National Child Welfare Resource Center for Organizational Improvement (NRCOI)

Responses to NRCOI’s Request for Info on On-going Sup Training and Job Descriptions

Part 2 (of 3)
(As of Oct. 21, 2008)

Training
Request: The National Resource Center for Family-Centered

Practice and Permanency Planning and the National Child Welfare Resource

Center for Organizational Improvement are developing a framework to

support effective supervision in child welfare. We're attempting to

define the components of child welfare supervision and identify the

systemic and organizational supports required to empower supervisors to

function effectively as leaders and change agents.

As we gather data through a literature review and interviews, we wanted

to collect some information about the on-going training that child

welfare supervisors are receiving. Are you providing on-going training

to the supervisors in your agency? If so, will you share some

information about it? We're interested in learning about the content,

frequency, delivery methods, evaluation process and any other

information you think would help us understand your training. If you

have a website that describes your training I'd welcome receiving that

resource also.

Also, do the child welfare supervisors in your state have job descriptions? If so, are they current? Can you share them?

Responses from the NRCOI  Peer Training Network:
5. We are actually quite busy this biennium training all of Oregon's Child Welfare Supervisors in a foundational curriculum as well as developing and implementing a Supervisory Mentorship Program and developing a Supervisor's webpage which will have tool and resources.  

Marty Lowrey

Director of Training

Child Welfare Partnership

(503) 315-4273

mlowrey@chemeketa.edu 

5a. The OR Department of Human Services contracted with the Child Welfare Partnership, Portland State University, to implement a core curriculum for Child Welfare Supervisors.  The partnership selected a well established curriculum developed by Marsha Salus, national social work consultant 



( marshasalus@comcast.net ).  We also contracted with Marsha to provide train the trainer to the supervisory instructor on site in Oregon. Marsha brings a wealth of information and expertise in the area of child welfare supervision and provided consultation and direct training to a number of states in this area.  

OR Curriculum Outline and Learning Objectives:

This supervisor training includes six modules (11 days) to be completed one module a month over six months.  Please see the attached learning objectives and schedule for a more detailed view of the content Attachment 1) .  We are currently in the process of training every supervisor in the state and then will continue to train all new supervisors as they are hired.

Evaluation:

Supervisors complete a level two evaluation form at the end of each individual module.  I am attaching a brief update and summary of the supervisor’s experience with the curriculum that we prepared for state Child Welfare Managers (attachment 2).  Please let me know if you have additional questions about our process here in Oregon.

The next phase of our work with supervisors is the development of a supervisor mentoring program.  We are in the beginning phase of development and would be interested in any information that you might have about how others states may have implemented mentoring for supervisors.  

Una Swanson
uswanson@chemeketa.edu
6. I've attached a couple of things regarding supervision here in Colorado (attachment 3).  As you know, Colorado is a county-administered system so there are no statewide requirements, other than minimal training requirements in our policy manual.  But Colorado does offer several supervisor advanced training classes through the Butler Institute and I've attached those descriptions here.  Also, Jefferson County developed a philosophy of supervisory practice as part of their efforts in the Recruitment & Retention grant to develop a consistent approach to supervisory practice.  Hope this helps.

Charmaine Brittain 
Butler Institute for Families

University of Denver
Phone: 303.871.6336
Email: cbrittai@du.edu

7.  Indiana is currently in the process of developing and have plans to use the

Michigan State University workbooks as a basis and work directly with

the authors to check compatibility with the Indiana practice model.  

MB Lippold
Indiana Department of Child Services
Phone: 317.234.3925
Fax: 317.234.4497
Email: mb.lippold@dcs.in.gov
8. Right now, in Michigan we only offer Children's Protective Services (CPS) specific child welfare training, but that will change soon!  Note that the New Supervisor Institute (NSI) discussed is for ALL Department of Human Services supervisors, not just child welfare, and there is not a child welfare focus.

As you may know, Michigan recently settled a lawsuit with Children's Rights that requires, amongst other mandates, that we develop a competency-based 40-hour new child welfare supervisor training within the first 3 months of hire/promotion (see pp 13-15 of attached lawsuit settlement). This applies to both private agency and public supervisors. Michigan contacts extensively with private agency for foster care and adoption casework services and foster homes.

