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Introduction & Background 

 

 

WHAT IS THE LEADERSHIP ACADEMY FOR SUPERVISORS (LAS)? 
 

The National Child Welfare Workforce Institute is part of the Children’s Bureau’s comprehensive strategy to develop 

leadership at all levels and promote sustainable change in the child welfare system.   

 

The goal of the LAS is to develop leadership skills for implementation of change.  The curriculum is designed for experienced 

supervisors who have already mastered the transition from caseworker to supervisor as well as the basics of supervision and 

who are now ready to strengthen the agency by providing leadership in their role as a unit supervisor. 

 

INSTRUCTIONAL STRATEGY 
 

The instructional strategy has two components:   

 

1. Personal Learning Plan: The first component is to deepen supervisors’ understanding of leadership issues and develop 

leadership competencies.  By responding to case examples and applying them to their own experience, supervisors are 

able to develop and apply leadership competencies in their role as a unit supervisor.   Development of the Personal 

Learning Plan begins with the Foundations of Leadership module.   In the pre-work, participants develop a leadership 

vision and describe the legacy they want to leave as a leader.  At the end of the module they develop a Learning Plan that 

addresses (a) their development goals, (b) the importance of these goals, (c) the actions necessary to achieve them, (d) the 

support needed to achieve them, (e) the obstacles they are facing in reaching them, and (f) the steps that need to be taken 

to overcome them.  At the end of each of the subsequent modules, participants review and update their Learning Plan. 

 

2. Individual Change Initiative: The other component focuses supervisors on contributing to the implementation of 

sustainable change in the child welfare system.  In the core curriculum, supervisors identify and develop an Individual 

Change Initiative in their sphere of influence that will improve services to children, youth and families.   They document 

this process through an Individual Change Initiative Worksheet, logic model, measurement strategy and action plan.  

Following are the steps in the development of the Individual Change Initiative in each of the core curriculum modules: 

 

a) Introductory Module: LAS Learning Network session (LASLN), they are introduced to the Jurisdiction Change 

Initiative 
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b) Foundations of Leadership: they develop a vision and complete the first eight questions on the Individual Change 

Initiative worksheet.    

c) Leading in Context: they complete the next two questions, an Eco-map, adaptive and technical challenges 

d) Leading People: they complete a worksheet on recruiting and retaining people for their Individual Change 

Initiative. 

e) Leading for Results:  they complete the last three questions on the Individual Change Initiative worksheet,   

develop a logic model and measurement strategy for their Individual Change Initiative. 

f) Leading Systems Change: they revise the Individual Change Initiative worksheet, logic model and measurement 

strategy and develop a work plan for their Individual Change Initiative.   

SUPPORT FOR LEARNING 
 

Each module is followed by a synchronous session, the LAS Learning Network (LASLN), with the goal of facilitating the 

transfer of learning and providing the opportunity for group discussion to participants in the development of their Personal 

Learning and Individual Change Initiatives. Adding a coaching component increases individual support for participants 

toward quality completion of their assignments and increased learning from the LAS. 

 

Each of the modules includes a number of worksheets to reinforce the concepts and provide opportunities for participants to 

develop their leadership competencies.  Some of these worksheets and assignments are recommended but optional; others are 

critical to the two major learning tracks of the Academy: developing a Personal Learning Plan and Individual Change 

Initiative.  The Learning Portfolio for each of the modules following the Introductory module includes Training Competencies 

and Objectives, the critical worksheets and the Key Points covered in the module.      

 

WHY RATE ASSIGNMENTS? 
 

Evaluation results from the hundreds of supervisors who have participated in the LAS show that the program is effective:  

supervisors increase their competencies and apply their leadership skills on the job.  Evaluation also indicates that on-line self-

directed learning is enhanced when participants get feedback on whether they are on the right track with their assignments.  

In addition, in a state such as Indiana where graduation from the LAS is part of the criteria for promotion to management 

positions, it is important to include an element of rigor in the program so that only those who have mastered the competencies 

graduate with a certificate of completion. 

 

For these reasons, we have selected eleven worksheets from the twenty-one critical worksheets in the Learning Portfolios to be 

rated and feedback provided to participants.   This document is a guide to rating these eleven worksheets shown in the chart 

on the following page. 
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The chart includes a listing of the assignments to be rated, the module and worksheet number where they are in the 

curriculum, the competencies addressed in the assignment and a column for the suggested rater.  In some states, there may be 

two kinds of raters: (1) faculty from a University Social Work program and (2) the participant’s immediate supervisor.   

 

University faculty may rate most of the assignments related to developing the Individual Change Initiative (seven in total).  

Because of their personal knowledge of participants and of the local area, the immediate supervisors are in the best position to 

rate assignments related to developing and revising the Personal Learning Plan, the Ecomap of relevant community 

stakeholders in developing the Individual Change Initiative and Creating an Organizational Culture for Results (four in total).  

One of the raters may also be the participant’s coach who may meet with the participant regularly throughout the duration of 

the LAS. 

 

 

RATING GUIDE SUMMARY 

ASSIGNMENTS 
MODULE & 

WORKSHEET 
COMPETENCIES RATER 

1. Developing your Personal Learning 

Plan 
Foundations 

Worksheet #7 

Continuous Learning, Effective 

Communication, Initiative, Personal 

Leadership 

Supervisor’s 

supervisor 

2. Individual Change Initiative 
Foundations 

Worksheet #8 

Effective Communication, Initiative, 

Resilience, Social Responsibility 
University 

3. My Change Initiative Ecomap 
Leading in Context 

Worksheet #1 
Partnering  

Supervisor’s 

supervisor 

4. Assessing the Leadership Challenges in 

My Change Initiative 
Leading in Context 

Worksheet #2 

Partnering, Political Savvy, 

Influencing/Negotiating 
University 

5. Finding and Keeping the Right People 

for My Change Initiative  
Leading People 

Worksheet #3 

Developing Others, Leveraging Diversity, 

Team Building  
University 

6. Creating an Organizational Culture for 

Results 
Leading for Results 

Worksheet #1 

Accountability, Capacity Building, Planning 

and Organizing 

Supervisor’s 

supervisor 

7. Logic Model for My Change Initiative 
Leading for Results 

Worksheet #2 

Problem Solving, Planning and Organizing,  

Technical Credibility 
University  

8. Measurement Strategy for My Change 

Initiative 
Leading for Results 

Worksheet #3 

Problem Solving, Planning and Organizing,  

Technical Credibility 
University  
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RATING GUIDE SUMMARY 

ASSIGNMENTS 
MODULE & 

WORKSHEET 
COMPETENCIES RATER 

9. Return to the Personal Learning Plan 
Foundations 

Worksheet #7 
Flexibility, Creativity and Innovation, Vision 

Supervisor’s 

supervisor 

10. Return to the Individual Change Initiative 
Leading Change 

Worksheet #4 

Creativity and Innovation, Strategic 

Thinking, External Awareness, Vision 
University  

11. Change Initiative Action Plan 
Foundations 

Worksheet #8 

Creativity and Innovation, Strategic 

Thinking, External Awareness, Vision 
University 

 

 

HOW ARE ASSIGNMENTS RATED? 

To provide guidance to raters and LAS participants on the rating process, the following document includes each of the eleven 

worksheet-specific rating sheets followed by the relevant worksheets. 

 Each rating sheet includes:  

 a summary of the relevant leadership competencies being addressed in the module and assignment; and  

 three columns with examples to look for as to whether or not the participant: Does not meet expectations, Meets 

expectations and/or Exceeds expectations  related to the competencies.   

Raters review the completed worksheets provided by participants and use the check boxes to identify the correct column for 

rating the participant’s performance and they also provide feedback.  

Participants receive both positive feedback and suggestions for improvement. Individual jurisdictions can decide on the process 

and standards for satisfactory performance.  For example, participants who receive any checks in the column for Does not 

meet expectations may be given this feedback and asked to make the changes needed to meet expectations. 

It is helpful for all participants to have the opportunity to go over the completed rating sheet with the rater to understand how 

they were rated in relation to the objective criteria.   
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As participants go through the modules, they work on a Change Initiative (CI) and a Personal Learning Plan (PLP). In the 

Foundations module they complete the first eight questions on the Individual CI worksheet which is then rated. They respond 

to the next three questions in Leading in Context. In Leading People they complete a worksheet on recruiting and retaining 

people for their CI (which is rated). In Results they develop a logic module and measurement strategy for their CI (both are 

rated). In Leading Change, they revise the CI worksheet, logic module and measurement strategy and develop an action plan 

for their CI which is rated. They begin their Personal Learning Plan (PLP) in Foundations. This worksheet is rated. They add 

to it as they go through each of the modules and the revised, final version is rated after the Leading Change module. In the 

Appendices you will find examples of some of these worksheets along with the written feedback from raters. 
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FOUNDATIONS OF LEADERSHIP 

1. RATING GUIDE: WORKSHEET #7: DEVELOPING YOUR PERSONAL LEARNING PLAN 

(PLP) 

Competencies & Proficiency Levels: 

 Continuous Learning: Recognizes areas needing improvement & takes training to increase skills 

 Effective Communication: Writes clear concise & meaningful documents 

 Initiative: Sets high standards of performance 

 Personal Leadership: Exhibits high standards of performance & sets example of leadership for others 

Does not meet expectations 

  1. Development goals not 

clear/relevant to leadership skills and/or 

lacks clear statement of why goals are 

important 

  2. Does not identify relevant actions 

to achieve goals 

  3. Materials include misspellings, 

grammatical errors, misuse of words 

  4. Writes in disorganized manner, not 

corresponding to categories in PLP 

  5. Sets low performance goals for self 

  6. Does not identify relevant support 

needed to set a personal leadership 

example 

  7. Does not ID obstacles and steps to 

overcome 

Meets expectations 

  1. Identifies clear goals & statements 

of why goals are important 

  2. Identifies actions relevant to 

achieve goals 

  3. Writes clearly with no 

grammatical or spelling errors 

  4. Material is clear & organized with 

logical connection of categories 

  5. Set moderate performance goals 

for self 

  6. Identifies need to set personal 

leadership example 

  7. Identifies predictable obstacles 

(e.g. time) & steps to overcome them 

Exceeds expectations 

  1. Clearly identifies goals and their 

importance in terms of leadership skills 

  2. Actions to achieve goals & support 

needed shows high level of commitment 

  3. Writes clearly using professional 

language 

  4. Materials show high level of 

organization/structure/clarity of thought 

  5. Sets challenging performance goals  

for self 

  6. Demonstrates understanding of 

link between personal leadership 

development (role of supervisor) & 

systems change in Child Welfare  

  7. Obstacles and steps to overcome 

them shows realistic assessment of 

challenges and creative ways to address  
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WORKSHEET #7 

DEVELOPING YOUR  

PERSONAL LEARNING PLAN 

 

Development Goals Why the Goals are 

Important 

Actions I’ll Take to Achieve 

Them 

Support Needed 

Review your responses to the 

worksheets and assessment 

instruments completed in 

Unit 1.  Considering your 

responses, write your goals in 

the first column. 

