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Handout 1:1 The Multiple Skills and Functions of a Leader 

Managing is… 

• Working within boundaries 
• Controlling resources 
• Planning to reach goals 
• Contracting how and when work will be done 
• Emphasizing reason and logic supported by intuition 
• Deciding present actions based on the past and precedent 
• Waiting for all relevant data before deciding 
• Measuring performance against plans 

Leading is… 

• Expanding boundaries 
• Influencing others 
• Creating a vision of a possible future 
• Committing to get the work done no matter what 
• Emphasizing intuition and feelings supported by reason 
• Deciding present actions based on the envisioned future 
• Pursuing enough data to decide now 
• Assessing accomplishment against vision 
 

 
Handout Reference  
College of Social Work Leadership (2008). National Child Welfare Leadership Institute curriculum. Salt Lake City, UT: 
University of Utah, Social Research Institute. 
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Handout 1:2 The NCCWI Leadership Model 
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Handout 1:3 The NCWWI Leadership Model Quadrants and Pillars 

A. The Four Quadrants 

1. Leading Change 
This quadrant refers to the leader’s role of setting high standards, seeing the big picture and understanding its impact on the 
day-to-day work of child welfare staff, and anticipating the impact of contextual factors, economic trends, and political 
changes. We need leaders with the ability to bring about strategic change, both within and outside the organization, to meet 
organizational goals. This includes the ability to establish an organizational vision and to implement it in a continuously 
changing environment. Competencies for Leading Change are: 
 

• Creativity and Innovation  
• Vision 

 
2. Leading in Context 
Child maltreatment is a community concern, and the child welfare agency can’t address it alone. We need leadership at all 
levels of the child welfare system to reach out to the community, youth, and families and effectively and proactively engage 
the external environment. Leaders need the ability to build collaboratives internally and with other federal agencies, state, 
local, and tribal governments, and nonprofit and private sector organizations to achieve common goals. Competencies for 
Leading in Context are: 
 

• Partnering  
• Influencing/Negotiating 

 
3. Leading People 
We’re in the people business, and to implement systems change we need competent people who are committed to the vision. 
To address workforce challenges, we need leaders at all levels who value their staff and who recognize that good working 
relationships, competent people, and a supportive organizational climate are essential to achieving positive outcomes for 
children and families. The competencies for Leading People are: 
 

• Developing Others  
• Team Building 
• Resilience 
• Cultural Responsiveness 
• Leveraging Diversity 

http://www.ncwwi.org/
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4. Leading for Results 
Increasingly, organizations demand accountability and outcome tracking. Leaders must make sure organizations have 
effective internal management systems, and that the culture values data analysis to help make decisions and demonstrate 
the achievement of outcomes. We need leaders with the ability to meet organizational goals and service expectations. This 
includes the ability to make decisions that produce high-quality results by applying technical knowledge, analyzing problems, 
and calculating risks. The competencies for Leading for Results are: 
 

• Service Orientation 
• Problem Solving 
• Accountability 

B. Pillars 
Five key principles form the foundation for child welfare leadership in all of the quadrants. As the model’s solid foundation, 
these principles provide a sense of direction. Five fundamental values are critical to leadership in child welfare: 
 

1. Adaptive. The capacity to deal with change is critical to leadership. In the constantly changing world of child welfare, 
leaders need resilience in order to cope with anticipating, planning, and implementing initiatives on behalf of 
vulnerable children and families.  
 

2. Inclusive. Effective leaders recognize that the whole is greater than the sum of its parts and that including diverse 
perspectives can lead to better decision making and outcomes. 
 

3. Distributive. Certain titles or positions on the organizational chart do not have a monopoly on leadership; instead, 
staff at all levels of the organization must demonstrate leadership.  
 

4. Collaborative. Community engagement is critical to the effectiveness of a child welfare agency. Using this principle, 
leaders focus on a common purpose by creating partnerships with families and the community and by engaging other 
external stakeholders.  
 

5. Outcome focused. Unlike the other four principles, this one focuses on product rather than process. It is critical to 
attaining results that benefit the organization, children and families, and perhaps the community as a whole.  

http://www.ncwwi.org/
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Handout 1:4 Applying the Quadrants to the Group Change Initiative Example 

From the information we have so far about Terry’s Change Initiative on father involvement, what are possible examples of 
the leadership issues identified in the quadrant assigned to your group? 

Quadrant Leadership Issues Example 

Leading Change 
 
 
 

 

Leading in 
Context   

Leading People 
 
 
 

 

Leading for 
Results   
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Given these issues, what are examples of what Terry might do to demonstrate the leadership competencies associated with 
this quadrant? 

Quadrant Competencies Example 

Leading Change 
 

 
 

Leading in Context   

Leading People 

 
 
 
 
 

 

Leading for Results 
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Handout 1:5 Applying the Quadrants to My Change Initiative  

1. Identify one or more examples of leadership issues related to EACH of the four quadrants below: 

Quadrant Leadership Issues Example 

Leading Change 

• Seeing the big picture and understanding its impact on the day-to-day 
work of child welfare staff, anticipating the impact of contextual 
factors, economic trends, and political changes.  

• Bringing about strategic change, both within and outside the 
organization, to meet organizational goals.  

• Establishing an organizational vision and implementing it in a 
continuously changing environment. 

 

Leading in 
Context 

• Helping others to see that child maltreatment is a community concern 
and that the child welfare agency can’t address it alone. 

• Engaging community, youth, and families. 
• Building collaboratives internally and with other agencies (federal, 

state, local, and tribal governments, and nonprofit and private sector 
organizations) to achieve common goals. 

 

Leading People 

• Valuing staff  
• Recognizing that good working relationships, competent people, and a 

supportive organizational climate are essential to achieving positive 
outcomes for children and families. 

 

Leading for 
Results 

• Focus on accountability and the need to track outcomes.  
• Establish effective internal management systems. 
• Ensure the culture values data analysis to help make decisions and 

demonstrate the achievement of outcomes. 
• Make decisions that produce high-quality results by applying technical 

knowledge, analyzing problems, and calculating risks. 
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2. Identify one or more examples of how you might demonstrate leadership in relation to at least one of the competencies for 

EACH of the four quadrants below: 

Quadrant Competencies Example 

Leading Change 

 

• Creativity and Innovation  
• Vision 

 

Leading in Context 
• Partnering 
• Influencing/Negotiating 

 

Leading People 

• Developing Others  
• Team Building 
• Resilience 
• Cultural Responsiveness 
• Leveraging Diversity 

 

Leading for Results 
• Service Orientation 
• Problem Solving 
• Accountability 
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Handout 1:6 The Needs of Followers 

In 2005-2008, the Gallup organization researchers asked a random sampling of more than 10,000 people the following 
questions:  

• What leader has had the most positive influence in your daily life?  
• List three words that best describe what this person contributes to your life.  

Followers most frequently identified (and hence, desired) four leadership qualities:  

Trust 
Trust is key to leadership. The chance of an employee’s being “engaged” when they didn’t trust the organization’s leaders 
were just 1 in 12. On the other hand, the chances of an employee’s engagement were better than 1 in 2 if he/she trusted the 
leadership (Rath & Conchie, 2008). Qualities related to trust include honesty, integrity, and respect.  

Compassion  
A Gallup poll on retention asked more than 10 million people to respond to the statement, My supervisor or someone at work 
seems to care about me as a person. People who agreed with this statement were more likely to stay with the organization, 
felt more engaged with clients, were more productive, and produced more positive outcomes (Buckingham & Coffman, 1999). 
Related qualities are caring, friendship, happiness, and love. 

Stability 
Teams want a leader who will provide a solid foundation and whom they can count on in times of need. Gallup found that the 
question that most related to productivity, profitability, retention levels, and positive customer ratings was: I know what is 
expected of me at work (Buckingham & Coffman, 1999). Associated words are security, strength, support, and peace.  

Hope 
Followers want stability in the moment and hope for the future. The single most powerful question was whether the 
leadership made them feel enthusiastic about the future (hopeful). Of the employees who strongly agreed with this 
statement, 69% were “engaged” in their jobs. Only 1% of the employees who disagreed were engaged in their jobs (Rath & 
Conchie, 2008). Related qualities are direction, faith, and guidance.  

Handout References 
Buckingham, M. & Coffman, C. (1999). First, break all the rules. New York, NY: Simon & Schuster. 
Rath, T. & Conchie, B. (2008). Strengths-based leadership. New York, NY: Gallup Press. 
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Handout 1:7 Maximizing Team Contributions Through Strengths 

 
Maximizing Team Contributions Through Strengths 

Related to what people need:  

TRUST 

Why teams need 
Influencing:  

To gain support and sustenance 
for the goal. 

Why teams need 
Relationship Building:  

To expand, understand, and 
maintain the team.  

Related to what people need:  

COMPASSION 

Good tasks on the team:  

• Attend larger community meetings. 
• Convene stakeholder workgroups. 
• Speak to boards and regulatory entities 
• Use influence to help executors break down 

barriers. 
• Prepare reports designed to meet needs of 

multiple stakeholders. 
• Work with bureaucracy to facilitate progress. 

Influencing©:  

Helps reach a broader audience; 
uses strengths to minimize 
barriers and gain allies and 
resources 

Relationship Building©: 

Holds a team together; makes 
linkages to connect people and 
organizations to the goal 

Good tasks on the team: 

• Attend to morale, inclusion, and placement of 
individuals in roles. 

• Guide planning for celebrations and sustaining 
momentum when things are tough.  

• Insure that process meets the needs of 
stakeholders. 

• Anticipate and work toward resolving 
unanticipated consequences. 

Good tasks on the team:  

• Lead visioning activities. 
• Plot out steps to success by identifying 

benchmarks. 
• Build logic model. 
• Keep group focused on short- and long-term 

goals. 
• Scan environment to keep strategy up to date. 
• Identify next steps beyond this initiative. 
• Link initiative to the agency and community 

goals. 

Strategic Thinking©: Focuses 
on ‘What Could Be’: Gears 
action towards specific future 
state goals. 

Executing©: 

Knows how to make things 
happen: organizes resources 
for productivity and outcomes. 

Good tasks on the team: 

• Partner with strategic thinkers to map out steps 
for achieving benchmarks. 

• Identify tasks to get to benchmarks. 
• Identify how to measure and assess progress. 
• Break down barriers with use of practical and 

focused knowledge of how to get things done in 
context.  

• Provide strong, stable leadership. 

Related to what people need:  

HOPE 

Why teams need Strategic 
Thinking:  

To focus on the vision and plan 
accordingly. 

Why teams need 
Executing: 

To move forward through the 
process to get the job done.  

Related to what people need: 

STABILITY 

http://www.ncwwi.org/
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Handout1:8 Worksheet: Using Your Strengths 

Describe a time in your organization that you consider a high point experience, a time when you felt most engaged, alive, and 
vibrant.  

