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Day Four at a Glance
I.
II.

Opening and Review of Day’s Activities ................................................. 8:30–8:40 a.m.
Unit 14: Leadership Role in Creating an Organizational Culture of Results
a. Leadership Role in Creating an Organizational Culture
of Results .......................................................................................... 8:40–10:00 a.m.
Break .................................................................................................... 10:00–10:15 a.m.

III.

Unit 15: Performance Measurement and Your Change Initiative
a.
b.
c.
d.
e.

Performance Improvement Cycle................................................... 10:15–10:20 a.m.
Using a Logic Model ....................................................................... 10:20–10:40 a.m.
Logic Model and Personal Change Initiatives ............................... 10:40–11:00 a.m.
Measurement and Personal Change Initiatives ............................ 11:00–11:40 a.m.
Learning and Action Plan Journal ................................................ 11:40–12:10 p.m.

Lunch...................................................................................................... 12:10–1:10 p.m.
IV.

Unit 16: Workforce Development and Implementing Change
a. Introduction ........................................................................................ 1:10–1:15 p.m.
b. Key Issues in Workforce Development .............................................. 1:15–1:25 p.m.

V.

Unit 17: The Role of Agency Leadership in Workforce Development
a. Foundations of Workforce Development............................................ 1:25–1:35 p.m.
b. Promising Practices in Workforce Development ............................... 1:35–2:15 p.m.
c. Walkabout .......................................................................................... 2:15–2:40 p.m.
Break ........................................................................................................ 2:40–2:55 p.m.
d. Large-Group Review .......................................................................... 2:55–3:05 p.m.

VI.

Unit 18: Accomplishing Group Goals
a. Teams ................................................................................................. 3:05–3:15 p.m.
b. Cultural Responsiveness and Leveraging Diversity ......................... 3:15–4:15 p.m.
c. Large-Group Debrief
........................................... 4:15–4:20 p.m.

VII.

Unit 19: Leader’s Demonstrated Commitment
a. Learning Circle................................................................................... 4:20–4:50 p.m.
b. Review of the Day............................................................................... 4:50–5:00 p.m.
c. Workforce Development Fair ............................................................. 5:00–7:00 p.m.
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Modules IV and V Overview
Materials
•
•
•
•
•
•
•
•
•
•

Module IV/V PowerPoint presentation
TurningPoint clickers
LCD projector, laptop, speakers, and microphones
DVD player
DVD: Realistic Job Previews PowerPoint Presentation
Flip chart and easel
Markers
Tape
Sticky notes
Name tags and table name cards

Training Pre-Work
•
•

Seven flip charts: Strategies for Workforce Development
Role cards ready to hand out for the Leveraging Diversity exercise

Handouts
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Handout 4:1 Assessing Performance Reports
Handout 4:2 Management Reports Assessment Checklist
Handout 4:3 Group Discussion Questions
Handout 4:4 Organizational Culture of Results
Handout 4:5 Performance Improvement Cycle
Handout 4:6 Key Components of Fatherhood Initiative
Handout 4:7 Fatherhood Logic Model
Handout 4:8 Change Initiative Logic Model Template
Handout 4:9 Change Initiative Measurement Example
Handout 4:10 Change Initiative Measurement Worksheet
Handout 4:11 Day 4 Learning and Action Plan Journal
Handout 4:12 Keys to Success in Workforce Development
Handout 4:13 Workforce Development Framework
Handout 4:14 Organizational Assessment on the Foundations of Workforce
Development
Handout 4:15 Learning Culture Assessment
Handout 4:16 Research Findings Regarding Supervision
Handout 4:17 Using the LEAD Model
Handout 4:18 Setting the Scene
Handout 4:19 Collaborative Members
Handout 4:20 Leveraging Diversity
Handout 4:21 Learning Circle
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8:30–8:40 a.m.—Opening and review of day’s activities
Display PowerPoint slide 1.

Slide 1

Recall main points from yesterday and any “aha” moments. Solicit questions about previous
day’s training.
Display PowerPoint slide 2: NCWWI Leadership Model: Leading for Results.
NCWWI Leadership Model:
Leading for Results

4
Leadership Academy for Middle Managers

A Service of the T/TA Network

Slide 2

www.ncwwi.org

Say,
Leading for Results is the fourth quadrant of our leadership model, and that’s what we’ll
focus on this morning.
Display PowerPoint slide 3: Leading People Quadrant.
Leading People Quadrant

Leadership Academy for Middle Managers • www.ncwwi.org
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Display PowerPoint Slides 4 and 5: Module IV and V Training Competencies.
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Slide 4

Module IV and V Training
Competencies
17.Able to describe the role of agency leadership in
promoting a stable, committed and competent
workforce.
18.Demonstrates the importance of facilitating
cooperation and motivating team members to
accomplish group goals.
19. Able to demonstrate commitment to continuous
learning as a leader and address systems change
issues.