 

 Target no more than two 

or three goals. Creating 

more will hinder your 

ability to focus on any of 

them. 

 Be as specific as possible.  

For example, “Improve my 

ability to negotiate roles 

and responsibilities in the 

merged organization” is 

much more useful than 

“Improve my negotiation 

skills”. 

In the second column, 

explain why each goal 

is important to you.   

 You should only be 

setting goals that 

will build your 

capability to 

address critical 

leadership 

challenges and/or 

to advance your 

career as a leader.  

Having a clear 

sense of why your 

goals are 

important should 

help you maintain 

your focus on 

achieving them. 

In the third column, explain the 

actions you will take to achieve each 

goal. 

 What you’ll do to change now: the 

specific things you can do or start 

immediately to begin achieving 

your development goals.  They 

may involve, for example, further 

self-awareness exercises, or 

resolutions to immediately 

change specific leadership 

behaviors. 

 Other developmental activities: 

These are the longer-term 

activities and changes that you 

plan to make. They may involve 

books to read, courses to take, 

projects to attempt, a mentoring 

relationship you’d like to 

establish, and the like. 

In the fourth column, explain what 

support you need from others, in 

terms of time and/or resources: 

What specifically, will you ask them 

to provide? 

 Note: Having a coach you trust 

& respect may be the single most 

important factor in achieving 

your development goals.  This 

person may support you with 

regular check-in meetings or 

periodic feedback on an as-

needed basis. He/she may also 

be able to provide resources such 

as time off for training, access to 

experts, etc.  The coach may be 

another leader or someone else 

with whom you have a good 

relationship and can help you 

reach your development goals. 

 

 

Critical 
Worksheet 

Critical 
Worksheet 
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Obstacles in Reaching Goals Steps to Overcome Them 

Finally, think about the 

obstacles you will encounter in 

reaching your goals and what 

you can do to avoid or overcome 

them. Two of the most common 

are: lack of time and lack of 

support. 

Lack of time: You might try to identify certain time-efficient practices you can use on an everyday 

basis. You might also try setting aside a regular block of daily, weekly or monthly time that you 

will spend working toward the goals you have set. 

Lack of support: The best remedies in this case are to identify a coach as discussed above, and/or 

colleagues who have similar goals & want to partner in achieving them. You may find a partner 

by participating in the LASLN webinar sessions or by finding another supervisor in your 

organization who is also involved in the Academy. 
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WORKSHEET #7 

DEVELOPING YOUR  

PERSONAL LEARNING PLAN  

Development 

Goals 

Why the Goals are 

Important 

Actions I’ll Take to Achieve Them Support Needed 

   

 

 

 

 

   

 

 

 

Obstacles in Reaching Goals Steps to Overcome Them 

 

 

 

 

 

 

 

 

Critical 
Worksheet 
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FOUNDATIONS OF LEADERSHIP 

2. RATING GUIDE: WORKSHEET 8: INDIVIDUAL CHANGE INITIATIVE (CI) 

Competencies & Proficiency Levels: 

 Effective Communication: Writes clear, concise & meaningful documents 

 Initiative: Pursues aggressive goals & works hard to achieve them 

 Resilience: Develops strategies to maintain unit effectiveness, quality & morale during organizational change 

 Social Responsibility: Demonstrates commitment to serve the community & improve agency services 

Does not meet expectations 

  1. Writing includes misspellings, 

grammatical errors, misuse of words  

  2. Answers are disorganized, not 

corresponding to questions in the 

worksheet 

  3.Does not have a clear vision 

  4. Issue or need not clearly identified, 

lacks data or those affected   

 5. CI goal does not address priority 

areas identified by jurisdiction   

  6. Does not identify major steps to 

achieve goals  

  7. Adaptive challenges are not 

identified or misidentified  

Meets expectations 

  1. Writes clearly with no 

grammatical or spelling errors 

  2. Answers are clear & organized 

with logical connection to questions 

  3. Clearly states CI vision  

  4. Identifies issue with some 

supporting data and information on 

those affected.  

  5. CI goal is realistic, relevant to 

jurisdiction priority  

  6. Includes some major steps to make 

change happen 

 7. Adaptive challenges are partially 

identified  

Exceeds expectations 

  1. Writes clearly using professional 

language 

  2. Answers show high level of 

organization/structure/clarity of thought 

  3. The CI vision is clearly stated and 

inspiring 

  4. Issue, supporting data and 

information on those affected 

demonstrates understanding of larger 

social issues. 

  5. CI Goal is realistic, challenging & 

relevant, added value identified    

  6. Includes logical & creative steps to 

accomplish change initiative 

  7. Clearly identifies a variety of 

Adaptive challenges and strategies to 

address them  
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WORKSHEET #8 

 INDIVIDUAL  

CHANGE INITIATIVE INSTRUCTIONS 

 

 

As you begin thinking about your Change Initiative remember that this is likely to remain a “work in progress” while you move 

through the remaining four modules of the Academy. The knowledge you gain in future modules is likely to impact how you 

frame your change or implement your plan. But for now, let’s get started by completing questions #1-8 on this worksheet.  Also, 

when you are working with question #7 in this worksheet, identifying your strategies and actions, you will want to refer back to 

your development goals in your Personal Learning Plan to determine how you might use the future implementation of your 

Change Initiative to help you to meet your leadership development goals. 

If your jurisdiction has provided guidance on choosing your Change Initiative topic area you will want to be consistent with 

that. If you are choosing for yourself, consider what child and family outcomes you/your office/agency are striving to meet. You 

are likely to find your Change Initiative topic among the outcomes that you are already focused on, or you may wish to select a 

new outcome to impact. 

Completed documents from your learning portfolio packet you will need: 

 Worksheet #4: Leadership Vision 

 Worksheet #5: Adaptive Challenges 

 Worksheet #6: Implications for my Change Initiative 

 Worksheet #7: Personal Learning Plan 
 

With this in mind, begin documenting your Individual Change Initiative. Remember to save this file in your learning portfolio 

(electronic and printed) so you can return to it as you progress through the Leadership Academy.

Critical 
Worksheet Critical 

Worksheet 



 

 

 

  

NCWWI | LAS Coaching Toolkit | June 2015 

12 

 

  

 

M
o

d
u

le
: 
F

o
u

n
d

a
ti

o
n

s 
o

f 
L

e
a
d

e
rs

h
ip

 

1. Jurisdictional change initiative: 

 

 

2. Name and brief description of your change initiative: 

 

 

 

3. Your vision for your change initiative: 

 

 

 

 

 

WORKSHEET #8 

INDIVIDUAL CHANGE INITIATIVE WORKSHEET  
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4. Describe the specific workforce issue or need that your change initiative will address: 

 

 

 What data did you use to identify that need? 

 

 

 

 Who will be most affected by this workforce issue? 
 

 

5. Describe the workforce goal of your change initiative.  What value does this project add to the 

organization? 

 

 

6. How does your change initiative relate to the jurisdictional change initiative?  
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7. What are three to five major steps, strategies, actions you will need to take to accomplish your change 

initiative? 

 

 

 

8. Think about what you have identified as Adaptive Challenges and Leadership Implications.  What barriers 

do you anticipate getting in the way of accomplishing your change initiative? 

 

 

 

 

 What strategies will you employ to mitigate those risks? 
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9. What supports will you need to accomplish the steps in your change initiative? 

 

 

 

 

 

 

 

10. Who else has a vested interest in your change initiative? 

 

 

 

 

 Who do you need to “bring along” in order to succeed? 
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11. What are the short- and long-term outcomes of your change initiative? 

 

 

 

 

12. How will the workforce be different as a result of your change? 

 

 

 What are your “success indicators?” 

 

 

13. How will you know whether your workforce change initiative has succeeded? 
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LEADING IN CONTEXT 

3. RATING GUIDE:  WORKSHEET #1: MY CHANGE INITIATIVE ECO-MAP 

Competencies & Proficiency Levels: 

 Partnering: Develops and maintains network of stakeholders; collaborates across boundaries to build strategic relationships 

and achieve common goals 

Does not meet expectations 

  1. Not all circles in Eco-Map are 

completed 

  2. Few relevant/critical stakeholders 

identified 

 3. Eco-Map does not distinguish among 

types of relationship   

 

Meets expectations 

  1. Most circles in Eco-map are 

completed 

  2. Majority of relevant/critical 

stakeholders identified 

  3. Eco-map includes some but not all 

four types of relationship 

Exceeds expectations 

  1. All circles in Eco-Map are completed 

  2. Eco-map shows holistic 

understanding of network of stakeholders 

needed to implement Change Initiative  

  3. Eco-map identifies the range of 

diverse relationships that exist 
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WORKSHEET #1: MY CHANGE INITIATIVE ECO-MAP  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

LEGEND 

 Strong relationships, 

funds, energy, good will 

flow here (arrows show 

whether one-way or 

reciprocal).  