At this point we anticipate that the first half (roughly) of the 40-hour training will be general for all child welfare supervisors (and drawing the most salient components from the NSI training -with the intent that we will seek a waiver for new child welfare sups from having to attend the NSI training). The second part of the training will be program specific, ie, CPS, Foster care- DHS, Foster care- private agency, and Adoption. We are in the process of evaluating curriculum from other states, including Georgia and New Jersey, and are also analyzing a child welfare supervisor curriculum from Michigan State University (MSU) that focuses on worker retention issues.  We are partnering with MSU and private agencies in developing and piloting this new competency-based child welfare supervisor training and will plan on offering it on a regular basis by April 2009.  

 Carol Seimon, Department of Human Services Child Welfare Training Institute, 

517-241-9275, siemonc@michigan.gov
8a. The CPS Supervisory Training is a 3 day training.  Below is a list of the topics covered during the training:

1) Ethics in CPS through the use of a case scenario

2) Leadership & Accountability of the first line supervisor

3) Recruitment & Retention

4) Case conferences & staff meetings

5) Online Manuals - how to access and navigate

6) Intake, investigation and on-going - How to process a case from beginning to end

7) Report writing/documentation

8) SWSS management reports - how to read /interpret these reports and use during case conference.

9) Practice case - brings together all aspects of the training to be utilized for one practice case using case reading forms.

The New Supervisor Institute is a 10 day training designed for DHS staff and is offered quarterly.  All supervisors must attend all 10 days.  The institute is taught by Directors and District Managers and covers the areas of Leadership Development, Improving Performance and Developing Staff.  Please find attached a breakdown of the 10 day course:

Day                  Subject

1
Mission, vision, values, and strategic plan


1
Process improvement


2
Migrant Affairs, Indian Outreach, Community Resources


2
EEO and Diversity


2
Essentials of Leadership


3
Building an Environment of Trust


3
Internal Controls


4
Coaching for Improvement


4
Performance Management


5
Developing Others


5
Leading High Performance Teams


6
Business Ethics


6
Leading Change and Transition


7 
Behavioral-Based Interviewing (for those who have not taken the class) 
 

8
Disability Management
 

8
Labor Relations


9
Labor Relations


10 
Class Presentations


Other
Homework: Introduction to PowerPoint, Quicknowledge, and use of the shared folder to maintain a "community of practice" between sessions.

I have attached a copy of the job description for child welfare supervisors.  Currently there is no on-going supervisory training per se but we do offer some quickknowledge courses which are available for all DHS staff and are web-based. Private agency supervisors do not have access to these courses.  These courses may be viewed on the OPD website and include topics such as Building a Successful Team, Leadership Basics, etc.

As far as the evaluation process, NSI has quizzes on each topic which requires at least 90% to pass.  Currently, CPS Supervisory training does not have any evaluation process except that of the students evaluating the course.  NSI and CPS supervisory trainings are generally offered quarterly however, Chris McBride indicated that NSI will be offered five times next year and has been offered as many as 11 times in one year.  It depends on the demand.

Hope this information is helpful.  If additional information is needed, please let me know.

Felicia D. Townsend, MSW, LMSW

Human Resource Developer

Child Welfare Training Institute

235 S. Grand Ave

Lansing, MI 48909

(517) 241-7282

townsendf@michigan.gov 

9. LA is providing supervisory training that we are providing our supervisors (see attachment 3). 

Also, Marsha Salus provided two (2) supervisory coaching projects of about 25 first line supervisors  during 2005- 2007 that included  one-on-one consultation and observations of individual supervisor's work in their office settings.   The individual action plans were formulated by the supervisors and practiced through out the project.  Marsha provided about 5 one-day training meetings with each coaching group of supervisors. These training meetings included much of the training from the current project that Marsha is conducting at this time with OCS.

Dalene Smith, dsmith@dss.state.la.us 
Attachment 1 
OR Department of Human Services core curriculum for Child Welfare Supervisors 

Module 1:  Effective Leadership:  Making the Transition From Social Worker to Supervisor (2 Days)

Most supervisors are promoted from within the agency.  The assumption of agency managers is that if the individual was a “good” social worker she/he will be an effective supervisor.  There is often little preparation, training, guidance, or support provided to new supervisors.  The reality of their situation becomes readily apparent and the previously competent and confident social worker feels inadequate, confused, and overwhelmed.  This course examines the common experiences/issues of new supervisors, the first key tasks of new supervisors, and provides new supervisors with an opportunity to examine their leadership style.