4
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Slide 5

Continue the introduction of today’s training and review training competencies for the day.
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Module IV: Leading for Results
Unit 14: Leadership Role in Creating an Organizational
Culture of Results
Competency
14: Able to apply concepts of a results-oriented culture and infrastructure supports
in leading for sustainable systems change.

Objectives
14a. Applies key implementation drivers—decision support systems, facilitative
administration, and infrastructure supports—to group and individual Change
Initiatives.
14b. Reviews personal strengths in Executing and applies to Leading for Results quadrant of
Leadership Model and to the implementation process.

8:40–10:00 a.m.—Leadership Role in Creating an Organizational Culture of Results
Say,
As we all know, the last 10 years in the child welfare field has been increasingly focused
on outcomes and outcome data. And this makes sense, doesn’t it? It’s the ultimate trip
to the balcony. After all of the activity on the dance floor, what have we accomplished
for children, youth, and families? Said another way, in the whitewater of child welfare
management, the prize we keep our eye on is the prize of better results for children,
youth, and families. Being data-driven and data-savvy can help us keep child outcomes
in front of us as an organizing focus for community partners and staff. Remember in
Module I we discussed the pillars as key principles fundamental to effective leadership
across the four quadrants. The pillar, “outcome-focused,” is explicitly linked to this
quadrant.
Display PowerPoint slide 6: Organizational Culture of Results.

Slide 6

In this module we’ll talk about identifying outcomes we want, developing an action plan,
and pinpointing the data sources and data staff who will support your efforts. These
supports will determine the extent to which you are achieving those intended outcomes.
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As a manager, you focus on achieving results for children, youth, and families. As data
systems and the federal monitoring process have become more sophisticated in
measuring the results of our work, you as a manager have gained better access to the
data you need to help assess your effectiveness—specifically in the areas of child safety,
permanency, and well-being.
The goal of this unit is not to turn you into statisticians; others in your agency are
probably more involved in calculating and reporting data. Our goal is to explore the role
of leaders as able consumers of data, and as the champions for developing effective data
systems.
Trainer Note: Tribal child welfare managers do not typically have direct access to the data states collect to meet
federal requirements. This is a good time to inquire of tribal managers and state managers what systems do exist
to share data or to develop data locally.

Display PowerPoint slide 7: Results-Oriented Management Training.
Results Oriented
Management Training (ROM)
Focus on




Leader role in building data capacity and a
results oriented culture.
How you might use performance measures
to track progress.
Development of a logic model.

Leadership Academy for Middle Managers
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Slide 7

If you have already visited the Results-Oriented Management web-based training
referenced in your pre-work (https://rom.socwel.ku.edu/ROMTraining/), you’re familiar
with some tips for becoming a more informed consumer of data. We won’t be repeating
that information today. Rather, we will focus on (a) the role of the leader in building
data capacity and a results-oriented culture, and (b) how you might use performance
measurement in tracking the progress of your Change Initiative.
At the end of the morning you will have time to begin working on a logic model and a
measurement strategy for your Change Initiative. If this is not enough time, or if you
get stuck, coaching will be available to help you move forward.
Tell participants:
As we look at performance measurement and your Change Initiative, it is important to
know that measuring program results will be most effective when we consider the
process in the design process of a Change Initiative, and not after implementation is
underway.
Display PowerPoint slide 8: NIRN.
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NIRN
Systems Intervention

Integrated &
Compensatory

Facilitative
Administration
Decision Support
Data System

Leadership

Adaptive

Technical
(Fixsen & Blase, 2008)

Graphics by Steve Goodman,2009
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Slide 8

Say,
As we’ve learned from the NIRN model, a leader can increase the odds of successful
implementation by paying attention to Organizational Supports and Infrastructure from
the very beginning of designing your Change Initiative. These include:
•

•

•

Decision Support Systems—fidelity measures (are we doing the “What”?), quality
assurance, consumer satisfaction, and other measures of implementation, in
addition to measures of client progress and outcomes
Facilitative Administration—using a range of data inputs to inform decision making,
support overall processes, and keep staff organized and focused on the desired
clinical outcomes
Systems Interventions—strategies to work with external systems to ensure the
availability of the financial, organizational, and human resources required to
support the work of practitioners