 Weak relationship, 

characterized by no or 

low communication. 

 
Stressful relationship, 

characterized by conflict.  

(No line at all) 
Relationship missing, no 

communication at all.  

 

 

 
  

 

 

 

 

 

   

My Unit 
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LEADING IN CONTEXT 

4. RATING GUIDE: WORKSHEET #2: ASSESSING THE LEADERSHIP CHALLENGES  
IN MY CHANGE INITIATIVE (CI) 

Competencies & Proficiency Levels: 

 Partnering: Develops and maintains network of stakeholders; collaborates across boundaries to build strategic relationships 

and achieve common goals 

 Political Savvy: Mindful of the political environment both internally within the agency and externally in the community 

 Influencing//Negotiating: Persuades others; builds consensus through give and take; gains cooperation from others to obtain 

information and accomplish goals. 

Does not meet expectations 

  1. Provides cursory description of hot 

spots and bright spots 

  2. Does not identify relevant facilitators 

& obstacles 

  3. Does not distinguish and/or 

accurately identify technical and adaptive 

changes 

  4. Does not identify adaptive changes 

needed to build consensus and accomplish 

goals 

  

Meets expectations 

  1. Accurately identifies hot spots and 

bright spots 

  2. Accurately identifies facilitators & 

obstacles 

  3. Accurately identifies & distinguishes 

technical and adaptive changes 

  4. Demonstrates some understanding of 

adaptive changes to build consensus and 

accomplish goals. 

  

Exceeds expectations 

  1. Hot spots and bright spots identified 

are key to implementation of  CI 

  2. Facilitators and obstacles identified 

demonstrate understanding of political 

environment of CI 

  3. Accurately identifies technical 

changes and includes creative examples of 

adaptive changes  

  4. Demonstrates in-depth 

understanding of adaptive changes and 

how to build consensus for CI 
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BRIGHT Spots Facilitators Technical Change? Adaptive Change? 

    

 

 

   

KEY 

 Bright Spot: internal or external situation that appears to be working well; describe in 7 words or less 

 Facilitators: describe facilitators - what’s working well and why 

 Hot Spot: internal or external situation that creates tension & stress; describe in 7 words or less 

 Obstacles: describe obstacles – i.e., what’s getting in the way of success  

 Technical Change: clearly defined and agreed-to problem; solution is clear and based on available knowledge and data 

 Adaptive Change: a problem that requires collaboration and interpersonal skills to identify and resolve 

   
WORKSHEET #2 

ASSESSING THE LEADERSHIP CHALLENGES IN MY 

CHANGE INITIATIVE 
  

 

HOT Spots Obstacles Technical Change? Adaptive Change? 

    

    

Critical 
Worksheet 
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LEADING PEOPLE 

Note:  Information on worksheets #1 and #2 in Leading People in the Learning Portfolio is helpful in rating this assignment. 

5. RATING GUIDE: WORKSHEET #3: FINDING AND KEEPING THE RIGHT PEOPLE FOR MY 

CHANGE INITIATIVE (CI) 

Competencies & Proficiency Levels: 

 Leveraging Diversity: Fosters an inclusive workplace where diversity and individual differences are valued and leveraged to 

achieve the vision and mission  

 Developing Others: Ensures that employees are appropriately recruited, selected, appraised and rewarded 

 Team Building: Inspires and fosters team commitment, spirit, pride and trust; facilitates cooperation and motivates team 

members to accomplish group goals; addresses issues of a dysfunctional team and actively works to resolve    

Does not meet expectations 

  1.  Does not show awareness of the 

value of diversity and inclusiveness in 

creating the team  

  2. Does not identify relevant strategies 

for recruiting and selecting team members  

  3. Does not identify relevant strategies  

for creating a learning and/or supportive 

culture 

  4. Does not identify relevant 

performance management strategies to 

build team performance 

  5. Does not identify relevant team 

building strategies  

Meets expectations 

  1. Shows awareness of the value of 

diversity and inclusiveness in creating the 

team 

  2. Identifies some appropriate actions 

for recruiting and selecting team members  

  3. Identifies some appropriate strategies 

for creating a learning and/or supportive 

culture   

  4. Identifies relevant performance 

management strategies to build team 

performance. 

 5. Identifies relevant team building 

strategies  

Exceeds expectations 

   1. Identifies a variety of actions to 

create the team showing awareness of 

diversity and inclusiveness   

  2. Creatively applies module 

information to identify actions to recruit 

and select team members 

  3. Creatively applies module 

information to create a learning and 

supportive culture  

  4. Creatively applies performance 

management strategies to build team 

performance. 

  5. Identifies a range of creative team 

building strategies 
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WORKSHEET #3: FINDING & KEEPING THE RIGHT PEOPLE FOR MY CHANGE 

INITIATIVE 

Strategy Actions Responsible 
Time 

Frames 

Identifying who is needed for success    

Attracting the right people    

Getting the right people on board    

Creating a Learning Culture    

Creating a Supportive Culture    

Creating a Team    

Managing Performance    
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LEADING FOR RESULTS 

6. RATING GUIDE: WORKSHEET #1: CREATING AN ORGANIZATIONAL  

CULTURE FOR RESULTS 
Competencies & Proficiency Levels: 

 Accountability: Holds self and others accountable for measurable, high-quality, timely, and cost-effective results; determines 

objectives, sets priorities and delegates work; accepts responsibility for mistakes; complies with established control systems and 

rules. 

 Capacity Building: Identifies, designs, implements and improves infrastructure-related innovations and practices; facilitates 

the collection and dissemination of knowledge 

 Planning and Organizing: Successfully finds resources, training, tools etc., to support staff needs   

Does not meet expectations 

  1. Does not identify how an outcome 

orientation is reinforced in agency 

  2. Does not provide evidence of  own 

contribution to an outcome-oriented 

organizational culture  

  3. Does not provide three examples of 

“leading for results” 

 

Meets expectations 

  1. Accurately identifies some indicators 

of how an outcome orientation is reinforced 

in agency 

  2. Provides some evidence of  own 

contribution to an outcome-oriented 

organizational culture  

  3. Provides three examples of “leading 

for results”  

Exceeds expectations 

  1. Accurately identifies how all aspects 

of an outcome orientation are reinforced in 

agency 

  2. Provides variety of  examples of own 

contribution to an outcome-oriented 

organizational culture  

  3. Identifies a range of creative actions 

to “lead for results” including 

infrastructure innovations, facilitating the 

collection and dissemination of knowledge 

and finding resources to support staff 
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WORKSHEET #1: CREATING AN ORGANIZATIONAL CULTURE FOR RESULTS 

1. How is an outcome orientation reinforced in your agency? 

 Yes No Somewhat 

Is outcome language included in your agency’s mission or vision statement?    

Following the latest round of the CFSR and PIP process, would most agency employees be able to 

describe the agency’s performance improvement goals? 

   

Is a results orientation reflected in your employee performance management system?    

Is a results orientation reflected in your recruitment and selection process?    

Is agency performance or outcome data routinely discussed at management, unit and other meetings 

at all levels of the organization? 

   

Are supervisors encouraged to set unit and worker performance goals and to monitor progress? 
   

Is good performance rewarded?    

Is meeting performance goals celebrated?    

Is your agency continually improving the internal capacity to produce and report data? 
   

Does your agency know how to turn data into action? (For example, can you think of 3 examples of 

how the use of data has turned into significant action in the last two years, e.g. changes in policy, 

practice, distribution of resources, etc.)? 

   

2. How have you as a supervisor contributed to an outcome-oriented organizational culture?  

 

3. What are the three most important actions you’ve taken in the last year to “lead for results”? 
(a) 

(b) 

(c)  
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LEADING FOR RESULTS 

7. RATING GUIDE: WORKSHEET #2: LOGIC MODEL FOR MY CHANGE INITIATIVE 
Competencies & Proficiency Levels: 

 Problem Solving: Identifies and analyzes problems; weighs relevance and accuracy of information; generates and evaluates 

alternative solutions 

 Planning and Organizing: Organizes work, sets priorities, and determines resource requirements; determines necessary 

sequence of activities needed to achieve goals. 