Competencies

· Supervisors will be able to manage the feelings related to making the transition to management.

· Supervisors will be able to respond effectively to staff’s feelings and needs related to becoming their “new” supervisor.

· Supervisors will be able to implement the first critical steps for making a sound and easy transition.

· Supervisors will be able to examine their own leadership style and implement behavioral changes, which enhance their leadership effectiveness.

· Supervisors will be able to use power effectively to influence staff behavior.

· Supervisors will be able to create a positive work climate in the unit.

· Supervisors will be able to create a vision of greatness for their staff.

· Supervisors will be able to communicate policies, procedures, practice mandates in ways that support the agency mission, vision, goals and philosophical assumptions.

Effective Leadership:  Making the Transition from Social Worker to Supervisor

Agenda

Day 1

9:00-9:45


Welcome And Introductions

9:45-10:45


Leadership Style And Its Impact On Performance

10:45-11:00


Break

11:00-11:15


Leadership Style And Its Impact On Performance





(Cont.)

11:15-12:15


What Makes An Effective Leader

12:15-1:15


Lunch

1:15-2:30


Using Power Effectively

2:30-2:45


Break

2:45-4:00 


Making The Transition From Social Worker To Supervisor

Day 2

9:00-10:15


Creating A Vision Of Practice

10:15-10:30


Break

10:30-12:15


Creating A Positive Work Climate

12:15 –1:15


Lunch

1:15-2:30


Fostering Ownership Of The Agency Mission, Vision, Goals, Policies, And Procedures

2:30-2:45


Break

2:45-3:30


Fostering Ownership Of The Agency Mission, Vision, Goals, Policies, And Procedures (Cont.)

3:30-4:00


Journal, Action Plan And Closure

Module 2:  Achieving Excellence In Staff Performance  (1.5 Days)

Supervisors set the standard for excellence in their units. The supervisor’s own emphasis on quality and results influences the level of staff performance.  Supervisors play a central role in motivating staff to achieve the agency’s outcomes and goals.

Competencies
· Supervisors will be able to assure clarity in performance expectations for staff.  

· Supervisors will be able to establish standards of practice for performance of the job.  

· Supervisors will be able to provide effective feedback to achieve excellence in performance.
· Supervisors will be able to recognize workers efforts and accomplishments
· Supervisors will be able to respond effectively to unsatisfactory performance.
· Supervisors will be able to use corrective action to improve staff performance.
Achieving Excellence in Performance

Agenda

Day 1

9:00-9:30


Welcome And Introductions




9:30-10:30


Defining Performance Expectations And Performance Standards

10:30-10:45


Break

10:45-11:30


Clarity Of Expectations

11:30-12:15
Monitoring:  Evaluating The Quality Of Social Worker Intervention With Clients

12:15-1:15


Lunch

1:15-2:30


Giving Effective Feedback

2:30-2:45


Break

2:45-3:15


Giving Effective Feedback (Cont.)

3:15-4:00


Recognition Of Performance

Day 2







9:00-9:30
Recognition Of Performance (cont.)

9:30-10:00
Using Corrective Action

10:00-10:15


Break

10:15-11:45
Analyzing The Cause Of Performance Problems (Cont.)

11:45 -12:30
Journal, Action Plan And Evaluation 

Module 3:  Building a Cohesive Work Group (2 Days)

The ultimate goal of every supervisor is to develop a work group that is motivated in the fullest sense to achieve the mission and goals of the agency as a means of satisfying personal needs and goals.  

Competencies

· Supervisors will be able to evaluate existing structures and create new structures that assure successful operation of the unit

· Supervisors will be able to create group cohesion in their units.

· Supervisors will be able to assess the stage of development their team is in and facilitate enhanced development.

· Supervisors will be able to manage work related conflict effectively.

Building a Cohesive Work Group

Agenda

Day 1

9:00-9:30

Welcome And Introductions

9:30-10:00
Building A Structure For Successful Operation Of The Unit 

10:00-10:15
Break

10:15-11:00
Building A Structure For Successful Operation Of The Unit (Cont.)

11:00-12:00
Experiencing Teamwork

12:00-1:00
Lunch

1:00-1:15
Experiencing Teamwork (Cont.)