As a leader, you are responsible for helping to create the organizational supports needed
for a “results-oriented culture” within your agency. In other words, we want you to be
able to say “You ROC!” Or at least your organization does.
Rhetorically ask:
What are the organizational supports needed to move toward a results orientation?
Explain that the University of Kansas uses this concept map to describe what influences
the ability of an organization to use data for performance improvement.
Display PowerPoint slide 9: Organizational Supports.
Organizational Supports
Manager Skills
and Knowledge
Interpreting
Data

Performance
Reports

Taking
Action

Organizational
Culture

Results Oriented Management in Child Welfare, University of Kansas, School of Social Work, 2002
(www.rom.ku.edu)
6
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Explain,
In this diagram you see that the elements on the left—Manager Skills and Knowledge,
Performance Reports, and an Organization Culture of Results—all contribute to the
ability to use and learn from data. Let’s look at the leadership role in each of these, as
identified by the University of Kansas.
Display the corresponding PowerPoint slide 10: Manager Skills and Knowledge.

Slide 10

Present the following information:
(a) Manager Skills and Knowledge
Effective managers use performance data to direct action toward program
improvement and strategic change.
Trainer Note: Data collection can be seen as a compliance-only focus. Suggest ways that managers can move the
discussion beyond data/reports for the purposes of compliance.

Share some examples that illustrate effective use of data, or ask the group to provide
examples.
This requires skills such as the ability to:
•
•
•
•
•
•

Read and understand performance measures used in performance reports;
Interpret performance data in a way that informs management action;
Set measurable goals and monitor progress;
Reward performance;
Involve others in achieving results; and
Create an organizational culture of achievement, learning, and innovation.

The University of Kansas ROM website of your pre-work includes discussion of some of
the key elements in becoming a more informed consumer of data. Again, we’re not
suggesting that leaders become statisticians or experts in evaluation methods. But at a
minimum you must understand the basics of data and measurement and should form a
close working relationship with whoever is responsible for data analysis and reporting.
Know what is being reported, what it means, and what else you need to know.
Display PowerPoint slide 11: Performance Reports.
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Performance Reports
 Focus on only a few measures
 Emphasize outcome achievement using
well-constructed measures
 Summarize measures; monitor changes
over time
 Help to inform and target action for
improving outcomes for children and
families
8
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Slide 11

Continue with:
(b) Performance Reports
Effective reports not only tell managers how well outcomes and other important
results are being achieved, but they also communicate to staff and stakeholders
what is important and valued in your agency. As a manager, you define what is
important by what you measure and what you provide feedback on.
•

For example, if you measure, report, and discuss case plans completed on time, it
is likely that a higher percentage of workers will get their case plans done on
time.

You know the old saying, “What gets measured gets done.”
But the most important role of management reporting is to provide the “gauge” that
assesses the extent to which we are achieving our agency’s primary objectives. Good
reports enable managers to stay on course in the hectic whitewater of child welfare
management. But what is an effective report?
Trainer Note: Give emphasis to these bullets.

Effective reports:
•
•
•
•

Focus on relatively few measures; maintain focus on what is most important to the
agency (the MAIN thing is to keep the MAIN thing the MAIN thing);
Emphasize outcome achievement using well-constructed measures;
Summarize performance data and monitor changes over time; and
Help to inform and target action to improve outcomes for children and families.

Tell participants that we are now going to do an activity that has three parts. They will
focus on the first two handouts individually and then come together for small-group
discussions.
First let’s take a moment to assess your current reporting system based on Handout 4:1
Assessing Performance Reports, which comes from the University of Kansas materials in
their web-based training. Read the handout, and then take 5 minutes to reflect on your
reports in light of these standards. You may wish to take some notes on your reflection,
as you’ll be discussing these with a group later in this section. Once you have completed
National Child Welfare Workforce Institute
www.ncwwi.org

A Service of the Children’s Bureau, a member of the T/TA Network
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Handout 4:1, please take another 5 minutes to review and complete the assessment
checklist included on Handout 4:2 Management Reports Assessment Checklist .
Let participants know that we are now ready to move on to small-group discussions.
Trainer Note: This discussion may be at the participants’ tables, or trainer may choose another method for
organizing the small groups.

Display PowerPoint slide 12: Group Discussion Questions.