 

 

 

 

 

 

 

What strengths were you using, and how were you using these strengths? 
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Handout1:9 Worksheet: Custom Team Distribution Chart  

 
Team Name_____________________________         Custom Team Distribution Chart 

Team Members Executing Influencing Relationship Building Strategic Thinking 

 

 

    

 

 

    

 

 

    

 
 

    

 

 

    

 
(Rath & Conchie, 2008) 
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Handout 1:10 Technical and Adaptive Challenges 

Technical Challenge Adaptive Challenge 

Perspectives of major 
stakeholders are aligned 

Because families often have multiple risks or co-occurring needs, child welfare agencies must cooperate and 
collaborate with other entities. At times this can mean working with others who have different perspectives 
or services. For instance, a mental health agency may propose a wrap-around solution that a child welfare 
agency does not believe will be effective in a case of maltreatment; a substance abuse program may not focus 
on the impact of abuse on parenting; a mental health perspective might focus on treatment and medication 
while the juvenile justice agency is focused on community accountability and safety. As a result, leadership is 
not as easy as it used to be, because leaders must consider all legitimate perspectives. 

Definition of problem is clear 
Because each agency has different perspectives about what the problem is, each agency must be at the table 
to define the challenges. 

Solution and implementation of 
the solution is clear; knowledge 
of how to solve the problem 
exists 

Leaders must find new ways of looking at and implementing a solution by exploring and understanding the 
various perspectives represented at a collaborative table. We need to first find ways to maximize all of the 
resources that are available from various agencies, determine where the gaps are, and then find other 
needed resources. 

Primary locus of responsibility 
for organizing the work is 
leadership 

In technical solutions, the leader proposes the answer. In adaptive work the leader cannot solve the problem 
alone. The move forward to develop and provide individualized responses to families and children requires 
that the values, attitudes, and behaviors of those around the table shift. It is not enough to have all parties at 
the table. The child welfare leader has to create the environment for new learning to occur.  
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Handout 1:11 Examples of Technical and Adaptive Challenges 
(1) Improving productivity through distribution of better technology. 

• Provide a new laptop to all casework staff  
• Help new users understand the value of technology in social work; overcome their uncertainties  
• Foster openness to changing how work is done  
• Train staff in using new software and hardware  

 
(2) Implementing strengths-based assessments. 

• Change values to focus on the strengths of families rather than their challenges  
• Create a new intake form  
• Use strength-based language on the form  

 
(3) Increasing parent/family involvement. 

• Make sure families receive notice of meetings  
• Recognize that families drive the decision process  
• Make child care available so parents can attend  
• Foster values and attitudes that are inclusive of families  

 
(4) Promoting cultural responsiveness. 

• Value each other’s point of view  
• Demonstrate acceptance of diverse cultural beliefs  
• Translate brochures and other materials  
• Make interpreters available at all times  

http://www.ncwwi.org/
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Handout1:12 Terry Jackson’s Change Initiative on Father Involvement: Technical or Adaptive 
Challenges? 

As the Change Initiative for Father Involvement evolves, Middle Manager Terry Jackson identifies one problem/challenge. 
Read and discuss the following: 

1. Whether this is likely a technical or adaptive problem/challenge (or both) and why. (Feel free to speculate about “facts” 
that might affect your decision). Use the following criteria (remember, it is a technical challenge only if all four of these 
criteria are met): 

a) Perspectives of major stakeholders are aligned, 

b) Definition of problem is clear, 

c) Solution and implementation of the solution is clear; knowledge for how to solve the problem exists, AND  

d) Primary locus of responsibility for organizing the work is leadership. 

2. If the problem has some adaptive aspects, identify these.  

3. Brainstorm possible actions Terry might take. Identify whether these are essentially technical or adaptive actions. 

Terry’s Statement of Problem/Challenge: One of our first challenges is simply to identify who should come to the table to 
help us develop our father involvement initiative and what we mean by “being at the table” (what kinds of forums we should 
have—such as a steering committee—and also how much control we want to share in decision making with outside partners). 
Our initial group is all internal to our agency (our director, three other managers, and me). We need to decide soon how we 
will kick this off. All of us agree that we should form a steering committee with our partners outside the agency, but we are 
still discussing (and don’t have consensus) about whom to invite and how to share power with them. My director is very clear 
that she wants to have a wide range of partners at the table and to share power, but she hasn’t given specific direction and 
has said she wants our small group to develop the plan. 
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Handout 1:13 Behaviors of Adaptive Leadership 

1. Get on the balcony 

Leadership requires not only understanding the individual tasks of staff and regulating their performance (management), 
but also stepping back to view the patterns, relationships, context, and implications (leadership). In this sense leadership 
is both active and reflective.  

 

2. Think politically 

Successful leaders place a lot of emphasis on personal relationships. They create and nurture networks of people they can 
call on, learn from, and work with to address the issues they face. Leadership is political—it’s about motivating and 
mobilizing people to change.  

 

3. Be open to all voices 

Leaders are open to unexpected voices of leadership, including diverse voices or voices that differ from the views of the 
leader or others in the group. Some of the best solutions may come from people who have not had an opportunity to make 
leadership contributions in the past. The adaptive leader provides opportunities for all players to give input and prevents 
attempts by others to invalidate these new voices. 

 

4. Regulate distress 

Adaptive change requires new learning, attitudes, or behaviors. This is difficult and sometimes painful work. A certain 
level of distress is necessary in order for change to occur. Leadership is about finding the right balance.  
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5. Orchestrate conflict 

Being open to all voices increases the potential for disagreement. People come with different points of view, and 
disagreements can escalate into conflict. Successful leaders manage conflict; they don’t shy away from it or suppress it, 
but see it as an engine of creativity and innovation.  

 

6. Give the work back to the people 

Leaders recognize that no one person, no matter how talented, has all of the answers. The most effective teams include 
contributions from all four domains of strength. Although individuals need not be well-rounded, teams should be.  

 

7. Hold steady 

Confronting major change generates a lot of conflict and resistance. Managing the conflict, dealing with the politics, and 
making people accountable requires an ability to hold steady in the heat of action. It’s up to the leader to keep others 
focused on the task at hand. 

 

 

 

 

 

 

 
Handout Reference 

Heifetz, R., Grashow, A., & Linsky, M. (2009). The practice of adaptive leadership. Boston, MA: Harvard Business Press. 
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Handout1:14 Day 1 Learning Circle 

 
1. How can you use your strengths as you lead your Change Initiative? Specifically, what strengths will act as facilitators? 

 

 

  

2. How will you build trust, compassion, stability, and hope based upon your strengths? 

• Will any of these be easier because of your strengths?  
• Any more challenging? Why? 
 
 
 
 
 

3. Consider your Individual Change Initiative: 

• What technical changes are required?  
• What adaptive changes will be necessary for success?  
• What behaviors of adaptive leadership could you employ to help facilitate adaptive change? 
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Handouts and Worksheets 
Module II: Leading Change 

  

http://www.ncwwi.org/


Curriculum Handouts & Worksheets 

National Child Welfare Workforce Institute                                                                     A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                                                                                             © September 2013       23 

 

Handout 2:1 Surfing in Service of the What 

 
 Select from the following organizations 

 Google the name or click on the link 

 Check out the resources 

A. National Child Welfare Workforce Institute: www.ncwwi.org  

• The NCWWI Products Page offers a range of timely products and resources that you can use in your work and with 
your Change Initiatives, including resource summaries, reports, tools, and other documents that detail the work of 
NCWWI’s 10 partners. 

If there is time, click through various options on the website as you say: 

On the left-hand sidebar of the website, you will find information about Resources, Events, and Links, including: 

• The General Information section provides you with the opportunity to join the NCWWI distribution list, which will 
alert you to new products and activities. You can also pose questions and provide feedback to the NCWWI team, or 
take part in our ongoing dissemination needs survey, so that we can continue to tailor our work to meet your needs. 

• Our Online Resource Library offers you access to a range of critical online products and targeted reference/resource 
lists. The NCWWI has collected hundreds of documents and tools, assessed them for applicability and quality, and 
organized the “best of the best” into a searchable online library organized by 16 workforce and leadership topical 
areas. 

• The site also has links to  

o NCWWI partner universities and NICWA 

o Child welfare sites, including: 

 The Children’s Bureau’s Training and Technical Assistance Network of 30 organizations that provide a 
comprehensive array of supports for states and tribes 

http://www.ncwwi.org/
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 Implementation Centers, which provide in-depth and long-term consultation and support to states and 
tribes in the implementation of change strategies  

• Atlantic Coast Child Welfare Implementation Center—Serves Regions III and IV 
• Midwest Child Welfare Implementation Center—Serves Regions V and VII 
• Mountains and Plains Child Welfare Implementation Center—Serves Regions VI and VIII 
• Northeast and Caribbean Child Welfare Implementation Center—Serves Regions I and II 
• Western and Pacific Child Welfare Implementation Center—Serves Regions IX and X 

 Comprehensive Workforce Projects, which support state-specific workforce efforts 

 Child Welfare Information Gateway 

B. Child Welfare Information Gateway—Provides access to information and resources to help protect children and 
strengthen families. Visit often for the latest on a wide range of topics from prevention to permanency, including child 
welfare, child abuse and neglect, foster care, and adoption. A service of the Children's Bureau, Administration for 
Children and Families, U.S. Department of Health and Human Services. 

C. National Child Welfare Resource Center for Organizational Improvement—Offers technical assistance, training, 
teleconferences, and publications to assist states with the CFSRs, including strategic planning, quality improvement, 
evaluating outcomes, facilitating stakeholder involvement, and improving training and workforce development. 

D. National Resource Center for Child Protective Services—Focuses on building state, local, and tribal capacity through 
training and technical assistance in CPS, including meeting federal requirements, strengthening programs, eligibility for 
the CAPTA grant, support to state liaison officers, and collaboration with other NRCs. 

E. National Resource Center on Legal and Judicial Issues—Provides expertise to courts, attorneys, Court Improvement 
Projects, and State and Tribal agencies on legal and judicial aspects of child welfare. 

F. National Resource Center for In-Home Services—Serves as a national center of expertise in child welfare practice for 
ensuring the safety of children and youth in their homes and making reasonable efforts to preserve families in which 
maltreatment has occurred. 

G. National Resource Center for Permanency and Family Connections—Provides training and technical assistance and 
information services to help states through all stages of the CFSRs, emphasizing family-centered principles and practices 
and helping states build knowledge of foster care issues. 

http://www.ncwwi.org/
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H. National Resource Center for Child Welfare Data and Technology—Addresses a broad range of program and technical 
issues (including tribal and court child welfare issues) in assisting with the CFSR process, including training on data use 
and management, AFCARS assistance, coordinating peer consultation, and preparation and use of State Data Profiles. 

I. National Resource Center for Adoption—Partners with states, tribes, and other NRCs to offer support in all phases of the 
CFSR process, including analyzing adoption and permanency options, exploring systemic factors, increasing cultural 
competence, and promoting stakeholder involvement. 

J. National Resource Center for Youth Development—Provides states with CFSR assistance, including promoting 
stakeholder involvement, technical assistance and training, and information services. Also offers states, tribes, and other 
youth-serving organizations assistance in effectively implementing the Chafee Foster Care Independence Program and 
the Education and Training Voucher Program and supporting youth engagement in child welfare policy, planning, and 
program development. 