1:15-2:30
Understanding How Teams Develop

2:30-2:45
Break

2:45-4:00
Team Development Problems And Strategies For Overcoming Them

Day 2

9:00-10:00
Planning To Enhance The Functioning Of My Team

10:00-10:15
Break

10:15-11:15
Understanding Conflict

11:15-12:00

Determining Conflict Management Styles

12:00
1:00

Lunch

1:00-2:00

Enhancing My Ability To Manage Conflict

2:00-2:15

Break

2:15-3:15

Intervening In Interpersonal Conflict

3:15-4:00

Journal, Action Plan and Evaluation



Module 4:  Promoting the Growth and Development of Staff (2 Days)

One of the most satisfying aspects of supervision is helping social workers grow and develop on the job.  Because of their daily interaction with social workers, supervisors can dramatically affect the learning and development of their staff. 

Competencies
· Supervisors will be able to tailor how they teach staff based on their individual learning style.

· Supervisors will be able to implement strategies before, during, and after staff attend training to facilitate transfer and integration of knowledge and skills to the job.

· Supervisors will be able to create a sense of belonging for and orient new staff.

· Supervisors will be able to identify staff learning and development needs and develop a training plan with staff to promote their growth and development.

· Supervisors will be able to use management practices that help retain workers of different generations.
Promoting the Growth and Development of Staff

Agenda

Day 1

9:00-9:30


Welcome And Introductions




9:30-10:45


Stages Of Staff Development

10:45-11:00


Break

11:00-11:45


New Worker Orientation

11:45-12:45


Lunch

12:45-1:45


New Worker Orientation (Cont.)

1:45-2:30


Understanding How Staff Learn 

2:30-2:45


Break

2:45-4:00


Understanding How Staff Learn (Cont.)

Day 2







9:00-10:15


Transfer Of Learning 

10:15-10:30


Break

10:30-12:00


Assessing The Learning And Development Needs Of Staff 

12:00-1:00


Lunch

1:00-2:30


Generational Aspects to Management

2:30-2:45


Break

2:45-3:15


Generational Aspects to Management (Cont.)

3:45-4:00


Journal, Action Plan and Evaluation 

Case Consultation and Supervision (2 Days)

Supervisors play a critical role in assure that the intervention provided to clients facilitate achievement of outcomes.  This requires supervisors to review and evaluate casework activities and processes and to provide consultation to workers.  Case consultation and supervision also is geared toward building self-awareness in workers.  Since the workers personality and behavior are significant determinants of what happens in the worker-client relationship, the worker’s attitudes, beliefs, feelings, and behavior become a necessary and inevitable part of clinical supervision. 
Competencies
· Supervisors will be able to assist staff in developing greater self-awareness, so they can act in a deliberate, disciplined, and consciously directed manner to be optimally helpful to the client.  

· Supervisors will be able to assist staff in case assessment including identifying the presenting problems, risks, underlying conditions contributing to the risks, what needs to change to reduce/eliminate the risk of maltreatment, and the strengths/inner resiliences that will provide the foundation for change.

· Supervisors will be able to model and reinforce a strength-based approach to working with families.

· Supervisors will be able to use coaching to assist staff in identifying problematic areas in work with clients and the anticipated course of intervention.

· Supervisors will be able to use coaching to facilitate effective safety decisions

· Supervisors will be able to assist in having planned and purposeful visits with families. 

· Supervisors will be able to encourage staff to identify the cultural diversity of all families and develop plans to address individual differences.

 Case Consultation and Supervision

Agenda

Day 1

9:00-9:30


Welcome And Overview Of Training

9:30 -10:45


The Clinical Role Of The Supervisor

10:45-11:00


Break

11:00-12:15


Developing Self Awareness

12:15-1:15


Lunch

1:15-2:30


Family Centered and Strengths Based Model Of Practice

2:30-2:45


Break

2:45-3:45


Family Mapping As A Clinical Supervisory Tool

3:45-4:00


Using The Individual Conference For Clinical Supervision

Day 2

9:00-10:00


Using The Individual Conference For Clinical Supervision 

9:45-10:45


Coaching for Case Consultation And to Build Self Awareness
10:45-11:00


Break

11:00-12:00


 Coaching for Case Consultation And to Build Self Awareness (Cont.)

12:00-1:00


Lunch

1:00-2:00


Evaluating Workers’ Assessments

2:15-2:30


Break

2:30-3:30


Coaching Regarding Safety

3:30-4:00


Evaluation And Closure

Managing Effectively Within the Organization (1 Day)

Most of the training for supervisors focuses on managing staff.  However, a first line supervisor’s relationship with his/her manager involves mutual dependence and that, if not managed will, a supervisor cannot be effective in the job.  Most effective supervisors see managing their relationship with their boss as an essential part of their job.  In addition, change in public child welfare agencies is a fact of life and if supervisors are to be effective they must be able to develop strategies to plan, direct, and control change.