Slide 12

Say,
We are now ready to spend 20 minutes discussing the following (Handout 4:3 Group
Discussion Questions):
• How did you assess your performance reporting system?
• How has your agency’s use of data changed as a result of the Program Improvement
Plan?
• How do you review and address performance of the Indian Child Welfare Act? How
do you monitor and address state laws, legislative requirements, or settlement
agreements?
• What reports does your management team use regularly?
• How do you personally use reports? What reports do you rely on most?
• What reports do you wish you had but don’t?
Be prepared to report out the themes of your discussion.
Let participants know that it is time to return to the large group. Summarize the activity
with the following statement:
As a leader, you share responsibility for creating the data and information systems that
support program improvement. Creating information systems is an ongoing process; as
goals change due to PIPs or advancement in the field, your information system needs to
keep pace.
Move on to a discussion of whether their organizational culture is results-oriented.
Display PowerPoint slide 13: Organizational Culture.
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Organizational Culture





Performance data are used and discussed
Good performance is rewarded
Everyone takes responsibility for performance
Teams and individuals set and achieve
performance measures
 Everyone learns from each other; adapt and
innovate
 Results orientation is reinforced at all levels
9
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Slide 13

Continue presentation:
(c) Organizational Culture
The final facilitator in using data for improvement is the degree to which your
organizational culture is results-oriented. Establishing a culture of achievement and
of continual learning is a major task for a results-oriented manager. Again using the
Kansas model, a results-oriented culture is one where:
Trainer Note: Provide examples or, if you have time, solicit examples from participants. Some examples could
include regularly scheduled meetings across regions, counties, or other divisions focused on analyses of data,
identification of success, and ideas for improvements; celebration activities (newsletters, emails, wall-board
postings of achievements); collaboration on solution development and sharing strategies, and so forth.

•
•
•
•
•
•

Performance data are used and discussed
Good performance is rewarded
Everyone takes responsibility for performance (no blaming)
Teams and individuals set and achieve performance goals
Everyone learns from each other; staff continually adapt and innovate to achieve
outcomes
All organizational systems reinforce a results orientation

Let’s take a minute to assess how well you and your organization are doing in creating a
results-oriented culture.
Use Handout 4:4 Organizational Culture of Results. Ask each individual to rate how their
agency is doing in building a results-oriented culture, and then how they are doing as
leaders. When they have completed the worksheet,
Display PowerPoint slide 14: Discussion Questions—Results Orientation.
Discussion QuestionsResults Orientation
 What are some of the methods used in your tribe
or state to reinforce the importance of a “results
orientation” at all levels of the organization?
 What are some of the methods you use to
contribute to a results oriented culture?
 How will your personal strengths in Executing
help you operate as “results oriented” manager?
If Executing is not your area of strength, how will
you develop this capacity?

Leadership Academy for Middle Managers • www.ncwwi.org
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Discuss the following questions in the large group:
1. What are some methods your state or tribe uses to reinforce the importance of a
“results orientation” at all levels of the organization?
2. What are some methods you use to contribute to a results-oriented culture?
3. How will your personal strengths in Executing help you operate as a “resultsoriented” manager? If Executing is not your area of strength, how will you develop
this capacity?
Allow about 10 minutes for discussion. Look for innovative ways to reinforce a results
orientation.
Prepare to move onto the next activities. Say,
When you come back from break, we’re going to turn our attention from the
organizational supports required for a results-oriented culture to some tools and
processes that help measure performance improvement. We’ll apply those tools to
Terry’s initiative, and then you’ll apply them to your own.

10:00–10:15 a.m.—Break
Trainer Note: Logistics team will toggle to “Spinning Woman” PowerPoint presentation for break.

National Child Welfare Workforce Institute
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Unit 15: Performance Measurement and Your Change
Initiative
Competency
15: Able to apply processes and resources to achieve accountability and
measure results.
Objectives
15a. Demonstrates how performance data can inform management action using case
examples and scenarios.
15b. Differentiates between decision alternatives based on the interpretation of data.
15c. Develops benchmarks to monitor the progress and outcomes of a Change Initiative over
time.

10:15–10:20 a.m.—Performance Improvement Cycle
Transition to applying performance management to participants' Change Initiatives.
Display PowerPoint slide 15: Performance Improvement Cycle.