K. National Resource Center for Tribes—Engages tribes to increase their access to and use of the T&TA Network, brokers 
T&TA, helps provide T&TA, facilitates peer-to-peer consultation among tribes on child welfare issues, and increases 
cultural competence and sensitivity to tribal voices in the T&TA Network and in state child welfare systems. 

L. National Resource Center for Recruitment and Retention of Foster and Adoptive Parents at AdoptUsKids—Provides 
training and technical assistance to states and tribes on issues that pertain to the development and implementation of 
quality recruitment and retention services for foster, adoptive, concurrent, and kinship families. 

M. California Evidence-Based Clearinghouse—The California Evidence-Based Clearinghouse for Child Welfare (CEBC) 
provides child welfare professionals with easy access to vital information about selected child welfare-related programs. 
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Handout 2:2 Stages of Implementation 

Exploration: The purpose of exploration is to assess the potential match between community needs, the new practice or 
innovation requirements, and community resources and to make a decision to proceed (or not). In addition, the process 
assesses potential barriers to implementation relating to funding, staffing, referrals, and system changes. The result of the 
exploration stage is a clear implementation plan with tasks and time lines to facilitate the installation and initial 
implementation of the program. 

Installation: After leaders decide to begin implementing a new practice or innovation, the agency must accomplish certain tasks 
before the change in practice begins. These activities define the installation stage of implementation. This stage uses resources in 
active preparation for actually doing things differently in keeping with the principles of the new practice, program, or policy. 

As well, during this time, leaders put in place the structural supports necessary to initiate the new practice, innovation, or 
policy. These include ensuring the availability of funding streams, human resource strategies, and policy or procedure 
development, as well as creating referral mechanisms, reporting frameworks, and outcome expectations. These activities and 
their associated “start-up costs” are necessary first steps to begin any new human service endeavor, including the 
implementation of a new practice or innovation in a county or any community setting. 

Initial Implementation: During the initial stage of implementation, the compelling forces of fear of change, inertia, and investment 
in the status quo combine with the difficult and complex work of implementing something new. The overarching goal is to survive this 
awkward stage of high expectations and a very bumpy highway. Hand in hand with survival is the ability to learn from mistakes and 
develop system solutions when appropriate, rather than allowing problems to re-emerge and re-occur.  

Full Implementation: Full implementation of an innovation can occur once agencies integrate the new learning into 
practitioner, organizational, and community practices, policies, and procedures. Over time, the innovation becomes “accepted 
practice” and a new operationalization of “business as usual” takes its place in the community (e.g., Faggin, 1985).  

For more information go to the National Implementation Research Network (NIRN) website: http://www.fpg.unc.edu/~nirn/  
Handout References 

Faggin, F. (1985). The challenge of bringing new ideas to market. High Technology, 14-16. 

Fixsen, D.L., Naoom, S.F., Blase, K.A., Friedman, R.M., & Wallace, F. (2005). Implementation research: A synthesis of the literature. 
Tampa, FL: National Implementation Research Network. Retrieved from 
http://www.fpg.unc.edu/~nirn/resources/publications/Monograph/pdf/Monograph_full.pdf 

http://www.ncwwi.org/
http://www.fpg.unc.edu/~nirn/
http://www.fpg.unc.edu/~nirn/resources/publications/Monograph/pdf/Monograph_full.pdf


Curriculum Handouts & Worksheets 

National Child Welfare Workforce Institute                                                                     A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                                                                                             © September 2013       27 

 

Handout 2:3 Readiness Planning in the Exploration Stage 

How can you invest in exploration activities which will develop your internal and external stakeholder 
readiness? 
Here are a few specific items to consider: 

□ Problem Specification 

o What is the level of awareness for needing this new approach? 

o What do stakeholders know about the issues in the agency and community leading up to this change in 
practice? 

o What research or evidence have leaders shared demonstrating the problem? 

□ Intervention/New Practice 

o What research or evidence have leaders gathered and shared about the success of the proposed intervention? 

o How clearly have leaders defined “the What”? 

□ Garnering Support “Thinking Politically” 

o What questions will your internal and external stakeholders pose at this early stage? 

o How can you discover the real fears, losses, and opinions for internal and external stakeholders at the 
practitioner level? Agency level? Community level? 

o What supports and resources will you utilize to implement the new practice (e.g., consultant groups, National 
Resource Center assistance, agency training and coaching, updates to data systems)? 

How can you maintain readiness throughout the other stages of implementation? 
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Handout 2:4 Strategic Analysis of the Implementation Drivers  

 

Developed in part by Ellen Kagen, Georgetown University, in collaboration with Melissa Van Dyke and Karen Blase, National 
Implementation Research Network. 

Driver What is this Driver doing 
currently to support the Change 

Initiative? 

How could you use this Driver 
more purposefully to support this 

change? 

As a leader, what do I need to do 
next to improve the usefulness of 

this Driver? 

Competency Drivers 

Recruitment and Selection    

Training     

Coaching    

Staff Performance Assessment    

Organizational Drivers 

Systems Intervention    

Facilitative Administration    

Data-Driven Decision Making    

Program Performance    

  Leadership Drivers 

Technical    

Adaptive    

http://www.ncwwi.org/
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Handout 2:5 Personal Vision Statements_________________________________________  
Think about what has brought you to the work you do now, as it links with your sense of who you are and what you are here to do. You 
do not need to worry about eloquence or detail at this point. Just take a moment to write down all of the thoughts and feelings you have 
as you consider this set of questions. Write down your first ideas about your purpose by completing this sentence: 
1. My purpose/my reason for being is:  

 
 
 
 
 
 
 
Now begin to wordsmith. Think about the words that matter most to you. What is some of the intent that did not get into your 
first statement? What seems to be missing from that statement? Now try again, this time paying attention to language. 
 
2. My purpose/reason for being is: 
 
 
 
 
 
 
 
 
 
3. Final Version:  
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Handout 2:6 Crafting a Vision 

 
Your Initial Change Initiative Vision Statement: 

 

 

 

 

 

What are words you can use that will resonate with the heart? (Emotional) 
Sample Words: Belong/ing, Care, Child, Childhood, Community, Connection, Embrace, Family, Growing Up, Heart, Kin, 
Love, Making a Difference, Nurture.  
 
 
What are words you can use that will resonate with the head? (Rational) 
Changing, Building, Tomorrow, Inspiring, Partnership, Fair, Deserve, Equal, Sense, Smart, True, Honest, Trust, Inspiring, 
Legacy, Practical, Real, Potential.  
 
 
Alternative Vision Statements: 
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Handout 2:7 Characteristics of the Successful Change Initiative  
 

Characteristics of Change 
and . . .  

My Change Initiative has . . . I can build on . . . Strategies 

Continuity 

How does your new practice or 
policy build on core agency 
values and / or use current skills? 

   

Accessibility 

What are the key components of 
the change you propose? 
 
How will child welfare workers 
get a chance to observe or try it 
out? 
 
What is in place to make 
implementation smooth for 
workers?  

   

Ownership 

What core components of the 
change “can’t be messed with”?  
 
How will you develop ownership 
by child welfare workers/local 
offices?  

   

Value: Relative Advantage 

What is the value for the child 
welfare worker who is going to 
implement this new innovation? 
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Handout 2:8 Roles People Play in Implementation 

Different strokes for different folks: Engagement strategies for people who adopt at each stage of the process.  

Roles Who do you have & who do you need? Engagement strategies? 

Early adopters   

Middle adopters   

Late adopters   

Resisters   

Champions   

Minders   

Job Titles   

Supervisors   

Mid-level managers   

Top level Administrators, Directors, Executives   

Community Partners   
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Handout 2:9 Day Two Learning Circle 

1. Review all of the adaptive change strategies (e.g., get on the balcony, etc.), select 2-3 that are your strengths, and 
write/discuss about how you might use these during the current stage of change of your Change Initiative. 

 

 

 

2. Select one of the four aspects of implementation (continuity, accessibility, ownership, or value) and write/discuss how 
your Change Initiative can best address the issues it presents. 

 

 

 

3. Who do you see/predict playing which of the roles in your Change Initiative (early, mid, and late adapters, etc.), and how 
can you and your team best facilitate their support? 

 

 

 

4. What kinds of culture issues will arise or are arising in your organization, and what kind of facilitative administrative 
support do you need?  
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Handouts and Worksheets 
Module III: Leading in Context 
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Handout 3:1 NCWWI Leadership Model 
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Handout 3:2 Cultural Humility Practice Principles 

1. Embrace the complexity of diversity: In our day-to-day existence we occupy multiple positions with related identities 
and statuses. These identities operate together (intersect), to distinguish us as individuals. 

2. Be open to individual differences and the social experiences due to these differences: Intersecting group 
memberships affect people’s expectations, quality of life, capacities as individuals and parents, life chances, and so on. 
They draw attention to the whole person, power differences in relationships, different past and present experiences based 
on positional ties and social contexts, and potential resources (or gaps) that are available and accessible.  

3. Reserve judgment: Cultural humility encourages a less deterministic, less authoritative approach to understanding 
cultural differences, placing more value on others’ (children and families, agency staff, and community partners) cultural 
expressions of concern and perspective.  

4. Relate to others in ways that are most understandable to them: Communication skills and culturally appropriate 
interaction techniques enable others to describe their experience, thus reducing the need to master completely the wide 
range of cultural beliefs and practices. 

5. Consider cultural humility as a constant effort to become more familiar with the worldview of the children 
and families we serve and the agency staff and community partners who serve them: Involvement with others 
must be considered an ongoing process rather than an outcome; involvement includes an awareness and appreciation of 
the physical and social environment in which children and their families live and agency staff and community partners 
operate.  

6. Instill a collaborative effort in help-giving: Agencies should encourage all staff to become involved in mutually 
beneficial, non-paternalistic, and respectful working relationships with families, other staff, and agency partners, and to 
become sensitized to factors at play in defining important priorities and activities needed to achieve common goals. 

7. Encourage staff and community partners to offer help that demonstrates familiarity with the living 
environment of children and families being served, building on their strengths while reducing factors that 
negatively affect the goals of safety, permanence, and well-being: From a cultural humility perspective, child 
welfare staff are challenged to learn to identify, understand, and build on assets and adaptive strengths of children and 
parents and perhaps engage in efforts to disrupt or dismantle the kind of social forces that act to disenfranchise and 
disempower them as members of society. 
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8. “Know thyself” and the ways in which biases interfere with an ability to objectively listen to or work with 
others, including children and families, agency staff, and community partners: A cultural humility perspective 
calls for self-reflection and self-critique. Everyone can engage simultaneously in a process of realistic, ongoing self-
appraisal of biases and stereotypes. They must challenge the false sense of security that these cognitive shortcuts and 
related behaviors toward diverse groups bring to the service context.  