 Technical Credibility: Understands and appropriately applies principles, procedures, requirements, regulations and policies 

related to child welfare expertise 
Does not meet expectations 

  1. Does not accurately complete logic 

model and/or differentiate among 

components  

  2. Does not provide a clear sequence of 

inputs, actions, outputs and outcomes to 

achieve results 

  3. Does not provide evidence of 

application of child welfare principles, 

procedures, requirements, regulations and 

policies 

Meets expectations 

  1. Accurately completes logic model and 

differentiates among components  

  2. Provides some evidence of sequence of 

inputs, actions, outputs and outcomes to 

achieve results 

  3. Provides some evidence of application 

of child welfare principles, procedures, 

requirements, regulations and policies 

Exceeds expectations 

  1. Accurately completes logic model, 

differentiates among components, and 

identifies key issues in Change Initiative 

implementation 

  2. Logic model has a clear sequence of 

inputs, actions, outputs and outcomes to 

achieve results with all information in 

components linked  

  3. Provides variety of  examples of 

application of child welfare principles, 

procedures, requirements, regulations and 

policies  
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WORKSHEET #2: LOGIC MODEL FOR MY CHANGE INITIATIVE 

 
 

 

 

 

 

 

 

 

 

 

  

 

 

 

 

 

Inputs 

Actions 
 

  

Outputs 
 

 

Outcomes 
 

Results 
Children 

experience safety 

permanency and 

well-being 
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LEADING FOR RESULTS 

8. RATING GUIDE: WORKSHEET #3: MEASUREMENT STRATEGY FOR MY CHANGE INITIATIVE 
Competencies & Proficiency Levels: 

 Problem Solving: Identifies and analyzes problems; weighs relevance and accuracy of information; generates and evaluates 

alternative solutions 

 Planning and Organizing:  determines necessary sequence of activities needed to achieve goals 

 Technical Credibility: Understands and appropriately applies principles, procedures, requirements, regulations and policies 

related to child welfare expertise 

Does not meet expectations 

 

  1. Does not accurately complete 

measurement strategy worksheet and/or 

differentiate among components  

(indicators, measures and data sources) 

  2. Does not identify indicators, 

measures and data sources that are 

appropriate and relevant to desired results. 

  3. Does not provide an acceptable  

sequence of measures, indicators, data 

sources and benchmarks 

  4. Does not provide evidence of 

understanding of child welfare principles, 

procedures, requirements, regulations and 

policies  

Meets expectations 

 

  1. Accurately completes worksheet and 

differentiates among components 

(indicators, measures and data sources)  

  

  2. Selects some indicators, measures 

and data sources that are appropriate and 

relevant to desired outcomes. 

  

  3. Provides acceptable sequence of 

measures, indicators, data sources and 

benchmarks  

  4. Provides some evidence of  

application of child welfare principles, 

procedures, requirements, regulations and 

policies  

Exceeds expectations 

 

  1. Provides variety of approaches to 

components of worksheet (indicators, 

measures and data sources) 

  2. Provides a variety of indicators, 

measures and data sources that are 

appropriate and relevant to desired 

outcomes. 

  

  3. Provides clear & logical sequence of 

measures, indicators, data sources and 

benchmarks  

  4. Provides variety of  examples of 

application of child welfare principles, 

procedures, requirements, regulations and 

policies  
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WORKSHEET #3 

MEASUREMENT STRATEGY  

FOR MY  

INDIVIDUAL CHANGE INITIATIVE 

 

Strategy What you want to know 

(Measure) 

How you might measure it 

(Indicator) 
 

Results 

 

  

 

Outcomes 

 

  

 

Outputs 

 

  

 

Activities 

 

  

 

Inputs 

 

  

Critical 
Worksheet 
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LEADING CHANGE 

9. RATING GUIDE: WORKSHEET #7: Return to the PERSONAL LEARNING PLAN (PLP), 

                                                                (from FOUNDATIONS) 

Competencies & Proficiency Levels: 

 Flexibility: Is open to change and new information; rapidly adapts to new information, changing conditions, or unexpected 

obstacles. 

 Creativity and Innovation: Develops new insights into situations; encourages new ideas and innovation 

 Vision: Takes a long-term view and builds a shared vision with others; acts as a catalyst for organizational change 

Does not meet expectations 

  1. Does not make changes in PLP based 

on LAS experience 

  

  2. Does not provide evidence of new 

insights into leadership skills in 

development goals and their importance 

  

  3. Does not identify obstacles and steps 

to overcome them  

  

  4. Does not take long-term view or 

recognize own leadership role in acting as a 

catalyst for organizational change 

Meets expectations 

  1. Makes some changes in PLP based on 

LAS experience 

  

  2. Provides some evidence of new 

insights into leadership skills in 

development goals and their importance 

  

  3. Identifies some obstacles and steps to 

overcome them  

  

  4. Provides some evidence of taking a 

long-term view or recognizing own 

leadership role in acting as a catalyst for 

organizational change  

Exceeds expectations 

  1. Makes substantial changes in PLP 

based on LAS experience 

  

  2. Provides evidence of substantial new 

insights into leadership skills and 

identifies creative ways of goals, actions 

and support needed  

  3. Identifies obstacles and  innovative 

ideas of steps to overcome them 

  

  4. Provides substantial evidence of 

taking a long-term view and commitment 

to acting in a leadership role as a catalyst 

for organizational change  
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WORKSHEET #7: PERSONAL LEARNING PLAN (from FOUNDATIONS) 

Directions: First enter your vision for yourself, how you want to be remembered as a supervisor/leader.  Then think about the practices 

you identified to sustain yourself (Worksheet #3) in Permanent Whitewater.  Based on these and other ideas in this module, what if 

anything would you like to change in your Personal Learning Plan? 

Vision for self as leader: 

 
Development Goals Why the Goals are 

Important 

Actions I’ll Take to Achieve 

Them 

Support Needed 

   

 

 

 

   

 

 

 

Obstacles in Reaching Goals Steps to Overcome Them 
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LEADING CHANGE 

10. RATING GUIDE: WORKSHEET #8: Return to the INDIVIDUAL CHANGE INITIATIVE (CI)  

From FOUNDATIONS 
Competencies & Proficiency Levels: 

 Creativity and Innovation: Develops new insights into situations; encourages new ideas and innovation 

 Strategic Thinking: Participates in agency strategic planning; completes assigned activities and tasks in the strategic plan; 

conducts unit-level planning to translate agency goals into unit-level strategic plans  

 External Awareness: Understands and keeps up to date on local and national policies and trends that affect the organization 

and shape stakeholders’ views; is aware of the organization’s impact on the external environment 

 Vision: Takes a long-term view and builds a shared vision with others; acts as a catalyst for organizational change 

Does not meet expectations 

  1. Does not provide evidence of new 

insights in the original CI 

  2. Does not identify how the external 

environment impacted on the CI  

  

  3. Does not make a link between own CI 

and agency’s strategic plan or priorities 

  

  4.  Does not identify supports and 

involve stakeholders in CI implementation 

  5. Does not assess accuracy of original 

success factors  

 

  6.  Does not take long-term view or 

recognize own role in acting as a catalyst 

for organizational change 

Meets expectations 

  1. Provides some evidence of new 

insights and makes some changes in the CI 

based on the LAS experience  

  2. Identifies some impacts of the 

external environment on the CI 

  3. Provides some evidence of a link 

between own CI and agency’s strategic plan 

or priorities 

  

 4. Provides some evidence of supports 

and involving stakeholders in CI 

implementation 

  

  5. Provides some evidence of assessing 

accuracy of original success factors 

  6. Provides some evidence of taking a 

long-term view or recognizing own role in 

acting as a catalyst for organizational 

change  

Exceeds expectations 

  1. Provides substantial evidence of new 

insights in the CI and makes several 

changes based on LAS experience 

  2. Identifies variety of impacts of the 

external environment on the CI  

  3. Provides substantial evidence of a 

link between own CI and agency’s strategic 

plan or priorities 

  4. Provides substantial evidence  of 

supports and involving stakeholders in CI 

implementation 

  

  5. Assesses accuracy of original success 

factors and modifies in light of LAS 

experience 

  6. Provides substantial evidence of 

taking a long-term view and commitment 

to acting as a catalyst for organizational 

change  
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1. Jurisdictional change initiative: 

 

 

2. Name and brief description of your change initiative: 

 

 

 

3. Your vision for your change initiative: 
 

 

4. Describe the specific workforce issue or need that your change initiative will address: 

 

 

WORKSHEET #8 (FROM FOUNDATIONS) 

INDIVIDUAL CHANGE INITIATIVE WORKSHEET  
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 What data did you use to identify that need? 
 

 

 

 Who will be most affected by this workforce issue? 
 

 

5. Describe the workforce goal of your change initiative.  What value does this project add to the 

organization? 

 

 

 

6. How does your change initiative relate to the jurisdictional change initiative?  

 

 

7. What are three to five major steps, strategies, actions you will need to take to accomplish your 

change initiative? 
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8. Think about what you have identified as Adaptive Challenges and Leadership Implications.  What 

barriers do you anticipate getting in the way of accomplishing your change initiative? 

 

 

 

 What strategies will you employ to mitigate those risks? 

 

 

 

M
o

d
u
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: 
L

e
a
d
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g
 i
n

 

C
o

n
te

x
t 

9. What supports will you need to accomplish the steps in your change initiative? 
 

 

 

 

 

 

 

10. Who else has a vested interest in your change initiative? 
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 Who do you need to “bring along” in order to succeed? 

 

 

 

 

 

M
o
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R
e
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11. What are the short- and long-term outcomes of your change initiative? 
 

 

 

 

  

12. How will the workforce be different as a result of your change? 

 

 

 

 What are your “success indicators?” 
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13. How will you know whether your workforce change initiative has succeeded? 
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LEADING CHANGE 

11. RATING GUIDE: WORKSHEET #4: INDIVIDUAL CHANGE INITIATIVE (CI) ACTION PLAN 

Competencies & Proficiency Levels: 

 Creativity and Innovation: Designs and implements new or cutting edge programs/processes  

 Strategic Thinking: Formulates objectives and priorities, and implements plans consistent with the long-term interests of the 

organization; capitalizes on opportunities and manages risks  

 External Awareness: Understands and keeps up to date on local and national policies and trends that affect the organization 

and shape stakeholders’ views; is aware of the organization’s impact on the external environment 

 Vision: Takes a long-term view and builds a shared vision with others; acts as a catalyst for organizational change; influences 

others to translate vision into action 

Does not meet expectations 

  1. Lacks evidence of creativity and 

innovation 

  2. Does not demonstrate evidence of 

formulating coherent outputs/actions and 

tasks.   

