

The game board is a winding path up to a mountain summit (see above) and should consist of the following sections and corresponding spaces:

A. Start Your Journey to the Summit (starting area)

B. Learning Style Forest

1. Name your learning style.
2. Take a Risk
3. Describe how you would teach a converger.
4. List one characteristic of the adult learner. (ALL PLAY)
5. Describe any teammate’s learning style.
6. Spring of Knowledge
C. Transfer of Learning Field

7. List a TOL strategy to use before training.
8. ID a restraining force during training.
9. List a TOL strategy after training. (ALL PLAY)
10. ID a restraining force after training.
11. Take the Tunnel Shortcut to Mentor Meadow!
12. Spring of Knowledge
D. Orientation Station

13. ID one topic covered in orientation.
14. ID one topic covered in orientation. (ALL PLAY)
15. Take a Risk
16. Take a Risk
17. Spring of Knowledge
E. Mentor Meadow

18. Pick a bunch of wildflowers with your mentor.
19. Name one responsibility of a mentor.
20. Take the Rope Shortcut to Assessment Waterfall!
21. Avalanche! All your FCMs quit. GO BACK TO START.
22. Describe a positive experience with a mentor. (ALL PLAY)
23. Spring of Knowledge
F. Valley of Worker Stages

24. ID a characteristic of FCM in the beginning stage.
25. ID a characteristic of a FCM in the middle stage.
26. Describe your own experience with FCM in the end stage. (ALL PLAY)
27. Take a Risk
28. Spring of Knowledge
G. Assessment Waterfall
29. Explain one characteristic of a genogram.
30. Draw one symbol from a family map. (ALL PLAY)
31. Spring of Knowledge
32. Explain one characteristic of an ecomap.
33. Take a Risk
34. Spring of Knowledge
H. River of Best Practice

35. Rock Slide! Fall back to Orientation Station.
36. Name one compliance standard found in your state’s policy.
37. Share one best practice standard that you emphasize. (ALL PLAY)
38. Take a Risk
39. Spring of Knowledge
I. Template Rapids

40. Give an example of a childhood template.
41. Tree falls on you. Lose a turn!
42. Describe how childhood templates can impact case practice. (ALL PLAY)
43. Take a Risk
J. Group Case Conference Culvert

44. List one benefit of group case conferences. (ALL PLAY)
45. Spring of Knowledge
46. ID one topic to cover in group case conferences.
47. Take a Risk
K. One-on-One Case Conference Trail

48. List a topic covered in one-on-one conferencing. (ALL PLAY)
49. Describe a benefit of individual case conferences. (ALL PLAY)
50. Spring of Knowledge
51. Supervision Summit! Great job! You made it!
Game Instructions
1. The birthday closest to January 1 takes the first turn. Then order is clock-wise.

2. Roll dice and move your “supervisor” game piece the number of spaces shown on the number die. Players are allowed to share spaces.
3. Follow the instructions on the space.
4. If you land on a Take a Risk or Spring of Knowledge space, draw a card and read the question or request aloud. Respond to the question or practice the skill. For the Spring of Knowledge questions, another player checks the answer sheet to see if it is correct by matching the code on the card with the code on the answer sheet. If correct, the player moves ahead 2; if incorrect, the player moves back 2. For the Take a Risk cards, if the skill is performed, player moves ahead 2; if refused, player moves back 2. (Quality of skill does not matter—most important is to take a risk.)
5. Each player receives three lifelines to be used on any space asking a question (not on go-back spaces). If the player is uncertain of the correct response, the player may cash in a lifeline and ask another player for help with a question.

6. When any player lands on an “ALL PLAY,” each person must respond to the question. (This will provide multiple dimensions of the topic.)
7. Game ends when the first player reaches the Supervision Summit.
Take a Risk Cards
These are cards that request the player to demonstrate a skill (15 cards total). Label one side of the cards with this title.
1. An FCM did a great job on a case plan. Provide some constructive feedback.

2. An FCM was tardy for the fourth day in a row. Provide some constructive feedback.
3. A new FCM is going to training. What do you tell him?
4. A new FCM just returned from training. What do you ask her?
5. Question a n FCM about her risk assessment using an elaboration question.
6. Draw out some safety plan options for a family.
7. A case plan looks just like the one the FCM did with her last family. Give her some constructive feedback.
8. An FCM calls during training to find out how things are back in the office (no emergencies). What do you tell her?
9. An FCM was late for a staff meeting then interrupted other people several times. Give her some constructive feedback.
10. An FCM expended a significant amount of effort to find the best possible placement for a group of three siblings. Give her some constructive feedback.

11. Coach an FCM on how to tell a parent that she is not complying with a case plan.
12. Ask an FCM about a family’s strengths during a one-on-one case conference using exploration coaching questions.
13. Clarify who is living in the house with this type of coaching question.
14. Help the FCM sort out pertinent community safety issues in planning for a least restrictive placement setting for an adjudicated 16-year-old youth by coaching using a few assessment questions.
15. Help an FCM see that she is seeing the family’s situation through a childhood template.
Spring of Knowledge Cards

These are cards that ask the player to answer questions (26 cards total). Correct responses allow the player to move ahead 2 spaces; incorrect responses mean the player goes back 2 spaces. (Label one side of the cards with this title.). The correct answers are provided on the Answer Sheet that goes in the Game Bag. DO NOT print the correct responses on the laminated cards!
Questions 1-16:
Use all the questions from Jeopardy, but turn them into regular questions.

Question 17:
This learning style prefers to jump in and try things out. Accommodator
Question 18: 
A person with this learning style needs to be given a theory to orient her, and then let her dive into the problem. Converger
Question 19:
Let the person with this learning style collect information through reading and thinking. Assimilator

Question 20:
The person with this learning style should watch, observe, and talk before trying out a new skill. Diverger

Question 21: 
What should a mentoring relationship be about? A learning partnership
Question 22: 
What four people are responsible to ensure that learning is transferred from the classroom to the job? Supervisor, trainer, trainee, and field mentor
Question 23: 
What does supervision balance? Best practice issues and compliance
Question 24: 
What do we learn in childhood that affects our interpretation of situations? Templates
Question 25: 
What informs the development and administration of an agency’s training program? The agency’s mission
 AUTONUM   Process the game. Ask people what they enjoyed about the game, what they found challenging, etc. Ask them what questions were easiest, most difficult, etc. Also, ask them what areas they need to continue working on to develop their own knowledge and skills.
Make the point that this game was played to give them a fun activity to assimilate all that they have learned during this training and to give them the opportunity to practice their new knowledge and skills.
P. Personal Reflection, Wrap-Up, & Evaluation (3:30 – 4:00)
 AUTONUM   Ask participants how they will implement what they have learned back in their agencies. Invite people to talk about components of the training that they found particularly useful. Review any “Parking Lot” issues and determine next steps for any items not covered. Remind participants of the dates and location for the next training.
 AUTONUM   Distribute the training evaluations and remind participants that their detailed feedback is important.

 AUTONUM   Allow about 10-15 minutes for participants to reflect and write in their journals. Ask participants to review their journal from the previous days and reflect upon today. Suggest that they make a note of a particular skill that they want to practice between this session and the next session, and how they will implement their plan to practice that skill.

 AUTONUM   Remind participants of the dates for Unit III. Thank them for their participation and adjourn the training.

End of Day 3
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