Competencies
· Supervisors will be able to influence agency policy by proposing changes in the way in which the organization functions (e.g. intake policies, personnel policies, etc.)

· Supervisors will be able to influence agency program development by proposing new program directions and identifying implementation strategies.

· Supervisors will be able to advocate for the needs of their staff and serve as a buffer between staff and upper management.

· Supervisors will be able to describe the stages of change and change conditions and use specific strategies to help staff move forward and accept and adjust to change.

· Supervisors will be able to identify their own and the staff’s personal style in managing change.

· Supervisors will be able to respond effectively to organizational change.

Managing Effectively Within the Organization

Agenda

9:00-9:30

Welcome and Introductions

9:30-10:15

The Principles of Managing Up

10:15-10:30

Break

10:30-11:30
Establishing and Maintaining an Effective Relationship with Your Boss

11:30-12:30
Lunch

12:30 -1:30
Practice in Managing Up

1:30 -2:15
Examining the Process of Change in an Organization

2:15-2:30
Break

2:30 -3:00
How I Respond to Change 

3:00 -3:30
Managing Change within My Organization

3:30 -4:00

Journal, Action Plan, and Evaluation
Attachment 2 

OR Child Welfare Supervisor Training Update

October 7, 2008

Participant Evaluation and Feedback:

Respondents were asked to rate the extent to which they agree that they learned the content set forth in each objective. A scale of 1-4 was typically used, with 4 being ‘strongly agree’ to 1 being ‘strongly disagree’. Approximately 94% of the time respondents reported that they either ‘agreed’ or ‘strongly agreed’ that they learned the things the training was targeting.

Module 1: Effective Leadership: Making the Transition from Social Worker to Supervisor

What did participants like best about this module?
“I so appreciate the thoughtful analytical approach to sorting through the conditions required around leadership style, use of power, facilitating a positive climate and effective positive relationships with staff. As I leave this training I know I will be more conscious and mindful in my daily practice.”

 “Best training I have ever had at DHS!”

“Best training in years!”

There was agreement among the participants that the Power Base Assessment; small group interaction/discussion; applicability of training to daily work; and focus on performance issues were the most valued topics. 

Module 2: Achieving Excellence in Staff Performance

What did participants like best about this module?
“All of it! There hasn’t been one moment that I’ve felt any time was being wasted. This has been incredibly valuable and worthwhile.”

“I thought it was a good session, practical issues that we all face with workers.”

The most valued topics in the module were information on performance issues; giving worker feedback on performance; group interaction/discussion; and the discussion of ways to reward and provide positive recognition to staff. 
Module 3: Building a Cohesive Work Team

What did participants like best about this module?
“Now that we’ve been together for a couple of months we’re getting to know each other and it’s easier to talk about issues. The information is really helpful and I appreciate the ability/opportunity to talk about specific scenarios.”

The topics most valued in this module were Conflict Resolution; ideas about building cohesive work teams; discussion with peers and theoretical content related to group cohesion.

Module 4: Promoting the Growth and Development of Staff

What did participants like best about this module?
“This was a very interesting module as it gave me an opportunity to learn about my learning style and generation while understanding the other styles and generations”

“Over the last several months I’ve learned so much. I truly have appreciated coming to these trainings. Also, because we’ve been together for so long, I really appreciate the support of the group”

Most valued topics included the Learning Styles Inventory and the discussion of generational aspects of supervision.

Module 5: Methods of Clinical Supervision

What did participants like best about this module?
“I so appreciate the opportunity to process the examples with support and feedback from Marsha and Una. The tone in these trainings has facilitated a safe space for us to share our strengths, questions, weaknesses as well as learn and grow.”

Participants agreed that introduction to the Coaching Model and the opportunities to practice and receive feedback on coaching techniques were the most values aspects of this module.