  3. Does not look beyond the unit to 

identify tasks showing awareness of how 

the external environment impacts on the 

Action Plan  

  4. Does not identify supports and/or 

involve stakeholders in Action Plan 

  5. Does not show evidence of plans to 

capitalize on opportunities and manage 

risks 

  6. Does not take long-term view or make 

plans to build a shared vision and/or act as 

a catalyst for change beyond this Change 

Initiative 

Meets expectations 

  1. Provides some evidence of creativity 

and innovation 

  2. Demonstrates some evidence of 

formulating coherent outputs/actions and 

tasks.  

   3. Identifies some evidence of looking 

beyond the unit to identify tasks showing 

awareness of how the external 

environment impacts on the Action Plan 

  4. Provides some evidence of supports 

and/or involving stakeholders in Action 

Plan 

  5. Provides some evidence of plans to 

capitalize on opportunities and manage 

risks  

  6. Provides some evidence of taking a 

long-term view or make plans to build a 

shared vision and/or act as a catalyst for 

change beyond this Change Initiative  

Exceeds expectations 

  1. Provides substantial evidence of 

creativity and innovation 

  2. Demonstrates substantial evidence of 

formulating coherent outputs/actions and 

tasks   

  3. Identifies substantial evidence of 

looking beyond the unit to identify tasks 

showing awareness of how the external 

environment impacts on the Action Plan 

  4. Provides substantial evidence  of 

supports and/or involving stakeholders in 

Action Plan  

  5. Provides substantial evidence of plans 

to capitalize on opportunities and manage 

risks  

  6. Provides substantial evidence of 

taking a long-term view or make plans to 

build a shared vision and/or act as a 

catalyst for change beyond this Change 

Initiative  
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WORKSHEET #4 

ACTION PLAN AND TRACKING FORM 

 

JURISDICTION CHANGE INITIATIVE: 

INDIVIDUAL CHANGE INITIATIVE TITLE: 

INDIVIDUAL CHANGE INITIATIVE OUTCOMES: 

 
DEFINITIONS: 

 Individual Change Initiative Outputs: The outputs are stated in concrete, measurable terms.  

(from the Logic Model Outputs column) 

 Actions: The steps and strategies selected to achieve the desired outputs, in statements starting with a verb. 

(from the Logic Model Actions column). 

 Tasks:  A list of tasks necessary to achieve the actions.  Together, the tasks result in completion of the actions.  

 
Output #1: 

TASKS PERSON(S) 

RESPONSIBLE 

START 

DATE  

 

COMPLETION 

DATE 

CHECK 

WHEN 

DONE 

ACTION 1.1: 

     

     

     

Critical 
Worksheet 
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ACTION 1.2: 

     

     

     

ACTION 1.3: 

     

     

     

Output #2:   
TASKS PERSON(S) 

RESPONSIBLE 

START 

DATE  

 

COMPLETION 

DATE 

CHECK 

WHEN 

DONE 

ACTION 2.1: 

     

     

     
ACTION 2.2: 

     

     

     

ACTION 2.3: 

     

     

     

Output #3 
TASKS PERSON(S) 

RESPONSIBLE 
START 

DATE  

 

COMPLETION 

DATE 

CHECK WHEN 

DONE 

ACTION 3.1: 
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ACTION 3.2: 

     

     

     
ACTION 3.3: 
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Leadership Academy for Supervisors 

(LAS): Core Curriculum Assignment 

Rating Guide  

Appendix Rated Examples 
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Rating Guide Appendix 

 

  

Rated Examples 
(1) Leslie’s Worksheet #7 Developing Your Personal Learning Plan from Foundations of Leadership—Exceeds expectations (p. 43) 

(2) Leslie’s Worksheet #2 Logic Model for My Change Initiative from Leading for Results—Exceeds expectations (p. 47) 

(3) Beth’s Worksheet #2 Logic Model for My Change Initiative from Leading for Results—Does not fully meet expectations (p. 50) 

(4) Leslie’s Worksheet #4 Action Plan and Tracking Form from Leading Change—Exceeds expectations (p. 53) 

(5) Leslie’s return to Worksheet #7 Developing Your Personal Learning Plan from Foundations of Leadership (while completing the 

Leading Change Module.)—Exceeds expectations (p.61) 
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WORKSHEET #7 
DEVELOPING YOUR  

PERSONAL LEARNING PLAN        

 

Development Goals Why the Goals are 

Important 

Actions I’ll Take to Achieve 

Them 

Support Needed 

 Be more intentional about 

building relationships with my 

staff. Share responsibility rather 

than doing all tasks myself.  

 As I take the time to 

do this, staff will 

likely feel more 

valued and 

appreciated which 

could increase office 

moral and ultimately 

produce more 

stability for the office 

and families. 

 Now:   Spend time each day to walk 

around the office and say hello to 

people and engage in conversations 

with staff. 

 Send emails or encouragement and 

recognition to my staff 

 Other activities:  Plan unit outing 

and share my new philosophy and 

plans with my unit 

 Enlist the support of another 

supervisor to help plan activities and 

process. 

 Bounce ideas off my supervisor and 

discuss possible limits of responsibility 

that I can share 

 Take time to step back and look 

at the big picture.  

 I have a tendency to 

focus on addressing 

specific tasks, 

sometimes rushing to 

action  

 Post the visual of View from the 

Balcony over my Desk… repeat this to 

myself as a reminder. 

 Share the concept and terminology of 

Taking a View from the Balcony with 

other supervisors.   

 Use it in staff meetings as a check on 

ourselves. 

 Share what I learn about 

leadership. Be more intentional 

about developing my team 

members into future leaders.  

 I am only as strong as 

my team.  The 

stronger they are the 

more of a voice we 

will have. 

 

 

 Now: Talk to each member of my 

team and determine what their 

personal and professional goals are. 

 Other activities: Read a book about 

servant leadership or how to inspire 

leaders. Choose what to act upon in 

my unit. 

 Utilize input from other supervisors for 

resources and tools they are aware of 

or have used themselves in order to 

develop their team members. 

 

Critical 
Worksheet 

 

Leslie  

(1) Exceeds 

expectations 
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Obstacles in Reaching Goals Steps to Overcome Them 

 Time  

 Unaware of resources that are 

available. 

 Devote blocks of time towards specific tasks. (Add to my weekly schedule) 

 Research via internet and ask others about resources available within the community and within the 

organization. 
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FOUNDATIONS OF LEADERSHIP 

1. RATING GUIDE: WORKSHEET #7 DEVELOPING YOUR PERSONAL LEARNING PLAN (PLP) 

Competencies & Proficiency Levels: 

 Continuous Learning: Recognizes areas needing improvement & takes training to increase skills 

 Effective Communication: Writes clear concise & meaningful documents 

 Initiative: Sets high standards of performance 

 Personal Leadership: Exhibits high standards of performance & set example of leadership for others 

Does not meet expectations 

  1. Development goals not clear/relevant 

to leadership skills and/or lacks clear 

statement of why goals are important 

  2. Does not identify relevant actions to 

achieve goals 

  3. Materials include misspellings, 

grammatical errors, misuse of words 

  4. Writes in disorganized manner, not 

corresponding to categories in PLP 

  5. Sets low performance goals for self 

  6. Does not identify relevant support 

needed to set a personal leadership 

example 

  7. Does not ID obstacles and steps to 

overcome 

Meets expectations 

  1. Identifies clear goals & statements of 

why goals are important 

  2. Identifies actions relevant to achieve 

goals 

  3. Writes clearly with no grammatical 

or spelling errors 

  4. Material is clear & organized with 

logical connection of categories 

  5. Set moderate performance goals for 

self 

  6. Identifies need to set personal 

leadership example 

  7. Identifies predictable obstacles (e.g. 

time) & steps to overcome them 

Exceeds expectations 

  1. Clearly identifies goals and their 

importance in terms of leadership skills 

  2. Actions to achieve goals & support 

needed shows high level of commitment 

  3. Writes clearly using professional 

language 

  4. Materials show high level of 

organization/structure/clarity of thought 

  5. Sets challenging performance goals  

for self 

  6. Demonstrates understanding of link 

between personal leadership development 

(role of supervisor) & systems change in 

Child Welfare  

  7. Obstacles and steps to overcome them 

shows realistic assessment of challenges 

and creative ways to address  

Leslie  

(1) Exceeds 

expectations 
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Richard’s comments: You’ve given good thought to your development goals and have identified how they fit for you personally, you 

explained the importance of the goals for yourself, staff, the office and families. You also identified how you and your staff can become 

a cohesive voice.   

You are likely to add to or fine tune your goals and think of more action steps as you move through the modules and are exposed to 

content that will give you more ideas! I hope you will continue to add to your plan. I do like that you are specific in most of your steps 

and it is very helpful that you’ve included a short term action step and a longer term step in terms of other activities.   

As you continue through the modules, please think of your strengths and challenges toward developing competency in the areas you’ve 

chosen. You may be able to make additions that reflect further insight into yourself and what it will mean to accomplish these learning 

goals.  And you may be able to further connect your goals to specific leadership competencies or principles.   

Nice job. I will be looking forward to your work as you continue to develop these. There is an opportunity at the end of the Leading 

Change Module for rating this worksheet again after you have worked with it during the next modules. 

 

Richard 

  

Leslie  

(1) Exceeds 

expectations 
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Jurisdiction Change Initiative:  Create a more stable, qualified workforce through improved recruitment and retention.  