9. Critically challenge one’s “openness” to learn from others: A cultural humility perspective requires us to assess 
the barriers our own attitudes and behaviors present to learning from others, since knowledge alone will not sustain new 
insights, awareness, and behavioral change.  

10. Build organizational support that demonstrates cultural humility as an important and ongoing aspect of the 
work itself: Cultural humility should include an assessment of the organizational environment, policies, procedures, 
knowledge, and skills connected to agency practices. Agency staff must make an effort to identify ways in which the 
agency employs and promotes a cultural humility perspective. Likewise, staff must work to uncover barriers and 
obstacles within the organization that inhibit a cultural humility approach.  

 
 

 

 

 

 

 

Handout Reference 

Adapted from Faller, K.C. & Ortega, R. (n.d.). Cultural humility curriculum. Ann Arbor, MI: University of Michigan School of 
Social Work. Retrieved from http://www.ssw.umich.edu/public/currentProjects. 

http://www.ncwwi.org/
http://www.ssw.umich.edu/public/currentProjects


Curriculum Handouts & Worksheets 

National Child Welfare Workforce Institute                                                                     A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                                                                                             © September 2013       38 

 

Handout 3:3 Strengths-Based and Cultural Humility Approaches: Implications for Helping 

 Strengths-Based Cultural Humility 

Primary 
Focus 

Challenges staff to assess the inherent strengths, capacities, and 
assets of a client system, then build on them 

Challenges staff to learn from the people with whom they interact, 
reserve judgment, and bridge the cultural divide between differing 
perspectives 

Primary 
Purpose 

Uses client system personal strengths to assist in recovery and 
empowerment; shifting focus away from pathology, problems, and 
risks to health, resilience, solutions, and protective factors 

Defers to the client system for information and framing of the 
challenges and desired outcomes while maintaining humility and 
submission to the client system’s criticisms, praises, and own 
perspectives 

Primary 
Approach 

• Inventories positive building blocks that exist within the client 
system and their environment to serve as building blocks for 
successful achievement of client system goals 

• Activates a client system’s sense of responsibility for his, her, 
or their actions 

• Fosters hope within client systems by focusing on client system 
successes 

• Avoids use of stigmatizing language or terminology used by or 
about client systems that reinforce feelings of helplessness and 
victim-blaming; instead uses strength-based language and 
resilience 

• Oriented toward progress; avoids “deficit approach” 

• Considers protective factors; non-labeling 

• Goals are stated positively; positive expectations 

• “Full disclosure,” utilizes skills of openness, clarity of 
expectations, supportive 

• Supports staff’s use of self as learner—does not require staff to be 
the cultural expert 

• Creates a working environment that respects differences and views 
these differences as an essential part of understanding client 
challenges and in seeking solutions 

• Demonstrates genuine interest in the client’s world and 
perspective and recognizes the client’s wisdom about their own 
experiences—in the client system’s own words and from their 
perspective 

Role of 
Worker 

• Staff serve as partner or guide rather than as expert, authority, 
and director 

• Staff promote the client system to the level of expert regarding 
what has worked, what does not work, and possibilities for 
promoting positive change  

• Staff reduce power and authority in working relationship 

• Staff serve as collaborators rather than as experts who possess 
knowledge in order to maintain knowledge-based power, control, 
and authority over personal matters about which diverse 
populations are far more knowledgeable 

• Staff engage in self-reflection and critical use of self to ensure that 
the client’s perspective is paramount in framing challenges and 
desired outcomes 
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 Strengths-Based Cultural Humility 

Role of 
Client 
System 

• Viewed as integral part; primary source of information 

• Foundation of intervention relies on client system input 

• Self-determination viewed as essential value  

• Viewed as integral part; primary source of information 

• Foundation of intervention relies on client system input 

• Self-determination viewed as essential value 

• Client perspective essential 

Essential 
Concepts  

• Strengths 

• Resilience 

• Optimism 

• Hardiness 

• Hopefulness 

• Asset-building 

• Empowerment 

• Motivation 

• Solution-focused 

• Collaboration 

• Enabling environment 

• Contextual 

• Cultural 

• Developmental/life span 

• Adaptive/functional 

• Translucent/transcendent 

• Humility 

• Deference 

• Inclusion 

• Tolerance 

• Social justice  

• Intersectionality 

• Inter/multicultural communication 

• Positionalities 

• Bridging perspectives 

• Collaboration 

• Self-reflection; critical use of self 

• Awareness of misuse of power, authority, and control in our 
professional roles and decisions 

• Desire to avoid self-righteousness and the need to master discrete 
“facts” about others and their cultural differences  

• Conscious of biased thinking such as “I wouldn’t have believed it if I 
hadn’t seen it . . . !” 

Role of 
Culture 

• View of strengths as unique and dependent on race/ethnicity, 
values, beliefs, cultural background, socioeconomic status, 
gender/gender identity, religious affiliation, sexual orientation, 
ability, etc. 

• Embraces the development of cultural competence to promote 
effective cross-cultural practices and culturally relevant work  

• Draws on expert knowledge about and familiarity with cultural 
differences 

• Requires observers to enter diverse lives conscious of the 

• Challenges staff to learn from the people with whom he or she 
interacts, reserve judgment, and bridge the cultural divide between 
worker and client system perspectives 

• Does not require staff to possess expert knowledge but does 
require staff to possess skills of receptiveness that allow client 
systems to openly share their perspective and be heard 

• Draws attention to the unique and complex array of differences that 
individuals bring into the service setting, and honors their own cultural 
perspective (sometimes referred to as their “epistemic privilege”) 
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 Strengths-Based Cultural Humility 
unique contributions that cultural differences (and the 
experience of cultural differences) make in understanding the 
diverse and complex needs of people from various cultural 
groups 

• Values client knowledge and experience; emphasizes acceptance 

• Generalizes achievements to other areas of client’s life  

• Articulates client gifts and talents 

• Views culture as the intersection of multiple social identities 
inclusive of race/ethnicity, values, beliefs, cultural background, 
family history, socioeconomic status, gender/gender identity, 
religious affiliation, sexual orientation, ability, etc.; respects 
differences even within cultural groups 

• Beyond social identities, pays attention to the consequence of 
cultural differences manifested in bias, stereotypes, prejudice, 
discrimination, and oppression due to social identities (e.g., racism, 
sexism, classism, etc.) 

• Promotes tolerance, inclusion, equity, and social justice 

Primary 
Skill Set 

• Respectful engagement 

• Build authentic relationship 

• Life history/narrative method  

• Use of solution-focused techniques 

• Use of social support/social support networking  

• Empowerment practices 

• Encouragement and instillation of hope; promote “learned 
hopefulness” 

• Continuous worker self-reflection and critical use of self (i.e., 
reflective practitioner) 

• Bring into check the power imbalances that exist in the 
professional-client relationship (power balance) 

• Mutual respect, partnership, and advocacy with client system and 
clients’ communities. 

• Active listening: Focuses attention on what the person is saying; 
uses head nods and utterances that indicate you are listening 

• Reflecting: Uses the client’s own words to say back to them what 
you heard 

• Reserving judgment: Remains open to what the client is saying by 
remaining silent and letting their words sink in 

• Enter their world: Sometimes referred to as “joining,” considers 
the worker in the context of the client’s world and as part of their 
culture and cultural experience 

 
 
 
Handout Reference 

Faller, K.C. & Ortega, R. (n.d.). Cultural humility curriculum. Ann Arbor, MI: University of Michigan School of Social Work. 
Retrieved from http://www.ssw.umich.edu/public/currentProjects. 
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Handout 3:4 Partnering, Influencing, Negotiating Activity Applied to Individual Change Initiative 

1. On your ecomap, identify a hot or missing partner whom you will engage in a conversation about your Change Initiative.  
2. Determine a strategy for engaging this partner. Write this in the box below, along with some ideas for what you might 

say to engage this partner. Take about 5 minutes for individual activity.  
3. Identify someone in your group to be that hot or missing partner. (Note: These roles could rotate in a round-robin 

fashion.) 
4. Practice making a statement that reflects your strategy to the group member who is role-playing your partner. Partners 

should role-play their perspective and respond appropriately. 
5. The person playing the partner will respond to the strategy as they imagine the hot or missing partner would respond. 

Offer some positive recognition for his or her effort, and then ask a question or two that might clarify what is important to 
you (in your role).  

6. Allow a few minutes for the exchange, then halt the role-play. One person in each group should act as a timekeeper to 
ensure the group stays on track. 

7. Group members should provide brief feedback on the role-play, identifying areas of strength and areas of challenge. 
8. Rotate to the next group member until all have had an opportunity to practice. 
9. Allow 45 minutes total for the activity. If your group has six members, allow about 6-7 minutes per person including the 

role play and the feedback. 
 
The Partner I would like to engage  

Partnering strategies I would like to employ 

 

 

How to say what I want to say  
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Handout 3:5 Seven Steps in Orchestrating Conflict 

1. Prepare: Do your homework and talk in advance 

• Where does each side stand on the conflict? 
• What do they care most about? 
• What losses do they fear? 

2. Establish ground rules 

• Propose rules to make it safe to discuss the conflict (confidentiality, stay in the room, brainstorming) 
• Set the agenda, frame the issue with the overall mission, and keep it at the center 

3. Get each view on the table 

• Invite each member to articulate values, loyalties, and competencies that inform their view 
• What commitments does each member have to those not present? 
• What are the perspectives of those not present? 
• What are the potential and nonnegotiable losses? 

4. Orchestrate the conflict 

• Starkly and fairly articulate the competing claims and positions heard 
• Expect tension to rise as each member recognizes the deeply held and competing values and non-negotiables each 

member is unwilling to lose 
• Look for signs of avoiding the conflict, minimizing differences, changing subject 
• Continue to remind people of the purpose and importance, and why it is difficult 

5. Encourage accepting and managing losses 

• Ask members to reflect on nature of the losses they would be asking their constituents to accept and how they would 
work to reshape and reframe expectations and loyalties. Give time to sit with these losses—hours, days, weeks, 
months 

• Continue to reflect as a team while maintaining confidentiality 
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6. Generate and commit to experiments 

• Share individual strategies for working with constituents and collective strategies for tackling adaptive challenge 
• Generate consensus to try several strategies to tackle adaptive challenge 
• Together evaluate results; share lessons and insights 

7. Institute peer leadership consulting 

• To maximize the chance of success, create opportunities and expectation for peer consulting; consult with one another 
on the “headaches” they’ve given one another 

• Establish a new norm and share responsibility for the whole 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
Handout Reference 

Heifetz, R., Grashow, A., & Linsky, M. (2009). The practice of adaptive leadership. Boston, MA: Harvard Business Press. 
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Handout 3:6 Regulate the Temperature 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Handout Reference 

Heifetz, R., Grashow, A., & Linsky, M. (2009). The practice of adaptive leadership. Boston, MA: Harvard Business Press. 

 

To Lower the Temperature… 
 

• Address the aspects of the conflict that have the 
most obvious and technical solutions. 

• Provide structure by breaking the problem into 
parts and creating time frames, decision rules, 
and role assignments. 