Slide 15

Refer participants to Handout 4:5 Performance Improvement Cycle and say,
When you are thinking about performance, it’s sometimes helpful to think in terms of a
performance or quality improvement cycle. This might be familiar to you—you’ve
probably seen something like it. This kind of cycle applies to all kinds of change, from a
system-wide change like the ones we’re discussing in this leadership training, to a
change plan a supervisor might design for a unit. (We talk about that in the Leadership
Academy for Supervisors.) And each step of the cycle draws on data. Each step has an
action or a result you can measure using data.
Here is a typical cycle. In simple language, in a performance improvement cycle you
would:
1. Analyze your baseline data to identify an outcome (a “desired future”) that you will
focus on
2. Develop an action plan that is likely to have a positive impact on that outcome
3. Develop a way to measure:
• Whether you are doing what you intended to do in your action plan and
National Child Welfare Workforce Institute
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Whether you are making the difference you intended to make in terms of the
outcomes
4. Implement the action plan
5. Monitor your progress, using those measures you identified
6. Make adjustments as needed and start again around the circle—or celebrate your
accomplishments!
•

For example, here’s how the Engaging Fathers Change Initiative selected an outcome.
During the Exploration Stage, Terry and early collaborative partners reviewed existing
data regarding the performance of the agency in locating and involving fathers. At that
time, the data indicated some real deficits as well as some baseline progress regarding
fathers.
Display PowerPoint slide 16: Baseline Data (Inputs).

Slide 16

Say,
•
•
•
•

Father’s name is recorded in 75% of removal cases
Accurate contact information is available in only 25% of removal cases
Only 33% of fathers are actually located within one month of placement
12.5% are successfully contacted within one month of placement

They then met with the agency’s quality assurance director to talk about what they
were proposing for performance improvement and how they might measure their
results. They explained that the overall goal of the program was:
To support achievement of the safety, permanency, and well-being outcomes defined
by the Child and Family Service Review.
To achieve that goal, they wanted to focus on improving the Child and Family Service
Review measures regarding engaging fathers (Assessment/Services-Involvement in
Case Planning-Visits). After some brainstorming, the quality assurance director
suggested that they put their thoughts down into a logic model (or “program
improvement model”). How many of you are familiar with a logic model?

10:20–10:40 a.m.—Using a Logic Model

National Child Welfare Workforce Institute
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Say,
Briefly, a logic model helps you make the connection between the outcome you want to
achieve and the activities you plan to reach that outcome. It can be a good way to
display your project and a way to help you think about measuring progress.
Display PowerPoint slide 17: Logic Model.
Logic Model

Resources
needed to
operate your
program

Inputs

If you have
those
resources,
then you can
accomplish
your activities

Actions

If you accomplish
your planned
activities, then
you will deliver
the services you
intended

If you deliver
your planned
services then
your
participants will
benefit in
predictable
ways

Outputs

Outcomes

If these benefits
are achieved,
then certain
changes in
communities,
organizations or
systems can be
expected to
occur.

Results

(Adapted from W.K. Kellogg Foundation
Logic Model Development Guide)

Leadership Academy for Middle Managers
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Slide 17

Ask,
Does this model look familiar to you?
Say,
You can use any number of different templates for a logic model; your agency may use
something slightly different than what we are using here. Also the use of language
differs slightly between models. For example, what is considered an output vs. an
outcome may vary. But basically all logic models do the same thing. Reading from left to
right, any logic model will follow the chain of reasoning, or If . . ., then . . . statements,
which connect the program’s core components or actions to the outcome you want. For
instance, in this example:
(Reading from slide)
1. Certain resources are needed to operate your program (people, technology, policies,
etc.). Those are your inputs. You could say that identifying your inputs is the
management version of “building on strengths.” These inputs are the “strengths”
that you already have.
2. IF you have those resources or inputs, THEN you make an action plan that
combines them into activities. You select actions shown by research, experience, or
field wisdom that have promise for realizing your desired outcomes.
3. IF you accomplish your planned activities, THEN you will deliver the product or
services that you intended to deliver. Those are your outputs.
4. IF you deliver your planned services to the extent and with the fidelity intended (as
measured by your outputs), THEN your participants will benefit in certain
predictable ways. Sometimes these are broken down into two steps—your
intermediate and longer-term outcomes.
National Child Welfare Workforce Institute
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5. IF you achieve these outcomes (or benefits), THEN you can expect certain changes
in communities, organizations, or systems to occur. These are your results.
To get a little more familiar with each step, let’s take a look at the logic model that
Terry’s group created. After we walk through this together on Terry’s initiative, you’ll be
creating your own logic model.
As we said, the first step in a logic model is to identify the “inputs.” “Inputs” are all the
resources you have on hand to build your Change Initiative. If you were baking a cake,
these would be the ingredients—the flour, the eggs, the butter, the milk, and so forth.
What are some that Terry had?
Trainer Note: Get a few ideas from the group before showing the first slide.