Individual Change Initiative:  Improved Bachelor of Social Work (BSW) practicum experience. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Inputs 
Data on need for recruiting 

more qualified 

staff/knowledge of agency 

SOPs for 

internships/practicum 

experience 

Local college liaisons 

Unit supervisors in office 

Support of manager in office 

Resources from LAS and 

from internet search on field 

placements 

Agency Staff Development 

and HRM staff 

Actions 
Review literature on CW 

workforce challenges and 

strategies, write overview paper 

and meet with agency staff to 

generate support and approval 

Involve key stakeholders to 

generate support and 

collaboration 

Establish representative work 

group 

Develop recruitment, screening 

and practicum manuals 

Work with local BSW program to 

recruit/select students 

Train supervisors and workers to 

prepare them for student 

placement 

Assign students to appropriate 

supervisors/workers 

Provide on-going monitoring of 

initiative 

Assess results in terms of student 

completion/satisfaction/ numbers 

applying and hired as a result of 

practicum experience/staff 

satisfaction with working with 

students 

Outcomes 
Improved practicum 

experience from student 

and staff perspective. 

Expanded pool of 

qualified applicants for 

caseworker positions 

Results 
Children experience 

safety, permanency and 

well-being 

 

Outputs 
Agency support and approval 

for Change Initiative 

Structure for recruitment 

process and practicum 

experience written and 

approved 

Recruitment and practicum 

experience plan implemented 

Initiative is monitored and 

results assessed in terms of: 

 Increased % of applicants 

for caseworker positions 

from practicum 

 Increased supervisory 

satisfaction with number 

and experience of 

applicants from practicum 

 Increased staff satisfaction 

and willingness to work 

with student interns 

 

WORKSHEET #2: LOGIC MODEL FOR MY CHANGE INITIATIVE 
 

Leslie  

(2) Exceeds 

expectations 
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LEADING FOR RESULTS 

 

2. RATING GUIDE: WORKSHEET #2 LOGIC MODEL FOR MY CHANGE INITIATIVE 
Competencies & Proficiency Levels: 

 Problem Solving: Identifies and analyzes problems; weighs relevance and accuracy of information; generates and evaluates 

alternative solutions 

 Planning and Organizing: Organizes work, sets priorities, and determines resource requirements; determines necessary 

sequence of activities needed to achieve goals. 

 Technical Credibility: Understands and appropriately applies principles, procedures, requirements, regulations and policies 

related to child welfare expertise 

Does not meet expectations 

  1. Does not accurately complete logic 

model and/or differentiate among 

components  

  2. Does not provide a clear sequence of 

inputs, actions, outputs and outcomes to 

achieve results 

  3. Does not provide evidence of 

application of child welfare principles, 

procedures, requirements, regulations and 

policies 

Meets expectations 

  1. Accurately completes logic model and 

differentiates among components  

  2. Provides some evidence of sequence 

of inputs, actions, outputs and outcomes to 

achieve results 

  3. Provides some evidence of application 

of child welfare principles, procedures, 

requirements, regulations and policies 

Exceeds expectations 

  1. Accurately completes logic model, 

differentiates among components, and 

identifies key issues in Change Initiative 

implementation 

  2. Logic model has a clear sequence of 

inputs, actions, outputs and outcomes to 

achieve results with all information in 

components linked  

  3. Provides variety of  examples of 

application of child welfare principles, 

procedures, requirements, regulations and 

policies  

 

  

Leslie  

(2) Exceeds 

expectations 
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Leslie,  

Thanks for checking in with me on this. I enjoyed talking with you about it. I just wanted you to have some written feedback as well. 

As I mentioned, you’ve done a terrific job in capturing significant detail in your logic model.  An impressive job. I know you were 

struggling earlier with the “Inputs”. You’ve done a good job thinking about the individuals you will need to assist you. You’ve also done 

a nice job identifying information you will need in order to inform your approach to building your CI team and the actions you will take 

to move toward your CI goal.  

You have captured the need for support and approval from your manager and the “Agency”.  You’ve also noted the need for specific 

written products/manuals to guide and support the ability of the agency and colleges to implement.   

Things to consider: Do you envision that you will get all supervisors in your office/county involved?  Or will you develop a process to 

determine which supervisors will be a part of this project?   

I know you haven’t had to think specifically about time frames for this initiative as of yet. It occurs to me that this is a major, multi-

part project with a number of substantial outputs. You may decide to think of implementation over a multi-year period, breaking down 

the outputs. In the next module, you will have an opportunity to create a work plan for your CI.  At that point, you’ll think about the 

specific tasks and due dates and consider to what extent you will need to spread things out.  I imagine that your regular supervisory 

routine will continue as usual? It’s so easy to get overwhelmed if you are trying to take all of it on at once.  Or bogged down if it is 

spread out too far.   

Congratulations!  Developing a coherent logic model is challenging. You have done a great job and it will provide a solid foundation for 

your action plan. I’m really looking forward to seeing how your action plan will look. 

Feel free to call or email if you’d like to talk about any of this. 

Have a great weekend, 

Susan B. 

Leslie  

(2) Exceeds 

expectations 
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Jurisdiction Change Initiative:  Create a more stable, qualified workforce through improved recruitment and retention.  

Individual Change Initiative:  Provide unpaid internships/service learning for college students in our office. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

WORKSHEET #2: LOGIC MODEL FOR MY CHANGE INITIATIVE 
 

Inputs 
Unit supervisors in office 

Support of manager in 

office 

Students in local colleges 

Actions 
Meet with local college classes 

to discuss feasibility and 

interest in internships.  

Write proposal to set up 

program.   

Identify potential recruitment 

sources (local colleges) 

Faculty in local colleges have a 

better understanding of child 

welfare.  

Students apply for field 

placements.  

Improved results in numbers of 

students applying for positions.  

Outcomes 
Students have 

experience of working 

with children and 

families. 

Results 
Children experience 

safety, permanency 

and well-being 

 

Outputs 
Children achieve 

permanency and families are 

reunited more quickly.   

Students are matched with 

supervisors for field 

placement. 

Students experience a range 

of situations and have a 

more realistic understanding 

of the job.  

Supervisors in office benefit 

from working with students. 

Families enjoy interaction 

with students. 

Beth  

(3) Does not 

fully meet 

expectations 
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                LEADING FOR RESULTS  

3. RATING GUIDE: WORKSHEET #2 LOGIC MODEL FOR MY CHANGE INITIATIVE 
Competencies & Proficiency Levels: 

 Problem Solving: Identifies and analyzes problems; weighs relevance and accuracy of information; generates and 

evaluates alternative solutions 

 Planning and Organizing: Organizes work, sets priorities, and determines resource requirements; determines 

necessary sequence of activities needed to achieve goals. 

 Technical Credibility: Understands and appropriately applies principles, procedures, requirements, regulations and 

policies related to child welfare expertise 
Does not meet expectations 

 1. Does not accurately complete 

logic model and/or differentiate 

among components  

 2. Does not provide a clear 

sequence of inputs, actions, 

outputs and outcomes to achieve 

results 

 3. Does not provide evidence of 

application of child welfare 

principles, procedures, 

requirements, regulations and 

policies 

Meets expectations 

 1. Accurately completes logic model 

and differentiates among components  

 2. Provides some evidence of 

sequence of inputs, actions, outputs 

and outcomes to achieve results 

 3. Provides some evidence of 

application of child welfare principles, 

procedures, requirements, regulations 

and policies 

Exceeds expectations 

 1. Accurately completes logic 

model, differentiates among 

components, and identifies key issues 

in Change Initiative implementation 

 2. Logic model has a clear sequence 

of inputs, actions, outputs and 

outcomes to achieve results with all 

information in components linked  

 3. Provides variety of  examples of 

application of child welfare principles, 

procedures, requirements, regulations 

and policies  

Beth  

(3) Does not 

fully meet 

expectations 
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Dear Beth,  
You’ve made a good start. I have some questions for you to consider so that you might rearrange this a bit and add some more detail. 

You may want to review the section in the module where the logic model headings are defined again. It is so easy to confuse them. 

 

Inputs: 

What college personnel might you need to involve? What data might you need to demonstrate the need for more qualified staff? Who 

else might need to approve of your project and who might you need to “bring along”? These may be your key stakeholders who have 

something to bring to the table to contribute to the success of your project. 

Actions: 

 A couple of items under “actions” may be outputs or outcomes. See if you can identify which ones.   

 What key stakeholders will you want to involve in the proposal writing? 

 What are some additional steps in recruiting students? Who would need to be involved? 

 What else needs to happen before you can place students in units?  What will unit supervisors need?  

 What kind of monitoring will the project need once implemented? What are the steps to assess your results? Think about 2-3 

improvements that might come from this project that relate back to the jurisdiction’s CI and your Individual CI goals. 

Outputs: 

This area needs some additional clarification. We can talk about this one (or any of the areas) if you’d like.  

Resulting from the actions you take, you will have gained approval for your project, implemented a plan to recruit students and you 

will have designed a structure for the field experience. You’ll most likely have some products (written instruction/manuals) that will 

guide those who are involved in implementation. And then there will be some specific results you’ll want to assess.   

Outcomes: 

Where do you hope it will lead if students have experience in working with children and families? (Again, return to your CI goals.) 

The logic model is tricky at first. Let me know if I can help as you consider my feedback. I want you to have a strong logic model so that 

your implementation will be firmly grounded. I’m happy to look at your revisions any time next week. 

Susan B. 

Beth  

(3) Does not fully 

meet 

expectations 
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WORKSHEET #4 ACTION PLAN AND TRACKING FORM 

Jurisdiction Change Initiative:  create a more stable, qualified workforce through improved recruitment and retention strategies. 

Individual Change Initiative Title:  Improved Bachelor of Social Work (BSW) practicum experience 

Individual Change Initiative Outcomes:  Improved practicum experience from student and staff perspective. Expanded pool of 

qualified applicants for caseworker positions.   