Module 6: Managing Effectively in the Organization

What did participants like best about this module?
Participants reported that they appreciated most the information regarding understanding and assessing leadership styles and strategies for working with upper management

Attachment 3

Supervisor Advanced Training Classes Offered Through the Butler Institute for Families (Denver, CO)
The Child Welfare Supervisor's' Group utilizing their Natural talents, internal and external resources, will serve as leaders for the Division by demonstrating trust, accountability, sensitivity, empowerment & respect to each other, their supervisees, customers and the community.  This will be accomplished via the following specifics:

Supervisors will support staff in promoting the safety, well-being and permanency of children, youth and families through the utilization of 

      Administrative strategies and techniques by:

· Hiring skilled staff in a timely fashion while following all   policies and procedures.

· Routinely reviewing and managing staff's workloads

· Management of the Unit's schedule and coverage

· Ongoing evaluation of Employee's Performance at 6 Months and yearly intervals

· Addressing Disciplinary and or Corrective Actions when necessary

     Educational Strategies and Techniques by:

· Training, modeling and direct supervision of workers

· Providing quality OJT

· Providing shadowing for newer workers

· Train and clarify adherence to Vol. VII and the Children's Code regulations

· Arranging Unit and Section meetings as applicable

· An ongoing assessment of employee's skill set

· Train to employee's specific skill needs

· Encourage and arrange mentoring/pairing

· Provide opportunities for on-going staff development

· Support positive caseworker/client relationships

 Case Specific supervision and consultation by:

· Scheduled one on one supervision that is private and protected time with staff based on their experience, need and generated by the dictates of their specific caseload

· Weave Policy and Procedures with best practice

· Keep documentation of services, interventions and status of cases.  

· Utilize Live and /or Observational Supervision

· Be supportive by being available, assisting in crisis and handling difficult situations

· Expect and coach to comprehensive case assessments with family and child specific treatment plans that build on the client's strengths and needs.

· Direct management of cases that results in a higher percentage attainment of goals and outcomes of Safety, Well-Being and Permanency.

Butler Institute Con’t 
Back to the Basics:
A Refresher for Seasoned Supervisors 

	Class Description:

Ever wish you could go back and “re-learn” all of the concepts that were covered way back in Supervisor Core, without having to attend it all over again?

Then you’re in luck! 

This training is designed to examine the concepts you learned back in Supervisor Core Training - and then give you the opportunity to apply them to your real-life job experiences. During the training, you’ll be relating skills and concepts to your current practice, so come prepared with real case scenarios! 

 


Enhancing Safety Through Supervision:
for Child Welfare Supervisors 

 

	Class Description:

This training will assist supervisors to:

· Help workers analyze case information and correctly identify threats to child safety 

· Help workers establish sufficient safety/service plans 

· Incorporate information from the assessment instruments into supervision 

 


Innovations in Child Welfare Practice 
(for Supervisors) 

	Class Description:

Get up to date with the latest practices in Child Welfare.

· Bring the latest innovative practices to your agency and learn how to implement them. 

· Learn new creative and effective ways to work with families. 

· Push yourself to think outside the box. 

 


The Cutting Edge:
Fresh Approaches to Supervision 

 

	Class Description:

· What’s new and original in supervisory practice? 

· What innovations help supervisors be the best supervisors possible? 

· What tools and techniques help supervisors manage their units more effectively? 

These questions and more will be answered in this training. Through a variety of learning activities, supervisors will learn about cutting edge supervisory practice, here in Colorado and across the country. 

 


Advanced Secondary Trauma for Supervisors 

	Class Description:

Child welfare work is emotional, stressful, and often draining leading to secondary trauma for child welfare professionals. This training helps supervisors learn skills to help their workers cope with the emotional toll of child welfare work. Supervisors will learn about the dynamics of secondary trauma, self-care strategies, and a framework for helping workers cope with secondary trauma. Video vignettes of real workers talking about secondary trauma provide fodder for skill development as well as add a poignant reality to the training. 

 


Developing a Culturally Responsive Team 

	Class Description:

This is a half day workshop for supervisors and mentors in the agency. This training is designed to encourage an agency culture that promotes skill development in culturally responsive practice.

 


Attachment 4 

Louisiana Supervisory Training 

October 14, 2008

Supervisory Training, Office of Community Services

Consultant and Trainer, Marsha Salus, MSW, Cell Phone:  301-787-7552




 Email address:  marshasalus@comcast.net
Current Project Goals:

· To promote the personal and professional development of OCS supervisors by providing them with training to assist in their leadership and management development.

· To train experienced child welfare professionals to support the training and development of new and experienced OCS supervisors through coaching and mentoring.