Show PowerPoint slide 18: Inputs...
Inputs…
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
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Say,
Good . . . Here are some that Terry identified.
The next step is to figure out a plan to implement the new or improved practices. When
Terry and others met with their QA director, community collaborators, and staff, and
when they explored the literature, they identified elements of an action plan to
implement components of a stronger fatherhood engagement practice. Here’s what they
identified.
Show PowerPoint slide 19: . . . Actions . . .
…Actions…
Inputs
Community Partners
Child Welfare
Agency staff
Resources for Father
Finder

Actions
Establish Father Finder
position and key contact
Enroll interested fathers in
father education program

Resources for Father
Education Classes

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

Former child welfare
families to
participate in
planning

Incorporate feedback on
effective father engagement
data into daily supervisory
practice

Data system

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

Agency vision,
policies and practice
model

Recruit 2 former child welfare
families to participate in
planning
Review organizational
systems, policies and
practices for alignment with
fatherhood initiative
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Say,
If you want you’ll also find the list in Handout 4:6 Key Components (Actions) of
Fatherhood Initiative, but you don’t need to look at that now. Here are the actions for
Terry's Change Initiative:
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 fatherfriendly environment
4. Add fatherhood programming to the in-service training options for existing workers
5. Add fatherhood engagement to pre-service training for new workers
6. Work with 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, and so forth; publicize the vision, “Engaging
Families Means Engaging Fathers”
The next step in a logic model is to identify what you’d see if the actions did occur.
These are called “outputs.” They’re concrete changes, and they’ll usually happen by a
certain time. Terry will need to identify the outputs (and put into his plan a way to
measure them and report back to the group). What might be some outputs of Terry’s
initiative?
Show PowerPoint slide 20: . . . Outputs . . .
…Outputs…
Outputs
Inputs
Community Partners
Child Welfare
Agency staff
Resources for Father
Finder

Actions
Establish Father Finder
position and key contact
Enroll interested fathers in
father education program

Resources for Father
Education Classes

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

Former child welfare
families to
participate in
planning

Incorporate feedback on
effective father engagement
data into daily supervisory
practice

Data system

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

Agency vision,
policies and practice
model

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

Recruit 2 former child welfare
families to participate in
planning
Review organizational
systems, policies and
practices for alignment with
fatherhood initiative
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Say,
Realistically, you are not going to be able to measure every single thing on this logic
model. This is where a wish list faces reality. What do we have the resources to
measure?
Since this is a new program, no data sources exist for much of this information.
It would be relatively easy with the help of QA staff to develop some data
instruments, such as training evaluations, a survey of planning team members,
focus group protocols for fathers who have participated in training and in case
planning meetings, straight counts of participation in training programs, and so
forth.
But . . . with limited resources of all kinds, it’s always necessary to prioritize. If this
is the only initiative you are measuring at the moment, adding extra reporting
responsibilities may be fine. But obviously you cannot measure at this level of detail
for 10 new initiatives at once! Remember to keep your measurement plan realistic
given your available resources. This is performance measurement, not research.

•
•

•

The next step in the “if/then” logic model is to identify the outcomes you’d see if those
outputs did in fact happen. Here’s how Terry did it.
Show PowerPoint slide 21: . . . Initial Outcomes . . .
…Initial Outcomes...
Outputs
Inputs
Community Partners
Child Welfare
Agency staff
Resources for Father
Finder

Actions
Establish Father Finder
position and key contact
Enroll interested fathers in
father education program

Resources for Father
Education Classes

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

Former child welfare
families to
participate in
planning

Incorporate feedback on
effective father engagement
data into daily supervisory
practice

Data system

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

Agency vision,
policies and practice
model

Recruit 2 former child welfare
families to participate in
planning
Review organizational
systems, policies and
practices for alignment with
fatherhood initiative

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

Initial Outcomes
Increased knowledge of child welfare staff on
best practices in father engagement
Increase the % of removal cases where absent
father’s:
•name is identified
•have been contacted within one week of
placement
•participate in initial team meeting
•have meaningful, on-going, contact with child
Case review results indicate supervisory and
practice changes consistent with father
engagement
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Say,
They saw that IF they had those “inputs, actions, and outputs,” THEN they’d expect to
see the following measurable outcomes:
•
•
•
•
•