 

DEFINITIONS: 

 Individual Change Initiative Outputs: The outputs are stated in concrete, measurable terms.  

(from the Logic Model Outputs column) 

 Actions: The steps and strategies selected to achieve the desired outputs, in statements starting with a verb. 

(from the Logic Model Actions column). 

 Tasks:  A list of tasks necessary to achieve the actions.  Together, the tasks result in completion of the actions.  

 

Output #1:  Agency support and approval for CI received by 11/15/15 

TASKS PERSON(S) 

RESPONSIBLE 

START 

DATE  

COMPLETION 

DATE 

CHECK 

WHEN 

DONE 

ACTION 1.1: Write overview and meet with agency staff to generate support and approval. 

Review information in Leading People module and my logic 

model.  Talk to my supervisor.  

My supervisor and 

myself 

8/1/15 8/8/15  

Write brief overview based on need in office.  Myself/other 

supervisors 

8/8/15 8/15/15  

Leslie  

(4) Exceeds 

expectations 
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Meet with unit supervisors to generate support and ideas 

and identify who else (e.g. admin support staff) needs to be 

involved.  

Other unit 

supervisors 

8/15/15 8/15/15  

Revise overview based on discussion and work with 

supervisor to get approval of senior management  

My supervisor and 

myself 

8/20/15 9/14/15  

ACTION 1.2: Involve key stakeholders to generate support and collaboration. 

Review materials in Leading People module on 

brainstorming, developing a team etc. Meet with unit 

supervisors and key administrative support staff in office to 

develop a work plan and expand from initial planning to 

representative work group. 

My supervisor, all 

unit supervisors and 

key administrative 

support staff in 

office.  

9/15/15 9/25/15  

Meet with Human Resources to identify appropriate tasks 

for students, liability, confidentiality and other issues.   

My supervisor, HR 

staff 

9/30/15 10/8/15  

Meet with Staff Development to identify resources to 

train/orient supervisors and to orient students to the work 

and office. 

My supervisor, Staff 

development 

9/30/15 10/8/15  

Contact local BSW program to generate support and to see 

if there is a graduate student who could staff this initiative 

as an independent study. 

Volunteer from 

workgroup 

9/30/15 10/8/15  

ACTION 1.3: Establish representative work group. 

Develop and implement recruitment and selection plan to 

establish a work group representative of stakeholders. 

Planning group of 

supervisors /my 

supervisor/college 
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liaison 

Meet with work group on regular basis to plan for 

implementation of initiative, paying attention to creating a 

supportive, learning culture in the work group/balancing 

task and process   

All workgroup 

members 

11/23/15 11/23/15  

Meet regularly with my supervisor to report on progress 

and get on-going support.  

My supervisor and 

myself 

11/25/15 5/31/17  

Once students are in placement, meet regularly to assess 

progress. Meet with student and staff representatives to get 

feedback.  

Work group 9/1//16 5/31/17  

Output #2:  Structure for recruitment process and field experience written and approved by March 2016 

TASKS PERSON(S) 

RESPONSIBLE 

START 

DATE  

COMPLETION 

DATE 

CHECK 

WHEN 

DONE 

ACTION 2.1: Develop recruitment materials and field experience manuals 

Identify existing resources on the Internet and LAS 

curriculum that might be helpful as format. 

Volunteers from 

work group 

11/18/15 12/1/15  

Assign tasks to workgroup to develop talking points and 

procedures for recruiting and selecting students. 

Volunteers from 

work group 

12/1/15 1/15/16  

Meet with HR to identify job tasks appropriate for students Volunteers from 12/1/15 12/31/15  
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work group 

Assign responsibilities to workgroup to develop a manual 

describing procedures for orientation of students, 

appropriate tasks to assign to them, responsibilities of 

supervisors, communicating with college liaisons.  

Volunteers from 

work group 

12/1/15 3/15/16  

Review materials with work group and revise. All work group 1/16/15 3/16/16  

Output #3: Recruitment and field experience plan implemented by September 2016 

TASKS PERSON(S) 

RESPONSIBLE 

START 

DATE  

COMPLETION 

DATE 

CHECK 

WHEN 

DONE 

ACTION 3.1: Work with local BSW program to recruit and select students 

Disseminate recruitment materials/ meet with students in 

groups or individually to describe potential field experience 

and benefits 

Volunteers from 

work group 

3/18/16 4/18/16  

Select potential students in collaboration with college 

liaisons 

Work group 

members, college 

liaisons. 

4/19/16 5/14/16  

ACTION 3.2: Train supervisors and workers to prepare them for student placement. 

Work with Staff Development to design training session 

based on field experience manual 

Volunteers from 

work group and Staff 

Development 

4/20/16 5/20/16  
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Schedule and hold training session for supervisors. Staff Development 5/30/16 6/20/16  

ACTION 3.3: Assign students to appropriate supervisors and workers. 

Match students with supervisors and workers Myself and 

representative from 

work group 

8/1/16 8/15/16  

Prepare for Fall placement Office supervisors 

and college liaison 

6/20/16 9/1/16  

Output #4: Initiative is monitored and results are assessed 

TASKS PERSON(S) 

RESPONSIBLE 

START 

DATE  

COMPLETION 

DATE 

CHECK 

WHEN 

DONE 

ACTION 4.1: Determine whether there has been an increased % of applicants for caseworker positions from practicum. 

Obtain a current baseline % of applicants for caseworker 

positions from practicum from HR. (total % and broken 

down by college) 

Myself, HR staff 9/1/15 10/1/15  

Determine whether the resulting baseline %’s should be 

configured into our recruitment sources strategy (Above 

1.3) 

Work group members 10/17/15 11/17/15  

Ask HR to identify someone to run a new % report six 

months after the first academic year and annually after 

that. 

Myself, HR staff 9/1/15 10/1/15  
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Analyze the results and determine whether to continue 

and/or modify our approach. 

Work group 

members, college 

liaisons. 

12/1/17 1/15/18  

ACTION 4.2: Determine whether there has been an increase in supervisor, staff and student satisfaction with practicum. 

Obtain a current baseline. Plan, schedule and hold a focus 

group at an upcoming supervisors meeting. Record 

feedback for future reference. 

Volunteers from 

work group and Staff 

Development 

4/20/16 5/20/16  

Create a written survey to send to supervisors 6 months 

following the first academic year and annually after that. 

Volunteers from 

work group and Staff 

Development 

5/30/16 11/1/17  

Analyze the survey results and determine whether to 

continue and/or modify our approach. 

Work group 

members, college 

liaisons. 

12/1/17 1/15/18  

Survey casework staff to determine satisfaction with 

program and interest in working with students again in the 

future 

Work group 

members, college 

liaisons. 

12/1/17 1/15/18  

Survey students to determine satisfaction and willingness 

to recommend practicum experience to other students.  

Work group 

members, college 

liaisons 

12/1/17 1/15/18  
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11. RATING GUIDE: WORKSHEET #4 CHANGE INITIATIVE (CI) ACTION PLAN 

Competencies & Proficiency Levels:         

 Creativity and Innovation: Designs and implements new or cutting edge programs/processes  

 Strategic Thinking: Formulates objectives and priorities, and implements plans consistent with the long-term interests of the 

organization; capitalizes on opportunities and manages risks  

 External Awareness: Understands and keeps up to date on local and national policies and trends that affect the organization and 

shape stakeholders’ views; is aware of the organization’s impact on the external environment 

 Vision: Takes a long-term view and builds a shared vision with others; acts as a catalyst for organizational change; influences others to 

translate vision into action 
Does not meet expectations 

 1. Lacks evidence of creativity and 

innovation 

 2. Does not demonstrate evidence of 

formulating coherent outputs/actions and 

tasks.   

 3. Does not look beyond the unit to 

identify tasks showing awareness of how 

the external environment impacts on the 

Action Plan  

 4.  Does not identify supports and/or 

involve stakeholders in Action Plan 

 5. Does not show evidence of plans to 

capitalize on opportunities and manage 

risks 

 6.  Does not take long-term view or 

make plans to build a shared vision and/or 

act as a catalyst for change beyond this 

Change Initiative 

Meets expectations 

 1. Provides some evidence of creativity and 

innovation 

 2. Demonstrates some evidence of 

formulating coherent outputs/actions and 

tasks.  

  3. Identifies some evidence of looking 

beyond the unit to identify tasks showing 

awareness of how the external environment 

impacts on the Action Plan 

 4. Provides some evidence of supports 

and/or involving stakeholders in Action Plan 

 5. Provides some evidence of plans to 

capitalize on opportunities and manage risks  

 6. Provides some evidence of taking a long-

term view or make plans to build a shared 

vision and/or act as a catalyst for change 

beyond this Change Initiative  

Exceeds expectations 

 1. Provides substantial evidence of 

creativity and innovation 

 2. Demonstrates substantial evidence of 

formulating coherent outputs/actions and tasks   

 3. Identifies substantial evidence of looking 

beyond the unit to identify tasks showing 

awareness of how the external environment 

impacts on the Action Plan 

 4. Provides substantial evidence  of 

supports and/or involving stakeholders in 

Action Plan  

 5. Provides substantial evidence of plans to 

capitalize on opportunities and manage risks  

 6. Provides substantial evidence of taking a 

long-term view or make plans to build a shared 

vision and/or act as a catalyst for change 

beyond this Change Initiative  

Leslie  

(4) Exceeds 

expectations 
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Hi Leslie, 

You have done an outstanding job on developing this Action Plan.  Here are my specific comments related to each of the competencies 

we were looking for on this assignment. 

Creativity and Innovation:  You show the ability to design a new and cutting edge program to improve the student practicum 

experience. 