• Temporarily reclaim responsibility for the tough 
issues. 

• Employ work avoidance mechanisms such as 
taking a break, telling a joke or a story, or doing 
an exercise. 

• Slow down the process of challenging norms and 
expectations. 

To Raise the Temperature… 
 

• Draw attention to the tough questions. 

• Give people more responsibility than they’re 
comfortable with. 

• Bring conflicts to the surface.  

• Tolerate provocative comments.  

• Name and use some of the dynamics in the 
room [that are occurring] at the moment to 
illustrate some of the issues facing the 
group—e.g., getting the authority figure to 
do the work, scapegoating an individual, 
externalizing the blame, and tossing 
technical fixes at the situation. 
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Handout 3:7 Practice Activity: Regulate the Temperature 

 
Thinking about your own Change Initiatives, discuss the following: 

1. Situations where you will need to raise or lower the temperature.  

 

 

 

 

2. Effective ways to raise or lower the temperature. 

 

 

 

 

3. How will you determine when you raise the temperature? Lower the temperature? 
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To Lower the Temperature . . . Effective Ways to Lower the Temperature 

□ Address the aspects of the conflict that have the most obvious and technical 
solutions. 

□ Provide structure by breaking the problem into parts and creating time frames, 
decision rules, and role assignments. 

□ Temporarily reclaim responsibility for the tough issues. 

□ Employ work avoidance mechanisms such as taking a break, telling a joke or a 
story, or doing an exercise. 

□ Slow down the process of challenging norms and expectations. 

 

To Raise the Temperature . . . Effective Ways to Raise the Temperature 

□ Draw attention to the tough questions. 

□ Give people more responsibility than they’re comfortable with. 

□ Bring conflicts to the surface. 

□ Tolerate provocative comments. 

□ Name and use some of the dynamics in the room. 
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Handout 3:8 Three Domains of Family Involvement 

 
Handout Reference 

National Technical Assistance and Evaluation Center for Systems of Care. (2008). Family involvement in child welfare driven 
systems of care. Washington, DC: Child Welfare Information Gateway. Retrieved from: 
http://www.childwelfare.gov/pubs/acloserlook/familyinvolvement/familyinvolvement.pdf 
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Handout 3:9 Tool for Organizational Assessment of Family Partnership 

This tool, developed for use by LAMM participants, helps leaders assess how well their organizations are operating in 
alignment with family-centered principles and practices.  

Instructions: Mark (i.e., “√” or “X”) the current status of each feature, briefly explaining your answer in the “How Do We 
Know” column. Then, for each feature partially in place or not in place, rate the degree to which the organization needs to 
improve (i.e., high, medium, low). 

Feature In Place Now? How Do We Know? Priority for Improvement 

 Yes No Partially  High Medium Low 

GOVERNANCE 

The organization’s goals, mission, and objectives are: 

a. cooperatively developed by parents, staff, and planning 
committee members        

b. written in the language(s) spoken by community 
members        

c. clear, to the point, and jargon-free        
d. clearly communicated to staff, board, and planning 

committee members 
       

e. consistent with family-centered principles        

f. other:        

Programming decisions are made with input and feedback from: 

a. participating families        

b. staff        

c. community members        

d. other:        
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Feature In Place Now? How Do We Know? Priority for Improvement 

 Yes No Partially  High Medium Low 

PROGRAMS AND ACTIVITIES  

Families are encouraged to participate and contribute to the organization and/or community by: 

a. conducting outreach to families        
b. helping the agency assess community needs and 

resources        

c. organizing and publicizing events, leading workshops        
d. taking part in peer mentoring        
e. conducting staff training and evaluation        
f. other        

Families can access training and support in 
advocating for themselves, their communities, and 
larger societal issues. 

       

The organization regularly asks families for feedback through: 

a. surveys and interviews        
b. focus groups        
c. informal conversations        
d. other:        

The organization celebrates family participation, 
accomplishments, and contributions.        

The organization connects families and staff with other community organizations by: 

a. providing information or presentations on activities, 
events, and services available in the community         
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Feature In Place Now? How Do We Know? Priority for Improvement 

 Yes No Partially  High Medium Low 

b. identifying leadership opportunities in the community 
and encouraging participation (e.g., housing councils, etc.)        

c. co-sponsoring community activities, fairs, celebrations, 
etc.        

STAFF ROLES AND CAPACITIES  

Staff reflects the racial, ethnic, and cultural heritage 
of families they serve.        

Experience, competence, and sensitivity in working 
with people of different races and cultures are 
included in hiring criteria for all positions. 

       

Staff have strong interpersonal and family-centered skills, including: 

a. effective communication        
b. conflict resolution         
c. affirming/appreciating others        
d. mentoring/coaching        
e. maintaining confidentiality        
f. ability to understand multiple perspectives        
g. ability to share power with families        
h. ability to work across cultures        
i. other:        

The organization supports staff members’ families by: 

a. ensuring workers’ and families’ safety        
b. ensuring that staff members have reasonable workloads        
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Feature In Place Now? How Do We Know? Priority for Improvement 

 Yes No Partially  High Medium Low 

c. encouraging mentoring and regular communication 
among staff members        

d. maximizing staff flexibility        
e. providing wages that are consistent with experience and 

responsibilities        

f. providing adequate benefits        
g. addressing job-related stress        
h. creating an environment in which staff are comfortable 

and secure in asking for help        

i. other:        

EVALUATION AND MONITORING  

The governing board, planning committee, or advisory council (which includes parent/family representatives) regularly reviews and monitors: 

a. results of satisfaction surveys and other monitoring 
efforts        

b. data showing program utilization and by whom        
c. linkages and relationships with other service providers        
d. progress toward goals        
e. other:        

Evaluation results are shared with: 

a. staff        
b. participants        
c. board        
d. funders        
e. the broader community        
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Handout References 

Ahsan, N. & Cramer, L. (1998). How are we doing? A program self-assessment toolkit for the family support field. Chicago, IL: 
Family Resource Coalition of America. 

Sugai, Horner, & Sugai, G., Horner, R., & Todd, A. (2003). EBS self-assessment survey version 2.0 August 2003. Eugene, OR: 
University of Oregon, Educational and Community Supports. Retrieved from: 
http://measures.earlyadolescence.org/media/upload/EBSv20_5611388.pdf 
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Handout 3:10 “A Closer Look: Family Involvement in Public Child 
Welfare Driven Systems of Care”

  

http://www.ncwwi.org/


Curriculum Handouts & Worksheets 

 

National Child Welfare Workforce Institute     A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                             © September 2013       54 

 

  

http://www.ncwwi.org/


Curriculum Handouts & Worksheets 

 

National Child Welfare Workforce Institute     A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                             © September 2013       55 

 

  

http://www.ncwwi.org/


Curriculum Handouts & Worksheets 

 

National Child Welfare Workforce Institute     A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                             © September 2013       56 

 

  

http://www.ncwwi.org/


Curriculum Handouts & Worksheets 

 

National Child Welfare Workforce Institute     A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                             © September 2013       57 

 

 
  

http://www.ncwwi.org/


Curriculum Handouts & Worksheets 

 

National Child Welfare Workforce Institute     A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                             © September 2013       58 

 

  

http://www.ncwwi.org/


Curriculum Handouts & Worksheets 

 

National Child Welfare Workforce Institute     A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                             © September 2013       59 

 

  

http://www.ncwwi.org/


Curriculum Handouts & Worksheets 

 

National Child Welfare Workforce Institute     A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                             © September 2013       60 

 

 

http://www.ncwwi.org/


Curriculum Handouts & Worksheets 

 

National Child Welfare Workforce Institute                                                                      A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                                                                                            © September 2013       61 

 

Handout 3:11 Strategies for Success: Involving Families as Partners 

Potential Strategies 

Peer: Other Families 
• Implementation of peer support models in which parents who have received services provide support, mentoring, and resources 

System-Level Family Involvement 
• Family participation on advisory councils and other decision-making committees 
• Families serving as trainers for agency staff 
• Families employed as consultants and service providers 

State Examples 

Preparing Agencies to Partner With Families 
• Parents and agency staff co-train family-centered practice (Oregon and North Carolina) 
• Parents conduct training for prospective CPS staff before they are hired (New York) 
• Parent Partners hired and co-located with child welfare staff (California) 

Training and Professional Development for Families 
• Parents and family members receive training on  

o Leadership 
o Trainer skills 
o Child welfare orientation 
o Advocacy 

(New York, Colorado, California, Oregon) 

Recruitment and Retention of Family Partners 
• Meetings and events are scheduled after hours in family-friendly locations (North Dakota) 
• Parent partners attend staff meetings (Colorado) 
• Marketing strategy employed so that social workers identify and cultivate potential family partners  

(Kansas and California) 
• Network cultivated with faith-based community partners (Pennsylvania)
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Funding 
• Reimburse parent partners for their time through gift cards, in-kind resources, and consultant fees (Kansas, North 

Carolina, and Colorado) 
• Hire full-time parent partners (California) 
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Handout 3:12 Day 3 Learning Circle 

1. One goal in the exploration stage of implementation is to assess the readiness for change and the buy-in of staff and 
stakeholders. What steps will you take when you return to your agency to confirm that you have a good plan to accomplish 
both goals? 

 

2. How has today’s discussion on orchestrating conflict informed how you might address these issues in the future? 

 

3. In what areas have you involved families in your program/agency in the past?  

 

4. Based upon today’s presentation, how could you engage families meaningfully in your Change Initiative?  

 

5. What strategies could you employ to overcome barriers? 

 

6. How will your strengths facilitate integration of today’s material? 
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Handouts and Worksheets 

Module IV: Leading for Results 
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Handout 4:1 Assessing Performance Reports 

Exercise: Assessing Your Agency’s Reporting System1 

Over the next 10 minutes please review the “seven factors” for assessing effective reports. After reviewing the material, 
complete the Reporting System Assessment on page 5. 

When you’ve completed the assessment, join your small group for a discussion, using the questions on page 7. Be prepared to 
report the themes of your discussion to the large group. 
Seven Factors of Effective Reports 

 Relevance 
  Easy to read 
   Stresses Outcomes 
    Utility 
     Lean 
      Trustworthy 
       Standards 
1. Relevance: The best reports are those that are directly relevant to your position. Are your reports: 

• Aggregated at appropriate levels? Supervisors are interested in information aggregated at the unit or individual worker 
level; managers may be interested in geographic regions or entire populations. The most effective systems provide 
relevant information targeted to each management level. 

                                            
1 This material has been adapted from Results Oriented Management in Child Welfare, at the University of Kansas: 
https://rom.socwel.ku.edu/ROMTraining/. It is from Chapter 9 in your optional pre-work. This is an excellent source for further information on 
managing for results. 
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• Timely? As discussed last night, annual outcome reports do not provide the up-to-date data you’ll need to lead 
performance improvement. Effective systems provide most reports on at least a monthly basis. 