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
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OK, good. The final step in creating your logic model is to show the display of the
outcomes from those activities. Let’s see what Terry’s team identified.
Show PowerPoint slide 22: . . . Intermediate Outcomes . . .
…Intermediate Outcomes…
Outputs
Inputs
Community Partners
Child Welfare
Agency staff
Resources for Father
Finder

Actions
Establish Father Finder
position and key contact
Enroll interested fathers in
father education program

Resources for Father
Education Classes

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

Former child welfare
families to
participate in
planning

Incorporate feedback on
effective father engagement
data into daily supervisory
practice

Data system

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

Agency vision,
policies and practice
model

Recruit 2 former child welfare
families to participate in
planning
Review organizational
systems, policies and
practices for alignment with
fatherhood initiative

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

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

Intermediate
Outcomes
Fathers are active
participants in
placement decisions
for children
Children are reunited
with family more
quickly

Increase the % of removal cases where absent
father’s:
•name is identified
•have been contacted within one week of
placement
•participate in initial team meeting
•have meaningful, on-going, contact with child
Case review results indicate supervisory and
practice changes consistent with father
engagement
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Say,
They said that “IF you had used the inputs identified to take the actions identified, and
produced the identified outputs and outcomes, THEN you would see the following
benefits (outcomes) for children and families:
Fathers are active participants in placement decisions for children
Children are reunited with family as quickly as possible

•
•

In Terry’s State Automated Child Welfare Information System (SACWIS), getting
information on the percentage of fathers who have been identified, have been contacted,
and are participating in visitation would be relatively easy. The system had been
modified to have the father engagement measures from the CFSR.
But they would have a hard time measuring some of the other outcomes, wouldn’t they?
What do you notice in the list of outputs and outcomes that would not available in
existing data? How might you handle that? Later this morning, we’ll coach you on
getting measures for your initiative as you design your logic model.
The final part of the logic model (here called “RESULT”) is the ultimate measure of our
success, the result we are all here for.
Show PowerPoint slide 23: . . . Results . . .
…Results
Outputs
Inputs
Community Partners
Child Welfare
Agency staff
Resources for Father
Finder

Actions
Establish Father Finder
position and key contact
Enroll interested fathers in
father education program

Resources for Father
Education Classes

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

Former child welfare
families to
participate in
planning

Incorporate feedback on
effective father engagement
data into daily supervisory
practice

Data system

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

Agency vision,
policies and practice
model

Recruit 2 former child welfare
families to participate in
planning
Review organizational
systems, policies and
practices for alignment with
fatherhood initiative

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

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

Intermediate
Outcomes
Fathers are active
participants in
placement decisions
for children
Children are reunited
with family more
quickly

Increase the % of removal cases where absent
father’s:
•name is identified
•have been contacted within one week of
placement
•participate in initial team meeting
•have meaningful, on-going, contact with child

Results
Children experience
safety, permanency
and well-being

Case review results indicate supervisory and
practice changes consistent with father
engagement
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Let group know that Handout 4:7 Fatherhood Logic Model contains the completed logic
model for the Engaging Fathers Change Initiative.

10:40–11:00 a.m.—Logic Model and Personal Change Initiatives
Transition to discussing the logic model as it applies to their personal Change Initiatives.
Say,
With that brief introduction, it’s time to think about your own Change Initiative and
how you might monitor your progress. Now you’re going to have a chance to draft your
own logic model.
Handout 4:8 Change Initiative Logic Model Template is a template to help you think
through the major steps. Work on this for your own Change Initiative for the next 20
minutes. We’ll be available for coaching, or you can consult with peers at your table. At
the end of this period, you should have at least the beginning of a logic model for your
initiative. Then we’ll get back together as a group and discuss the matter of
measurement at each stage of the logic model.

11:00 –11:40 a.m.—Measurement and Personal Change Initiatives
Lead a large-group presentation and discussion of child welfare data sources
(approximately 20 minutes).
Trainer Note: If a large cohort of tribal agency leaders is present, offer separate coaching with the Tribal Expert/
Coach, as their data systems are being designed to fit tribal needs and the following discussion may not apply to
their situation. If there are five or fewer, and no coach on-site, be sure to acknowledge the distinction between
state and tribal management information systems.