Strategic Thinking:  The work plan is thorough with coherent outputs/actions and tasks.  The tasks are detailed and relate clearly to 

the completion of the actions.  The tasks are listed in a logical order in terms of their sequence and the time frames you have identified 

are realistic.  You demonstrate awareness of capitalizing on opportunities (looking for a graduate student to help staff your initiative, 

looking for resources from Staff Development) and managing risks (by involving HR and Staff Development up front you are getting 

their input and buy in to the process and thereby reducing the possibility of future problems).  

External Awareness:  You show an ability to think beyond your unit and to take into account the impact of the external environment 

on your work plan.  You provide a solid foundation by doing research on policies and trends related to internships and build on 

information you have learned through your LAS experience.  You do a great job of identifying the forces or players in the external 

environment who might impact your Change Initiative: agency senior management, your supervisor, other unit supervisors, the local 

college liaison, HR and Staff Development.  You demonstrate principles of Distributive and Inclusive leadership by identifying key 

stakeholders, setting up a work group and including work group members completing specific tasks in the planning process.  

Vision:  You provide evidence of a long term view by laying a solid foundation based on research, by developing buy-in from key 

stakeholders and by including a process to assess the effectiveness of your initiative.  Your plan includes many strategies to build a 

shared vision.  Your final task of exploring with your supervisor a way to expand your initiative beyond your unit demonstrates your 

ability to act as a catalyst for change in your agency as a whole. 

Congratulations, Leslie.  You have done a wonderful job and demonstrated the capacity to take on leadership roles now and in the 

future.  

Susan B. 

Leslie  

(4) Exceeds 

expectations 
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WORKSHEET #7 DEVELOPING YOUR PERSONAL LEARNING PLAN from 

FOUNDATIONS 

Development Goals 

Why the Goals are 

Important 

Actions I’ll Take to 

Achieve Them Support Needed 
 Model Distributive and 

Inclusive Leadership. 

 Be more intentional about 

building relationships with my 

staff and others in the 

community. Share responsibility 

rather than doing all tasks 

myself.   

 Be clearer about setting 

performance expectations for all 

of my staff. 

 As I take the time to do 

this, staff will likely feel 

more valued and 

appreciated which could 

increase office moral and 

ultimately produce more 

stability for the office and 

families. 

 Collaborating and 

developing community 

partnerships will make us 

more effective. 

 Addressing issues of 

performance and non-

performance will create a 

feeling of fairness in the 

team.  

 Now:   Spend time each day to walk 

around the office and say hello to 

people and engage in conversations 

with staff. 

 Send emails or encouragement and 

recognition to my staff 

 Find ways to include my unit in my 

Change Initiative work. 

 Other activities:  Plan unit outing 

and share my new philosophy and 

plans with my unit 

 Now: Copy the Eco-map.  Have my 

team fill out the Eco-map in a team 

meeting and talk about Hot Spots 

and Bright Spots. 

 Other Activities: Volunteer to meet 

with local community organizations 

and talk about Child Welfare and 

what we do (better use of my time).  

 Implement ideas from this module 

on recognizing performance and 

dealing with non-performance. 

 Post the visual of View from the 

Balcony over my Desk… repeat this 

to myself as a reminder. 

 Enlist the support of another 

supervisor to help plan activities 

and process. 

 Bounce ideas off my supervisor and 

discuss possible limits of 

responsibility that I can share 

 Reminders of Distributive and 

Inclusive Leadership principles so I 

can keep myself on track 

 

 

 Recognition from my Supervisor 

that this is an important part of my 

job. 

 

 

 Support and mentoring from 

someone in HR. 

 

 

Leslie  

(5) Exceeds 

expectations 

Note to Rater: text with yellow highlighting indicates 

additions made by participant. 
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Development Goals 

Why the Goals are 

Important 

Actions I’ll Take to 

Achieve Them Support Needed 
 Take time to step back and look 

at the big picture.  

 

 

 Recognize the importance of 

being results-oriented/using 

data in planning and decision-

making as part of the bigger 

picture.   

 I have a tendency to focus 

on addressing specific 

tasks, sometimes rushing to 

action  

 I had a hard time with this 

module and realize that 

I’m not comfortable in this 

area even though I 

recognize how important it 

is. 

 Post the visual of View from the 

Balcony over my Desk… repeat this 

to myself as a reminder. 

 Go back through the module and do 

the assignments again.   

 Ask other supervisors to set up a 

Learning Circle so we can all 

improve our skills in this area. 

 See if there is someone from the local 

university or from our QA unit who 

would help us. 

 Share the concept and terminology 

of Taking a View from the Balcony 

with other supervisors.   

 Use it in staff meetings as a check 

on ourselves. 

 Support from other supervisors who 

also may be struggling. 

 Support from our managers and 

QA unit. 

 Share what I learn about 

leadership. Be more intentional 

about developing my team 

members into future leaders.  

 I am only as strong as my 

team.  The stronger they 

are the more of a voice we 

will have. 

 This may increase the 

retention and commitment 

of my staff and prepare 

them for promotion, 

impacting the larger 

program/agency. 

 

 

 Now: Talk to each member of my 

team and determine what their 

personal and professional goals are. 

 Other activities: Read a book about 

servant leadership or how to inspire 

leaders. Choose what to act upon in 

my unit. 

 Ask for help from HR to look at the 

current job descriptions and identify 

“stretch” assignments for 

workers/opportunities for them to 

develop their leadership skills. 

 Include individual professional goals 

in each employee’s performance 

management process.  Where 

appropriate add leadership 

competencies. 

 Utilize input from other supervisors 

for resources and tools they are 

aware of or have used themselves in 

order to develop their team 

members. 

 Support from HR/permission of my 

supervisor to do this/ collaboration 

and support of other unit 

supervisors  

 Staff Development response when 

training needs are identified             

or support when I need to provide 

training myself. 
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Obstacles in Reaching Goals Steps to Overcome Them 
 Time  

 Unaware of resources that are 

available. 

 My nervousness in speaking in public 

 My own propensity to take charge, be 

task oriented and not get others 

involved.  

 Devote blocks of time towards specific tasks. (Add to my weekly schedule) 

 Research via internet and ask others about resources available within the community and within the 

organization. 

 Ask for help from Staff Development/take a class in public speaking 

 

 I need to be more process oriented in order to have others join in the effort.  I can talk to others in the 

office who are more skilled at this for pointers. 
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LEADING CHANGE   

9. RATING GUIDE: WORKSHEET #7 Return to the PERSONAL LEARNING PLAN (PLP) 

(from FOUNDATIONS) 
Competencies & Proficiency Levels: 

 Continuous Learning: Recognizes areas needing improvement & takes training to increase skills 

 Effective Communication: Writes clear concise & meaningful documents 

 Initiative: Sets high standards of performance 

 Personal Leadership: Exhibits high standards of performance & set example of leadership for others 

Does not meet expectations 

  1. Development goals not clear/relevant 

to leadership skills and/or lacks clear 

statement of why goals are important 

  2. Does not identify relevant actions to 

achieve goals 

  3. Materials include misspellings, 

grammatical errors, misuse of words 

  4. Writes in disorganized manner, not 

corresponding to categories in PLP 

  5. Sets low performance goals for self 

  6. Does not identify relevant support 

needed to set a personal leadership 

example 

  7. Does not ID obstacles and steps to 

overcome 

Meets expectations 

  1. Identifies clear goals & statements 

of why goals are important 

  2. Identifies actions relevant to 

achieve goals 

  3. Writes clearly with no 

grammatical or spelling errors 

  4. Material is clear & organized with 

logical connection of categories 

  5. Set moderate performance goals 

for self 

  6. Identifies need to set personal 

leadership example 

  7. Identifies predictable obstacles 

(e.g. time) & steps to overcome them 

Exceeds expectations 

  1. Clearly identifies goals and their 

importance in terms of leadership skills 

  2. Actions to achieve goals & support 

needed shows high level of commitment 

  3. Writes clearly using professional 

language 

  4. Materials show high level of 

organization/structure/clarity of thought 

  5. Sets challenging performance goals  for 

self 

  6. Demonstrates understanding of link 

between personal leadership development 

(role of supervisor) & systems change in Child 

Welfare  

  7. Obstacles and steps to overcome them 

shows realistic assessment of challenges and 

creative ways to address  

Leslie  

(5) Exceeds 

expectations 
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Richard’s Comments: It felt good to read this document and see how you have grown throughout the LAS experience in identifying 

your leadership strengths and challenges and how you have incorporated information from the modules into your Personal Learning 

Plan. 

You began with some clear goals particularly regarding sharing leadership responsibility with others and using the concept of Getting 

on the Balcony to see the bigger picture. It was good to see how you expanded on each of these goals using information from the 

modules thereby demonstrating the leadership competency of Continuous Learning. For example you used the idea of the Eco-map to 

expand your team’s view of the context of child welfare services and the need to coordinate with others in the community. You used 

information from the Leading People module to focus on the issue of addressing performance and non-performance to create a feeling of 

fairness in your unit and identified ways in which you work with HR and Staff Development to develop the workers in your unit. I 

especially admire the way in which you responded to the Leading for Results module. You acknowledged that this module was a 

challenge for you and recognize that this is an important part of your job in which you need to develop your own skills. Recognizing 

challenge areas and seeking help in addressing them is an important leadership competency.     

You set a high standard of performance and set an example of leadership for others. You recognize your role in being regenerative as a 

leader and providing the opportunity for your staff to grow, thereby strengthening the agency as a whole. 

Congratulations Leslie.  The Leadership Academy for Supervisors is a very rigorous and challenging program and you have clearly 

demonstrated how much you have benefitted from this experience. I wish you well in your future as a leader in child welfare.  

 

Richard 

Leslie  

(5) Exceeds 

expectations 


