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Overview 
This guide is intended for the direct supervisor of LAS participants to provide support and 
coaching in the process of implementing their Personal Learning Plan and Change 
Initiative following graduation from the LAS. 

The guide includes some background information on the LAS, a suggested process, 
questions to use in the coaching sessions and additional resources that might be helpful for 
those direct supervisors who want to learn more about the LAS.  The guide also includes 
examples of products of an outstanding participant as follows:   

• Personal Learning Plan 

• Individual Change Initiative 

• Logic Model 

• Change Initiative Measurement Document 

• Action Plan and Tracking Form 

 
This participant’s Change Initiative is Improved Bachelor of Social Work (BSW) practicum 
experience.   

 

Introduction 
The Leadership Academy for Supervisors (LAS) is an online training program supported by 
the U.S. Children’s Bureau and available free of charge to experienced child welfare 
supervisors in public and tribal agencies and private agencies that provide services 
traditionally provided by public child welfare agencies.  The core curriculum provides 30 
contact hours of training and includes two tracks: a Personal Learning Plan (PLP to 
develop leadership skills and a Change Initiative (CI) project to contribute to a systems 
change within the agency.    

Providing ongoing support to the LAS graduate as they implement their Change Initiative 
and Personal Learning Plan through regularly scheduled supervision sessions is critical to 
successful transfer of learning and integration into practice. 

This guide is designed for the direct supervisor of the LAS participant to provide support in the 
12 months following graduation. 
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Products to Review and Discuss During Coaching 
Upon graduation, participants have the following completed products: 

• Personal Learning Plan 

• Individual Change Initiative 

• Logic Model 

• Change Initiative Measurement Document 

• Action Plan and Tracking Form 

 

Suggested Process for Follow-up and Coaching 
Review the products and meet immediately after completion of the LAS: At this 
time, the direct supervisor discusses the participant’s learning goals and the proposed 
Change Initiative. Use the Action Plan as a guide to establish benchmarks for future review 
paying particular attention to 3 and 6 months post completion.  Remind the participant 
of the external evaluation at these times when they will be contacted by the Evaluation 
Team to check on their progress and encourage them to complete the evaluation.  Regular 
monthly check in: Continue to review the progress of the implementation process and 
assist with any changes to the Action and Learning Plans that may be needed. 12 months 
post completion:  Explore the findings and results of the Change Initiative and determine 
next steps (the final external evaluation is also conducted at this point). 

 

Suggested Questions 
• What progress has been made in moving your Change Initiative forward? 

• What will it take to move your Change Initiative forward? 

• What will it take to get the agency to move ahead with this plan? 

• Where do you think [you, the initiative, the agency] will get stuck?  

• What will you do when that happens? 

• What are some specific next steps that [leadership, workgroup, staff] could take to 
further implementation?  

• Which learning goals in your Personal Learning Plan have you achieved and which 
are you continuing to work on? 

• What will it take for you to achieve your learning goals? How can I help?  
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It will also be helpful to remind the participant about the Leadership Framework they 
experienced in the LAS and ask questions related to the four quadrants.  

• Thinking about Leading in Context, how are you involving people outside your unit 
to generate support for your Change Initiative? 

• Thinking about Leading People, how are you keeping people involved and motivated 
to work with you on your Change Initiative? (you might want to refer back to the 
worksheet you did at the end of the Leading People module) 

• Thinking about Leading for Results, how are you measuring your progress, perhaps 
going back to your Measurement Strategy worksheet to see how much of what you 
said you would do you have been able to do? 

• Thinking about Leading Change, how are you keeping the vision alive and focusing 
on that? Think about the vision statement that you developed in the Foundations 
module, is it still exciting for you? 

  Additional Resources: 
The following materials are available for review on the NCWWI website 
(http://ncwwi.org/index.php/teams-services/leadership-academy-for-supervisors) to 
support the direct supervisor in preparation for this continued work. 

 
• The LAS Introductory Module: This online module offers an overview of the full 

LAS online course materials the participants have completed. 
Link:  http://courses.ncwwi.org/course/view.php?id=6    

• The LAS Implementation Ongoing Support Materials: These materials provide 
introductory and background information that gives the contextual setting for the 
LAS. Specific material to assist in preparation are the Leadership Academy for 
Supervisors Learning Network (LASLN) outlines and the Coaching Toolkit.  
Link :   http://ncwwi.org/index.php/jurisdiction-implementation-materials-2   

• Examples of products: Also available are products of an outstanding A+ LAS 
participant that can be used as examples (see the following). 