2. Easy: The best management reports are simple—for easy interpretation. Are your reports: 
• Easy to read? A picture is worth a thousand words. Data are more accessible when presented in clearly labeled graphs. 
• Easy to use for trend analysis? 
• Stated in percentages? Reports that use percentages allow managers to compare performance among various agency 

levels and over time.  
• Able to provide comparisons? A good report makes comparisons easy to see and understand. Can you easily compare 

different units or regions on one page for a time period you specify? 

3. Stresses Outcomes: Since outcomes are the centerpiece of child welfare program performance, the best management 
reports emphasize outcomes. Does your reporting system: 

• Separate outcomes from the other 102 reports you get? 
• Demonstrate progress toward outcome achievement? As we discussed last night, a major limitation of relying on federal 

outcome measures to manage performance is that many federal measures provide hindsight (e.g., at exit, percent 
reunified in less than 12 months). A good reporting system also provides the manager foresight by measuring ongoing 
progress toward certain goals. Wouldn’t you want to know the reunification rate for children in care for 2 months, 4 
months, or any other period of time? Reports such as “countdown reports” or “distribution reports” enable managers to 
be more proactive. 

a. Countdown reports: 

Countdown reports show your progress toward a goal by “counting” the remaining number of clients or cases that need 
to reach a prescribed status before the close of a measurement cycle in order for the agency or unit to successfully meet 
a required measure. It is most useful for reunification, adoption, and re-entry outcomes. 
b. Distribution reports: 

Remember that the federal outcome indicators have cut-off points, such as recurrence within 6 months, re-entry within 
12 months, or two or fewer placement settings in 12 months. 
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But as a manager you’re also interested in children who have been in care for longer periods of time, but whom the 
agency won’t count in an outcome measure until they exit. Distribution reports help you see around the artificial time 
limits of outcome reports. This is especially helpful with placement moves, recurrence, and time in care. 

4. Utility: The best management reports are flexible and allow you to “drill down” into your data for more detailed 
information. Electronic reports allow managers to “drill down” online, but even without electronic access managers should 
be able to get more specific information from their information manager. Does your system make it easy to: 

• Identify cases? When a report gives a number, can you easily find out which cases are associated with that rate and 
gather information about those cases? 

• Drill down for analysis? Managers occasionally need to sort data to find out more about what is behind the numbers. 
For example, you may want to know more about the children re-entering foster care. With the software tools you 
already have (such as Excel), are you able to answer questions like: 

o How old are the children re-entering care? 
o What is/are their ethnicity(ies)? 
o How long after reunification do they re-enter? 
o What regions or units have the lowest re-entry rates? 

5. Lean: Some of you can remember the days before we had SACWIS systems and other information, and the difficulties of 
managing without data. Well, the irony is that it is equally difficult to manage with too much data, especially in the 
absence of useful sorting. Does your system offer: 

• Fewer reports? Too much data can be overwhelming and confusing, leading to inaction. With too much data, it’s 
impossible to know what is important. 

• Data summarized? Useful data summaries eliminate counting or calculating your own performance rates. Your report 
system should do that for you. 

6. Trustworthy: It’s safe to say that agencies will not use a report unless the manager can trust it. In fact, part of 
establishing an outcome-oriented culture is holding staff accountable for accurate data entry and mandatory use of the 
system. Are your reports: 

• Accurate? Inaccuracy is a major problem to overcome. Inevitably, data are inaccurate when reports add new fields or 
require changes in data entry. A period of data cleanup is usually required before reports are trustworthy.  
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• Verifiable? Report design should allow managers to easily identify the cases behind the numbers. That is the only way 
to verify the numbers or correct the data. 

7. Standards: Effective reports prominently display standards or expected levels of performance. This graphic allows the 
manager to tell immediately if performance is at or below standard. Do your reports: 

• Draw standard lines on graphs? Federal outcome indicators demonstrate established national standards. In program 
improvement plans, states also set improvement standards. Do your reports reflect these standards? 

• Show the extent under or over in tables? When tables present data, does a dedicated column indicate the standard? 
 

Keeping in mind the Seven Factors of Effective Reports, complete the following assessment of your reporting system by placing 
a check mark in the appropriate box. Follow directions at the end of the assessment to tally a score. 
 
 
 
 
 
 
 
 
 
 
 
 
 
Handout Reference 

University of Kansas School of Social Welfare. (2011). Results Oriented Management in Child Welfare: Training site. Lawrence, 
KS: Author. Retrieved from: https://rom.socwel.ku.edu/ROMTraining/  
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Handout 4:2 Management Reports Assessment Checklist 

 

Qualities of Existing Management Reports 
Strongly 
Agree 

Agree 

Neither 
Agree 

Or 
Disagree 

Disagree 
Strongly 
Disagree 

Data show the extent to which agencies are achieving outcomes (i.e., child safety, 
permanency, and well-being). 

     

Performance data show various levels of aggregation, such that supervisors can see unit and 
worker level data while managers see regional or population data. 

     

Amount of report data available is appropriate for my needs (i.e., adequate without being 
overwhelming). 

     

The reports show me where I need to focus my energies.      

Reports are easy to read; they use graphs or tables with clear labels.      

Data summaries allow me to get what I need without hand-counting or using a calculator.      

Reports provide goals or expected levels of performance.      

Reports provide performance data over time so I can see trends.      

It is easy to compare performance with other areas, counties, or field units. 

 
     

Reports enable me to analyze the impact of a number of factors—caseworker, age of child, 
ethnicity of child, case plan goal, etc.—on each specific outcome measure. 
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Qualities of Existing Management Reports 
Strongly 
Agree 

Agree 

Neither 
Agree 

Or 
Disagree 

Disagree 
Strongly 
Disagree 

Data provided in reports are accurate and can generally be trusted.      

Data presented in reports are timely and up-to-date.      

Reports properly emphasize outcome performance, as evidenced by layouts and availability 
of information pertaining to outcomes. 

     

It is easy to verify the data provided.      

I can easily identify the clients who comprise the numbers in aggregate reports (e.g., children 
whom we contacted or did not contact in last month, or who achieved reunification within a 
certain time). 

     

Reports enable me to evaluate the performance of the management units or staff I supervise.      

Total Responses in Each Column      

 

Total Tally________ (add the total number of check marks in the Strongly Agree and Agree columns) 
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Handout 4:3 Group Discussion Questions 

• How did you assess your performance reporting system?  

o Are there areas where your systems generally excel? 
o Are there any patterns to the challenges in your systems? 

 

• How has your agency’s use of data changed as a result of the PIP? 
 

• What reports does your management team use regularly? 

 

• How do you personally use reports? 
o What reports are most useful to you? 
o How do you use them? 

 

• What reports do you wish you had but don’t? 
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Handout 4:4 Organizational Culture of Results 

Exercise: Building an Organization Culture Focused on Results 

1. How does your agency reinforce an outcome orientation? 

How does your agency reinforce an outcome orientation? 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 results orientation a standard in your employee performance management system?    

Does your recruitment and selection process reflect a results orientation?    

Do leaders routinely discuss outcome data at management, unit, and other meetings at all levels of the 
organization? 

   

Do leaders encourage supervisors to set unit and worker performance goals and to monitor progress?    

Does the agency reward good performance?    

Is meeting performance goals celebrated?    

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

Does you agency know how to turn data into action? (Can you think of 3 examples of how the use of 
data has turned into significant management action in the last two years, e.g., changes in policy, practice, 
distribution of resources, etc.)? 
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2. How have you as a manager contributed to an outcome-oriented organizational culture?  

 

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

 

b. How might you improve your leadership? 

 

 

3. Be prepared to discuss the following questions in the large group: 

 

a) What are some of the methods used in your state to reinforce the importance of a “results orientation” at all levels of the 
organization?  

 

b) What are some of the methods you use to contribute to a results oriented culture? 

 

c) How will your personal strengths in Executing help you operate as “results oriented” manager? 
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Handout 4:5 Performance Improvement Cycle 

 
Handout Reference 

University of Kansas School of Social Welfare. (2011). Results Oriented Management in Child Welfare: Training site. Lawrence, 
KS: Author. Retrieved from: https://rom.socwel.ku.edu/ROMTraining/  
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Handout 4:6 Key Components of Fatherhood Initiative 
Project Vision: Engaging Families Means Engaging Fathers 

Key components: 

1. Establish a Father Finder position at a community agency to be the first point of contact between an absent father and 
the child welfare system 

2. Enroll fathers who wish to participate in a father’s education program 
3. Train, coach, and evaluate supervisors on making the culture shift to a more father-friendly environment 
4. Add fatherhood programming to the in-service training options for existing workers 
5. Add fatherhood to pre-service training for new workers 
6. Work with our stakeholders to build system-wide commitment to the fatherhood initiative 
7. Include stakeholders and former child welfare families on our planning team 
8. Ask supervisors to review data on father identification, location, and contact during all supervisory meetings 
9. Review internal systems and policies for alignment with fatherhood initiative. For example, add father engagement to 

case review protocol, practice model, worker performance reviews, data system, etc.; publicize the vision “Engaging 
Families Means Engaging Fathers” 
 

What we hope to accomplish: 

• Increase the % of removal cases where the absent father’s name is identified 
• Increase the % of removal cases where the absent father has been contacted within one week of placement 
• Enroll interested fathers in father education programs 
• Increase the % of removal cases where fathers participate in initial placement team meeting 
• Increase the % of removal cases where father has ongoing, meaningful contact with the child 

 

How families and children will benefit: 

• Fathers are active participants in placement decisions for children 
• Children are reunited with family as quickly as possible 

  

http://www.ncwwi.org/


Curriculum Handouts & Worksheets 

 

National Child Welfare Workforce Institute                                                                      A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                                                                                            © September 2013       76 

 

Handout 4:7 Fatherhood Logic Model 
Vision: Engaging Families Means Engaging Fathers 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Inputs 

Community partners 

Child welfare agency staff 

Resources for Father 
Finder 

Resources for father 
education classes 

Former child welfare 
families to participate in 
planning 

Data system 

Agency vision, policies, and 
practice model 

Actions 

Establish Father Finder position and 
key contact  

Enroll interested fathers in father 
education program 

Train supervisors and staff re: best 
practices in fatherhood engagement; 
provide mentoring and coaching 

Incorporate feedback on effective 
father engagement data into daily 
supervisory practice 

Include community partners in planning 
and defining the desired outcomes of 
fatherhood initiative 

Recruit 2 former child welfare families 
to participate in planning 

Review organizational systems, policies, 
and practices for alignment with 
fatherhood initiative 

 

  

Initial Outcomes 

Increased knowledge of child welfare staff on 
best practices in father engagement 

Increase the % of removal cases where 
absent fathers: 

• have their name identified 
• have been contacted within one week of 

placement 
• participate in initial team meeting 
• have meaningful, ongoing, contact with 

child 

Case review results indicate supervisory and 
practice changes consistent with father 
engagement 

 

Intermediate 
Outcomes 

Fathers are active 
participants in 
placement decisions 
for children 

Children are reunited 
with family more 
quickly 

 

Results 

Children experience safety, 
permanency, and well-being 

 