Project Description: 

1. Change Management and Leadership:  One day training for Agency leadership staff (Regional Administrators, Regional Assistant Administrators, Regional Placement Specialists, Regional Program Specialists, Regional Preservation Specialists, and State Office Program Staff).

This training focused on the critical role that leadership plays in facilitating staff through change. 

2. Change Management and Leadership: One day training for two (2) groups (25 each) of District Managers.   These sessions provided an overview of the 5 modules of training given to the first line supervisors, as well as the critical role that leadership plays in facilitating staff through change. 

3. Three (3) separate cohorts of 25 first line supervisors each, participating in five (5) training modules, two (2) days each in length.

· Titles of the training modules:

Module 1:  “Leadership Effectiveness: Making the Transition from Social Worker to Supervisor”

Module 2:  “Achieving Excellence in Staff Performance”

Module 3:
  “Building a Cohesive Work Team”

Module 4:   “Promoting the Growth and Development of Staff”

Module 5:   “Case Consultation and Supervision”

· Individual Action Plan at end of each module and followed through in field, and next training module    (copy of Action Plan form below)

· Inventory Instruments used: 

· Power Base Inventory- Assessing Leadership and Influence Style,

·  La Monica Empathy Profile (LEP)- Discovering Your Communication Styles, and

· The Kolb Learning Style Inventory

· Competencies of Modules:

Effective Leadership:  Making the Transition from Social Worker to Supervisor

Module 1

Competencies

· Supervisors will be able to manage the feelings related to making the transition to management.

· Supervisors will be able to respond effectively to staff’s feelings and needs related to becoming their “new” supervisor.

· Supervisors will be able to create the conditions required to establish a positive relationship with their staff.

· Supervisors will be able to implement the first critical steps for making a sound and easy transition.

· Supervisors will be able to examine their own leadership style and implement behavioral changes, which enhance their leadership effectiveness.

· Supervisors will be able to use power effectively to influence staff behavior.

· Supervisors will be able to create a positive work climate in the unit.

· Supervisors will be able to create the structure/processes for the successful operation of the unit and achievement of unit goals.

Achieving Excellence in Staff Performance

Module 2

Competencies

· Supervisors will be able to assure clarity in performance expectations for staff.  

· Supervisors will be able to evaluate the quality of individual worker performance.

· Supervisors will be able to establish standards of practice for performance of the job.  

· Supervisors will be able to provide effective feedback to achieve excellence in performance.

   Building a Cohesive Work Team

Module 3

  Competencies

· Supervisors will be able to evaluate existing structures and create new structures that assure successful operation of the unit.

· Supervisors will be able to create group cohesion in their units.

· Supervisors will be able to assess the stage of development their team is in and facilitate enhanced development.

· Supervisors will be able to manage work related conflict effectively.

PROMOTING GROWTH AND DEVELOPMENT THROUGH SUPERVISION  

Module 4

Competencies

· Supervisors will be able to tailor how they teach staff based on their individual learning style.

· Supervisors will be able to implement strategies before, during, and after staff attend training to facilitate transfer and integration of knowledge and skills to the job.

· Supervisors will be able to identify staff learning and development needs and develop a training plan with staff to promote their growth and development.

· Supervisors will be able to coach staff to enhanced performance.

Case Consultation And Supervision

Module 5

Competencies

· Supervisors will be able to assist staff in developing greater self-awareness, so they can act in a deliberate, disciplined, and consciously directed manner to be optimally helpful to the client.  

· Supervisors will be able to monitor staff interaction and intervention with clients to assure quality practice.

· Supervisors will be able to evaluate the quality of social workers’ interaction with clients and their ability to engage clients.

· Supervisors will be able to assist staff in case assessment including identifying the presenting problems, risks, underlying conditions contributing to the risks, what needs to change to reduce/eliminate the risk of maltreatment, and the strengths/inner resiliencies that will provide the foundation for change.

· Supervisors will be able to model and reinforce a strength-based approach to working with families.

· Supervisors will be able to use coaching to assist staff in identifying problematic areas in work with clients and the anticipated course of intervention.

· Supervisors will be able to use coaching to facilitate effective critical case decisions, e.g. safety.

· Supervisors will be able to assist in having planned and purposeful visits with families. 

· Supervisors will be able to encourage staff to identify the cultural diversity of all families and develop plans to address individual differences.

· Supervisors will be able to discuss the Board Approved Clinical Supervision rules.
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