 

http://ncwwi.org/index.php/teams-services/leadership-academy-for-supervisors
http://courses.ncwwi.org/course/view.php?id=6
http://ncwwi.org/index.php/jurisdiction-implementation-materials-2
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LEADERSHIP ACADEMY FOR SUPERVISORS 
 

DEVELOPING YOUR PERSONAL LEARNING PLAN 

 

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).  

� 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. 
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� Implement ideas from this module on 
recognizing performance and dealing 
with non-performance. 

� 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. 

� 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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 � Include individual professional goals 
in each employee’s performance 
management process.  Where 
appropriate add leadership 
competencies. 

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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1. Jurisdictional change initiative: 
Create a more stable, qualified workforce through improved recruitment and retention strategies. 
 
 

2. Name and brief description of your change initiative: 
 Improved Bachelor of Social Work (BSW) practicum experience.   
This change initiative will link BSW students in one local office to an internship which is structured and well 
supervised, building on their curriculum with practical knowledge better preparing them for employment in 
the public child welfare agency.   
 

3. Your vision for your change initiative: 
Better prepared students result in  better prepared workers 
 

4. Describe the specific workforce issue or need that your change initiative will address: 
In our office we have each year BSW students who are doing their internship/field experience. We don’t have 
anyone in the office charged with the oversight of the students.  All of our workers are very stressed and 
could use the help these students could provide. But the students are often left to their own accord, working 
on their learning plans with little input from experienced staff and only shadowing workers when something 
becomes available and a worker is willing to have them tag along.  Some of students then apply for 
caseworker positions at the end of the internships; some do well in the interviews; others don’t.  If they had a 
better experience and were better prepared they might do better and be able to hit the ground running. 
 

• What data did you use to identify that need? 
 

Personal observation from working with BSW students in their internships; talking with other supervisors 
about their frustration and research articles which show the effectiveness of hiring BSW students.   

 
• Who will be most affected by this workforce issue? 

Initially, BSW students and staff in our office.  Ultimately, children and families who develop a trust with a 
skilled worker over a period of time and work with that person to achieve positive outcomes.    
 

5. Describe the workforce goal of your change initiative. 
This structured program will help students do better in the hiring process and those hired will be prepared for 
realistic experiences on the job.   

 
What value does this project add to the organization? 

Workers in the office will have a more positive view of students as an asset rather than an added burden. 
Entry level workers will have better understanding of job requirements and improved skills to meet those job 
requirements.   

LEADERSHIP ACADEMY FOR SUPERVISORS   

 INDIVIDUAL CHANGE INITIATIVE WORKSHEET  
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6. How does your change initiative relate to the jurisdictional change initiative?  
This program will better prepare BSW graduates to be competent, and better prepared for work in a public 
child welfare agency; this will result in improved worker retention. 
 
 

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

1) Coordinate with university liaison and agency management to get support for improving the 
internship experience including reviewing current policy. 

2)  Work with other unit supervisors to help with planning this initiative.  
3) Review the current information on field experience. 
4) Recruit students who are interested in child welfare as a career. 
5) Offer regular, consistent feedback and review with the student, the assigned supervisor and 

the university liaison. 
 

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? 

Challenge #1.  The current policy relating to internships may be limited without any latitude for change.  
People in the university and in the agency have a different perspective.  There are perhaps also Human 
Resource implications in terms of liability and confidentiality. 
Challenge #2.  Time constraints for case workers with very busy schedules.  Working with students is time-
consuming.   
Challenge #3: Some workers believe that training is the responsibility of the Staff Development Division and 
do not view that responsibility within their role since there is no additional compensation for this duty. 
Challenge #4: Attracting students who are interested in child welfare as a career. 
Challenge #5: My own propensity to take charge and be task-oriented versus getting others involved and 
sharing responsibility; paying attention to process as well as product.  
 