Outputs 
Father Finder hired and trained  

Child welfare staff trained  

Fathers enroll in father education classes; # of 
enrolled who complete 

Revised pre-service curriculum  

Internal policies revised to reflect fatherhood 
initiative 

Stakeholder and families involved in planning 
committee are satisfied with participation and process 
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Handout 4:8 Change Initiative Logic Model Template 
Vision: 

 

 

 

 

Inputs Actions 

 

Initial Outcomes 

 

Intermediate Outcomes 

 

Results 

 

Outputs 

 
 

http://www.ncwwi.org/


Curriculum Handouts & Worksheets 

 

National Child Welfare Workforce Institute       A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                                                                                          © September 2013       78 

 

 

Handout 4:9 Change Initiative Measurement Example 

 Results 
Intermediate 

Outcomes 
Initial Outcomes Outputs Actions Inputs 

What You 
Want  

to Know 
(Measure) 

Children experience 
safety, permanency, 
and well-being 

 

 

Fathers are active 
participants in 
placement decisions 
for children 

Children are reunited 
with family more 
quickly 

 

Increased knowledge 
of child welfare staff 
on best practices in 
father engagement 

Increase the % of 
removal cases where 
absent fathers: 

• have their name 
identified 

• have been 
contacted within 
one week of 
placement 

• participate in 
initial team 
meeting 

• have meaningful, 
ongoing, contact 
with child 

Case review results 
indicate supervisory 
and practice changes 
consistent with 
father engagement 

 

Father Finder hired 
and trained  

Child welfare staff 
trained  

Fathers enroll in 
father education 
classes; # of enrolled 
who complete 

Revised pre-service 
curriculum  

Internal policies 
revised to reflect 
fatherhood initiative 

Stakeholder and 
families involved in 
planning committee 
are satisfied with 
participation and 
process 

 

Establish Father 
Finder position and 
key contact  

Enroll interested 
fathers in father 
education program 

Train supervisors and 
staff re: best practices in 
fatherhood 
engagement; provide 
mentoring and coaching 

Incorporate feedback 
on effective father 
engagement data into 
daily supervisory 
practice 

Include community 
partners in planning 
and defining the 
desired outcomes of 
fatherhood initiative 

Recruit 2 former 
child welfare families 
to participate in 
planning 

Community partners 

Child welfare agency 
staff 

Resources for Father 
Finder 

Resources for father 
education classes 

Former child welfare 
families to participate 
in planning 

Data system 

Agency vision, 
policies, and practice 
model 
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 Results 
Intermediate 

Outcomes 
Initial Outcomes Outputs Actions Inputs 

Review 
organizational 
systems, policies, and 
practices for 
alignment with 
fatherhood initiative 

How You Might 
Measure It 
(Indicator) 

Through the existing 
measures in the 
SACWIS or other 
Data collection 
prepared per federal 
IVE and IVb; 
requirements such as 
timeliness to 
permanent plan, 
Time in Care, 
decrease in re-abuse 

Internal Quality 
Assurance plan 

Improvements in 
performance 
contrasted with 
baseline measures 

 

Fathers present at 
case plan meetings 
(sign-in sheets) 

 

Fathers’ signatures 
on case plans 

 

Fathers reporting 
involvement (focus 
groups and or 
surveys) 

Fathers present at 
court hearings 

Community Provider 
reports 

Number of fathers’ 
relatives identified as 
resource families 

 

Amount of time to 
achieve permanency 

Supervisory Reviews 
(tracking reports) 

Demonstrated 
knowledge of 
research supporting 
fathers’ involvement 
in focus groups, 
individual 
conversations, focus 
groups. 

 

Fathers’ activity in 
case staffing, court 

 

Fathers’ families’ 
involvement in case 
planning and support 

 

Court reports 

 

Documented 
observation by 
supervisor, 
caseworkers 

Meeting schedule; 
participants identified 

Reports/feedback 
from external and 
internal partners 

Level of 
response/activity 
during CFSR; at 
ongoing community 
and provider 
meetings; current 
and regular feedback 
systems 
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 Results 
Intermediate 

Outcomes 
Initial Outcomes Outputs Actions Inputs 

Potential Data 
Source  

AFCARS 

NCANDS 

CFSR 

CW State and Tribal 
QA/CQI reports 

Case review 

Surveys 

Focus groups 

Supervisory reviews 

   

  

How You Will 
Know You Are 

Making 
Progress 

(Benchmark)* 

Incremental 
improvements 
reflected in data 
(percentages) 

Documented 
incremental growth 
in father involvement 

Increased positive 
feedback from 
community groups 

Percentage increase 
in fathers’ and 
fathers’ families’ 
participation  

Increase participation 
across all case 
activity 

Actions completed Increase in resources 

 
* A benchmark is a numerical goal or expectation of performance for each measure. Benchmarks are generally stated in the 
positive and based on the experience of the child, youth, or family. For example, in our Fatherhood example one measure was 
to increase the % of cases where the father is located within one week. The increase would be measured as improvement over 
the baseline (existing rate of location), which had been identified as 25%. Benchmarks for this measure might be: 
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• Within 6 months of implementation of the Father Finder program fathers will be successfully located in 40% of all 

cases. 
• Within 12 months of implementation of the Father Finder program fathers will be successfully located in 75% of all 

cases. 
 

Not all measures lend themselves to benchmarks. For instance, if there is no known baseline it is difficult to establish a 
reasonable expectation for improvement. However, benchmarks are often very helpful in monitoring your progress toward a 
goal.  
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Handout 4:10 Change Initiative Measurement Worksheet 

 

 Results 
Intermediate 

Outcomes 
Initial Outcomes Outputs Actions Inputs 

What You 
Want to Know 

(Measure) 

 

 
   

  

How You 
Might Measure 

It 
(Indicator) 
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How You Will 
Know You Are 

Making 
Progress 

(Benchmark)* 
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Handout 4:11 Day 4 Learning and Action Plan Journal 

The questions for this morning are: 
 

1. What are the most challenging aspects of a routine use of data for you and your program/agency?  

 

 

2. What are some of the challenging aspects of using data to design and monitor your Change Initiative? How will you 
approach those challenges? 

 

 

3. As you monitor the progress of your Change Initiative, what are the benefits of focusing not only on the “what” but 
also the “how”? 

 

 

4. How will your strengths facilitate integration of today’s material? 
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Handouts and Worksheets 
Module V: Leading People 
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Handout 4:12 Keys to Success in Workforce Development 

• Senior leadership commitment: State and agency leaders must pay explicit attention to workforce recruitment, 
selection, and retention—all three. Workforce goals should be included in both the mission of the agency and in the job 
descriptions and performance expectations of supervisors and managers. 
 

• Shared mission and values: Agencies must capture the staff’s hearts and minds by making a connection between 
their own values, the staff’s values, and the agency’s mission to improve outcomes for children, youth, and families.  

 
• Competency-based approaches: Agencies need to establish job-related competencies to provide a solid foundation 

for recruitment, selection, training, and performance management. 
 

• Agency climate: Team-based approaches and a supportive agency climate help ease the stresses of the job and 
encourage people to stay. 

 
• Data: We need systems to compile and analyze workforce data and track implementation progress. 

 
• Training: We need to invest in workforce development training for all supervisors and managers.  
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Handout 4:13 Workforce Development Framework 
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Handout 4:14 Organizational Assessment on the Foundations for Workforce Development 

A “good fit” between an employee and the organization relies on the individual’s comfort with the organization’s mission, 
stated values, and principles; the good fit also requires clarity about what the organization is attempting to accomplish. How 
clear are the following elements for most staff in your agency? (a) Mission, (b) Values, (c) Principles, and (d) Desired outcomes 
for children and families resulting from organizational efforts.  

Using this worksheet, assess the clarity of each of these elements. (Check the most applicable score for each one.) 

Degree of Clarity for Most Staff 

Organizational 
Element 

Not clear to 
anyone 

Clear to a few; not 
clear to majority 

Do not know 
Clear to most; muddy 

for a few 
Clear to all 

1 2 3 4 5 

Vision/Mission O O O O O 

Values/Principles O O O O O 

Desired Outcomes O O O O O 

 
Handout Reference 

Center for the Study of Social Policy (n.d.). Self-assessment workbook for building a stable and quality child welfare 
workforce. Washington, D.C.: Author.  

http://www.ncwwi.org/


Curriculum Handouts & Worksheets 

 

National Child Welfare Workforce Institute                                                                      A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                                                                                            © September 2013       89 

 

Handout 4:15 Learning Culture Assessment 

Review each of the following statements and check the column which most describes your organization. 

PRO-LEARNING CULTURE  ANTI-LEARNING CULTURE  

1. People at all levels ask questions and share stories about 
successes, failures, and what they have learned. □ 

1. Managers share information on a need-to-know basis. People 
keep secrets and don’t describe how events really happened.  □ 

2. Everyone creates, keeps, and publicizes stories of individuals 
who have improved their own processes. □ 

2. Everyone believes they know what to do, and they proceed on 
that assumption. □ 

3. People take at least some time to reflect on what has happened 
and what may happen.  □ 

3. Little time or attention is given to understanding lessons 
learned from projects.  □ 

4. People are treated as complex individuals. □ 
4. People are treated like objects or resources without attention 

to their individuality.  □ 

5. Managers encourage continuous experimentation. □ 
5. Employees proceed with work only when they feel certain of 

the outcome. □ 

6. People are hired and promoted on the basis of their capacity for 
learning and adapting to new situations.  □ 

6. People are hired and promoted on the basis of their technical 
expertise as demonstrated by credentials. □ 

7. Performance reviews include and pay attention to what people 
have learned. □ 

7. Performance reviews focus almost exclusively on what people 
have done. □ 
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PRO-LEARNING CULTURE  ANTI-LEARNING CULTURE  

8. Senior managers participate in training programs designed for 
new or high-potential employees. □ 

8. Senior managers appear only to “kick off” management training 
programs. □ 

9. Senior managers are willing to explore their underlying values, 
assumptions, beliefs, and expectations. □ 

9. Senior managers are defensive and unwilling to explore their 
underlying values, assumptions, beliefs, and expectations. □ 

10. Conversations in management meetings constantly explore the 
values, assumptions, beliefs, and expectations underlying 
proposals and problems. 

□ 
10. Conversations tend to move quickly to blaming and 

scapegoating with little attention to the process that led to a 
problem or how to avoid it in the future. 

□ 

11. Customer feedback is solicited, actively examined, and included 
in the next operational or planning cycle. □ 

11. Customer feedback is not solicited and is often ignored when it 
comes in over the transom. □ 

12. Managers presume that energy comes in large part from 
learning and growing. □ 

12. Managers presume that energy comes from “making the 
numbers,” meaning meeting numerical targets. □ 

13. Managers think about their learning quotient, that is, their 
interest in and capacity for learning new things, and the learning 
quotient of their employees. 