• What strategies will you employ to mitigate those risks? 
Identify who are the important stakeholders and collaborate together to review all of the current policy as it 
relates to student internships and figure out what needs to change.   
Identify and build on existing strengths (bright spots) in the network of people involved. 
Use skills related to partnering to get everyone in the office, university and agency involved so they can see 
the benefits of an improved internship experience for all of us. 
Do some targeted recruitment to reach out to students and explain child welfare to them.  
Get help from my supervisor in monitoring my own behavior and using strategies to delegate and share 
responsibility. 

9. What supports will you need to accomplish the steps in your change initiative? 
The university liaison for the BSW is key to developing the students’ learning plan.  My supervisor must be 
supportive of the time I need to further plan and ultimately implement the change initiative.   

10. Who else has a vested interest in your change initiative? 
The agency as a whole has a vested interested in this initiative since the result will be a stronger, better 
prepared workforce.  HR must support this concept and be willing to look at current policy. 
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• Who do you need to “bring along” in order to succeed? 
Local staff willing to share experiences and provide opportunities to these students; all office supervisors who 
will support their staff with this approach, the university liaison who will need to modify current learning 
plans and other staff identified above to bring about change in the current policy.  Staff Development can 
help with designing a training program for mentoring students. HR can help with determining what tasks are 
appropriate to students. 
 

11. What are the short- and long-term outcomes of your change initiative? 
Short term outcomes:  improved satisfaction of student interns, mentors and university liaisons with the 
internship experience and relevance to the job responsibilities.  

Long-term outcomes; More job satisfaction among graduates hired through this program; these workers will 
exceed expectations on job performance reviews resulting in higher raises; improved worker retention. 

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

Better prepared entry level workers with higher level of skills for the expected work.  Higher retention rate 
among these workers than BSW students in other internship programs. 

• What are your “success indicators?” 
1) Improved satisfaction by students, staff and university liaison as shown in end of internship 

survey. 
2) Increased entry level competency (shown on first performance appraisal) 
3) Improved job satisfaction (surveys) 
4) Higher retention rates, particularly after two years comparing BSW students participating in 

this internship program vs. those who participate in more general internship programs (data 
available through Human Resources) 
 

13. How will you know whether your workforce change initiative has succeeded? 
Students who go through the internship program are hired and perform well on the job in their first few 
months.  Increased job satisfaction and reduced stress among staff in office because of the help of students 
and a more structured, job relevant internship experience.  Expressed interest by agency management and 
supervisors in other offices to replicate this program. 

 

 



 

 

LEADERSHIP ACADEMY FOR SUPERVISORS 
LOGIC MODEL FOR MY CHANGE INITIATIVE 

 

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 
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LEADERSHIP ACADEMY FOR SUPERVISORS 
CHANGE INITIATIVE MEASUREMENT TEMPLATE 

 

 What we want to know? 
(Measure) 

How we might measure it? 
(Indicator) 

Results Children experience safety, permanency and well-being The degree to which the agency is meeting federal indicators 

 

Outcomes Practicum recruitment and support plan approved and implemented 

Improved practicum experience from student and staff perspective 

Expanded pool of qualified applicants for caseworker positions 

 

Recruitment plan results in targeted # of students enrolled in the 
BSW practicum 

% of students enrolled in the BSW practicum who complete the 
program. 

Survey of students at halfway point and program completion 
rating (a) their satisfaction with key components of the practicum 
program and (b) the likelihood that they would recommend the 
program to others 

Survey of casework staff; items rate satisfaction with: 

• the administration of the program 
• the quality of the students who participate in practicum 
• the degree to which students contributed to the work on 

the Unit 

On-the-job performance of new workers hired from the 
practicum program, (as measured by first performance 
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 What we want to know? 
(Measure) 

How we might measure it? 
(Indicator) 

evaluation), as compared to the performance of other new 
workers. 

 

Outputs Increased % of applicants for caseworker positions from practicum 

Increased supervisor satisfaction with number and experience of 
applicants from practicum 

Increased staff satisfaction and willingness to work with student interns 

 

% of students from BSW practicum who apply for open 
caseworker positions 

Of all BSW practicum students who apply for open caseworker 
positions, the % who are hired 

Survey of supervisors, including items rating satisfaction with: 

• the administration of the program 
• the number of students who participate 
• the quality of the students who participate 
• the degree to which students are accepted by other staff 

Survey of casework staff includes an item re: caseworker interest 
in working with students again in the future 

 

Activities Identify and involve key stakeholders in planning 

Write/present plans for approval 

Work with BSW program on recruitment/selection 

Train supervisors and workers 

Assign students to appropriate supervisors 

Survey of stakeholders to rate satisfaction with planning process 

Practicum manuals, recruitment and evaluation plans completed 
and approved by stakeholders 

% of local office supervisors and caseworkers completing training  

Training evaluations include pre-post measures re: (a) satisfaction 
with new design (b) increased awareness of benefits of practicum 
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 What we want to know? 
(Measure) 

How we might measure it? 
(Indicator) 

Provide on-going monitoring/evaluation to agency and (c) willingness to serve as a Unit placement  for 
students  

Inputs Data 

Local college liaison 

Unit supervisors in office 

Manager in office 

Resources from LAS and internet: field placements 

Agency training and HR staff 

 
Rate of participation of supervisors and BSW liaison in stakeholder 
and other planning meetings  
 
Degree to which planning documents demonstrate understanding 
of local workforce data and effective practices in field placements 
as measured by Manager and stakeholder approval. 

 

 

 

 

 

 

 

 

 
 



 

 

NCWWI | LAS Post-graduate Coaching Guide | April 2016 
 

                             

 

LEADERSHIP ACADEMY FOR SUPERVISORS  
ACTION PLAN & TRACKING FORM 

 
 

Jurisdiction Change Initiative: Create a more stable, qualified workforce through improved recruitment and retention 
strategies.  
Individual Change Initiative Title: Provide unpaid internships/service learning for college students in our office. 
Individual Change Initiative Outcomes: Expanded pool of qualified applicants for caseworker positions.  Improved working 
relationships with local colleges.  

 
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 

ACTION 1.1: Write concept paper and meet with agency staff to generate support and approval 
TASKS: 
 

PERSON(S) 
RESPONSIBLE 

START DATE  
 

DUE  
DATE 

CHECK 
WHEN 
DONE 

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 concept paper based on need in office.  Myself/other supervisors 8/8/15 8/15/15  
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 concept paper 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. 
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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 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.  Invite representative to join work 
group.  

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 

9/30/158 10/8/15  

Contact local college 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:  Identify potential recruitment sources. 
Contact local colleges to identify their interest and requirements for service 
learning and internships. 

Volunteers from workgroup 10/17/15 11/17/15  

Compile listing. Volunteer from workgroup 11/18/15 11/22/15  
Meet with workgroup to identify best matches for our needs  All workgroup members 11/23/15 11/23/15  
Confirm with my supervisor My supervisor and myself 11/25/15 11/25/15  

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

ACTION 2.1: Develop recruitment and field experience manuals 
TASKS: PERSON(S) 

RESPONSIBLE 
START DATE DUE 

DATE 
CHECK 
WHEN 
DONE 

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 a manual listing resources and 
procedures for recruiting and selecting students. 

Volunteers from work group 12/1/15 1/15/16  

Assign tasks 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  
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Review materials with college liaisons and revise. College liaisons 1/16/15 3/16/16  
 
Output #3 Recruitment and field experience plan implemented by September 2016 

ACTION 3.1: Work with colleges to recruit and select students 
TASKS: PERSON(S) 

RESPONSIBLE 
START 
DATE 

 

DUE  
DATE 

CHECK 
WHEN 
DONE 

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 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  

Schedule and hold training session for supervisors. Staff Development 5/30/16 6/20/16  
ACTION 3.3: Assign students to appropriate supervisors 
Match students with supervisors Myself 8/1/16 8/15/16  
Prepare for Fall placement  6/20/16 9/1/16  
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Output #4 Initiative is monitored and results are assessed 
 

ACTION 4.1: Determine whether there has been an increased % of applicants for caseworker positions from local colleges 
TASKS: PERSON(S)  

RESPONSIBLE 
START 
DATE 

 

DUE 
DATE 

CHECK 
WHEN 
DONE 

Obtain a current baseline % of applicants for caseworker positions from each 
of our local colleges 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 11/1/17  

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 supervisory satisfaction with number and experience of applicants from local colleges  
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  
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