□ 
13. Managers think that they know all they need to know and that 

their employees do not have the capacity to learn much.  □ 

Total for pro-learning culture  Total for anti-learning culture  

 

 

Handout Reference 

Conner, M.L. (2004). Creating a learning culture: Strategy, technology, and practice. (2004). New York, NY: Cambridge 
University Press. Retrieved from http://agelesslearner.com/assess/cultureaudit.html 
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Handout 4:16 Research Findings Regarding Supervision 

 

 

 

 
 

 

Handout Reference 

Mor Barak, M.E., Travis, D.J., Pyun, H., & Xie, B. (2009) The impact of Supervision on Worker Outcomes: A Meta-analysis. 
Social Service Review, 83 (1), 2-32. 
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Handout 4:17 Using the LEAD Model 

Leader Functions Group Needs Met Leader’s Tasks Team Members’ Tasks 

L:  
Lead with a clear 
purpose 

• Common goals 
• Attention to content  
• Leadership 

• Set boundaries 
• Interpret agency’s goals 
• Facilitate team’s setting of its own goals 
• Evaluate and track progress toward goals 

• Ask questions to test own 
understanding 

• Participate in setting goals for team 
• Help lead, track, and evaluate progress 

toward goals 

E:  
Empower to 
participate 

• High level of involvement of all 
members 

• Maintenance of self-esteem 
• Leadership/respect for differences  
• Trust 

• Ask questions  
• Listen 
• Show understanding 
• Summarize 
• Seek divergent viewpoints 
• Record ideas 

• Contribute ideas from own experience 
and knowledge 

• Listen to others 
• Build on others’ ideas 
• Consider others’ ideas 
• Ask questions 
• Think creatively 

A:  
Aim for 
consensus 

• Constructive conflict resolution 
• Power within group to make decisions 
• Leadership 
• Trust 

• Use group-process techniques (brainstorming, 
problem solving, prioritization, etc.) 

• Ask questions 
• Seek common interests 
• Summarize 
• Confront in constructive way 

• Focus on common interests and goals 
• Listen to and consider others’ ideas 
• Make own needs known 
• Disagree in constructive way 

D:  
Direct the 
process 

• Attention to process 
• Leadership 
• Trust 

• Give clear directions 
• Intervene to keep group on track 
• “Read” the group and adjust 
• Remain neutral when appropriate 
• Suggest alternative processes to help group 

achieve goal 

• Listen 
• Keep purpose in mind 
• Stay focused on objective 
• Use own energy and enthusiasm to help 

process along 

 

Handout Reference 

Austin, M., & Hopkins, K. (2004). Defining the learning organization. In M. Austin & K. Hopkins (Eds.), Supervision as 
collaboration in the human services (pp. 11-18). Thousand Oaks, CA: Sage Publications. 
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Handout 4:18 Setting the Scene 

The Fatherhood Involvement Initiative has been operating now for well over a year, and some of its components are 
beginning the Full Implementation stage. The Father Finder component has been in operation for about 8 months. The 
Father Finder is an employee of the Child Welfare agency and works in Terry’s Initial Assessment/Investigation division. 
The Father Finder, Thaddeus Marshall, works with the caseworkers in this division to make the first contact with absent 
fathers. Two of the Fatherhood Initiative’s goals are for absent fathers to: (a) participate in their child’s initial family meeting 
and (b) as a part of that meeting, to commit to some type of ongoing involvement with the child.  

Terry, Thaddeus, and Marcelle Dumont (who supervises the Family Team Meeting facilitators) have recently reviewed the 
SACWIS data and other information about these two goals. They find an overall increase in the percentage of absent fathers 
who now participate in Family Team meetings and who make commitments to involvement with their children during the 
team meeting. However, there are differences in achievement rates by population cohorts. White fathers are more likely than 
all other groups to come to the family team meeting and, once at this meeting, to make a commitment to being involved in a 
practical way with their child. They also see from the data that the white fathers tend to be employed more often than do 
fathers of color. White fathers also tend to be on average almost 3 years older than the fathers of color.   

Terry, Thaddeus, and Marcelle agree that this issue would benefit from a discussion at one of the Fatherhood Collaborative 
meetings. Terry puts it on the agenda and sends out a memo describing the issue: what the two goals are and what the data 
indicate about achievement of the goals to date. Terry requests that the Collaborative spend time at the next meeting 
brainstorming the issue and possible approaches to solutions. 
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Handout 4:19 Collaborative Members 

Role 1 Thaddeus Marshall, African-American, age 36, Family Finder within the Child Welfare Department, Division 
Initial Assessment/Investigation. Formerly a caseworker in the Department.  

Role 2 Marcelle Dumont, White, age 42, Family Meeting Supervisor within Family Finder within the Child Welfare 
Department, Division Initial Assessment/Investigation. Formerly a supervisor of the hotline in the Department.  

Role 3 Rev. Asa Hopkins, African-American, age 62, Pastor of Deliverance Church, President of the Ministerial Alliance 
and board member of the Urban League.  

Role 4 Mr. Ramon Garcia, Mexican-American, age 20, father of a 1-year-old who was removed from the child’s mother’s 
home last year for neglect. The child is in placement with Mr. Garcia’s mother. Mr. Garcia has been successfully 
involved with his child and has recently joined the Collaborative. 

Role 5 Mr. Tom Alverson, White, age 26, father of a 2-year-old child whose mother is now incarcerated for forgery and 
substance use. Mr. Alverson has custody of his child. He too recently joined the Collaborative. 

Role 6 Mr. Dan Begay, Navajo, age 35, outreach worker and counselor at Families First, a community agency that has a 
multipurpose contract with Child Welfare to provide services for families. Mr. Begay works in the Fathers Forever 
program which serves many fathers referred by Child Welfare.  

Role 7 Dr. Sandra Chan, Chinese-American, age 31, director of Families First. Dr. Chan has just received her doctorate in 
social work. 

Role 8 Mr. Carl Johansen, White, age 59, manager of the Division of Child Support Enforcement, Department of Social 
Services. 

Role 9 Mrs. Jenna Fleming, White, age 46, supervisor of an Initial Investigation/Assessment Unit within Child Welfare  

Role 10 Ms. Inez Ibera, Colombian-American, age 34, Child Welfare caseworker in Initial Assessment/Investigation. 
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Handout 4:20 Leveraging Diversity 
 

Competency:  

• Fosters an inclusive workplace where diversity and individual differences are valued and leveraged to achieve the 
vision and mission of the organization. 

 

 

Indicators: 

• Recognizes and utilizes skills of people with diverse backgrounds to benefit the organization, clients, and coworkers. 

 

 

• Addresses and corrects the use of inappropriate language or actions which deride diversity.  
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Handout 4:21 Learning Circle  

 
1. What workforce development strategies are relevant to your Change Initiative? 

 

 

 

 

 

 

2. In your role, how can you increase the focus on the agency’s vision and mission in order to improve the organizational 
climate and workforce?  

 

 

  

 

 

 

3. How can you more effectively leverage diversity within your program/agency to achieve your Change Initiative? 

  

http://www.ncwwi.org/


Curriculum Handouts & Worksheets 

 

National Child Welfare Workforce Institute                                                                      A Service of the Children’s Bureau, a member of the T/TA Network 

www.ncwwi.org                                                                                                                                                                            © September 2013       97 

 

 

 
Handouts and Worksheets 

 

Module VI: Leading for Sustainable  
Systems Change 
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Handout 5:1 Change Initiative Presentation 
Throughout the week, you’ve been exploring the NCWWI Leadership Competency model and considering the various aspects 
of your Change Initiative. Now it is time to put this all together into one presentation that communicates your initiative to a 
group of stakeholders. Your assignment is to develop a 10-minute presentation on your Change Initiative that reflects the 
content from this week. Your audience will be your peers, to whom you will assign stakeholder roles. During the 
presentation, they will interact as those stakeholders. Some stakeholders might be family representatives, legislators, 
judges/magistrates, foster parent association members, Community Assistance representatives, law enforcement officials, or 
community foundation representatives. 

Your presentation should address the following questions. You will not have time to address all questions thoroughly. 
Emphasize the ones that are most central to engaging others in your Change Initiative. 

• What is your Vision for your Change Initiative?  
• Briefly describe your Change Initiative. 
• What is the rationale for embarking on your Change Initiative? What supporting data can you provide verifying the 

need for it? 
• What is the research or evidence behind your Change Initiative? 
• What key stakeholders must be engaged (attend to diversity and family and youth voice)? 
• How will you engage the people and constituencies whose support the initiative requires?  
• How will you ensure that the infrastructure supports are in place?  
• What is your plan for moving through the implementation stages? 
• What adaptive and technical challenges will you face? What strategies will you use to address them? 
• How will you know you’ve succeeded? How will you use data to monitor your Change Initiative on an ongoing basis?  

We suggest the following framework for your presentation: 

I. Give a brief description of your Change Initiative: State the problem, using quantitative or qualitative 
data to describe it.  

 

II. Share the Vision for your Change Initiative—what could be: 
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III. The Intervention you will implement to address the gap:  

 

 

IV. Tell the stakeholders what you need from them and tie it back to the vision. 

 

The goals of this presentation are to convince your stakeholders about the worthiness of your Change Initiative and to bring 
about their ongoing support. Your presentation should demonstrate an understanding of the NCWWI leadership competency 
model and the leadership pillars of Adaptive, Distributive, Inclusive, Collaborative, and Outcomes-Focused Leadership. Be 
sure to specifically address cultural issues as well. Let your strengths shine in your presentation! 

You will have approximately 10 minutes to communicate your information, and then we will have another 10 minutes for 
questions/feedback. Be creative about how you will approach this presentation. Use visuals, PowerPoint, supporting 
documents, and so forth, to present your Change Initiative to your group of stakeholders. During your final 5 minutes, field 
questions from your “stakeholders” and solicit feedback as well. 

 Please know we will be supportive of you during your presentation! 
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Handout 5:2 Change Initiative Stakeholders 

 
Please list your stakeholders here. In preparation for the presentation, write the name of each stakeholder on a sticky note. 
Be prepared to distribute these notes and assign stakeholder roles to each person present in your group. You may assign one 
role to multiple people (e.g., family representatives). Stakeholders will “wear” their assigned role during your presentation. 

 

1. ____________________________________________________________ 
 

2. ____________________________________________________________ 
 

3. ____________________________________________________________ 
 

4. ____________________________________________________________ 
 

5. ____________________________________________________________ 
 

6. ____________________________________________________________ 
 

7. ____________________________________________________________ 
 

8. ____________________________________________________________ 
 

9. ____________________________________________________________ 
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Handout 5:3 Change Initiative Feedback Form 

 
Please provide feedback to your peers. We will collect feedback forms and give them to each presenter. 

 

Presenter Name: ____________________________________________________________ 

 

My assigned stakeholder role: ________________________________________________ 

 

As this stakeholder, I was most interested in . . .  

 

 

 

 

 

 

As this stakeholder, I would like to know more about . . . 
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Overall strengths of this presentation . . . 

 

 

 

 

 

 

Areas for improvement . . . 
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Handout 5:4 Evaluation Link 

 
Where is the evaluation link handout? 

http://www.ncwwi.org/
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