Reconvene the group and acknowledge them for what they’ve accomplished. Say:
Now that you’ve all got at least the start of a logic model in place, let’s review and see
how you would draw on agency or other data to monitor the performance of your action
plan.
Say,
Pull out Handout 4:9 Change Initiative Measurement Example.
By the end of this section, you will have
•
•
•

A list of potential measures and indicators,
Suggestions for data sources, and
Suggestions for potential benchmarks.

Display PowerPoint slide 24: Change Initiative Measurement.
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Slide 24

Refer participants to Handout 4:10 Change Initiative Measurement Worksheet.
Say,
Your task will be to complete this worksheet for your own Change Initiative. Remember,
as we discussed with Terry’s Change Initiative:
•
•
•

•

You want to begin by identifying measures for each of the key components of your
plan;
You should measure both WHAT you’re doing (process) and HOW you’re doing
(outcomes);
It’s easy to think of many things you’d like to know; but given the realities of limited
resources, keep your list focused on priorities—what do you need to know to gauge
your success? One simple, compelling measure can be more powerful than a long list
of data points; and
Identifying data sources can be an art as well as a science. Using existing data is
great when it’s available, but you may have to be “creative” in getting the
information you need.

In order to examine your outcomes, you will need a working knowledge of what your
data system can provide. As we saw earlier this morning, state and tribal data systems
vary in what they collect and in what reports they can provide to you as a manager.
Some of you have regular reports across a variety of measures and access to a quality
assurance program that will support you in developing measures. Others will have to
rely on the basic data system and work with more limited access to measures. However,
all systems do share some commonalities.
Display PowerPoint slide 25: Child Welfare Data Systems Sources.

Slide 25
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Trainer Note: Keep focus on existing data systems such as the CFSR and AFCARS very brief. They are for the
purpose of example only.

Say,
The Children's Bureau administers federal and state reporting systems that provide
data to monitor and improve child welfare outcomes. Your state system will at least be
able to provide access to the data collected for the Child and Family Service Review
(CFSR) process, which includes the data that are uploaded to the Adoption and Foster
Care Analysis and Reporting System (AFCARS). Some of your states will also use
NCANDS, the voluntary National Child Abuse and Neglect Data system, to report
required safety measures. A working knowledge of these three systems will help you
understand how to identify measures for your Change Initiative. The links are included
on this slide and on your resource list.
•

For the CFSR, all states must collect key measures developed as benchmarks for
safety, permanence, and well-being, as well as measures of systemic quality.

Ask:
Who has an example?

Take some examples from the group. Share some suggestions you’ve noticed from your
coaching in the earlier session.
Say,
AFCARS collects case-level information on all children in foster care when state child
welfare agencies are responsible for their placement, care, or supervision, and on
children who are adopted under the auspices of the state's public child welfare agency.
In addition, your state may be tracking outcome or process measures related to state
legislative requirements, settlement agreements, or other key state initiatives. For
example, some states have developed measures of racial disproportionality and
disparities in support of their commitment to build racially fair and equitable child
welfare systems.
Trainer Note: Trainer note: Ask tribal or state managers what systems are available to tribes or what systems
tribes have developed to measure and evaluate progress.

Don’t forget sources such as case records, the results of your internal case review
process, or client or provider surveys. Think in terms of both quantitative and
qualitative data. If quantitative data are good at telling you “what” is happening,
qualitative data are better at providing context for the numbers, answering “why” it’s
happening. You may wish to build both into your Change Initiative performance
monitoring.
You are also trying to analyze the roots of any performance questions. What else can
your data tell you? Is there a difference in outcomes for subgroups? Are there
geographic differences? How about the trend over time—are things getting better or
worse? This is where supplemental state reports (timelier, more detailed)—in addition
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to federal outcome reports—can really help you target a Change Initiative and assure
that it is implemented equitably for all children and families.
Have the participants work on their own Change Initiatives (approximately 20 minutes).
Say,
Now the rubber hits the road. It is time to add measures to your logic models so that
you know whether real change is happening and whether it is making a difference.
Working with Handout 4:10 Change Initiative Measurement Worksheet, list measures
for each stage of your logic model.
The trainers will be circulating to help anyone who has questions. You will also have
coaching available this evening.

11:40–12:10 p.m.—Learning and Action Plan Journal
This is an opportunity for participants to apply this morning’s learning to their Change
Initiative and/or personal action plan. They may work independently or in small groups if
they choose.
Remind participants that if they’d like some individual coaching regarding topics covered in
this module, coaches will be available at lunch or in the evening.
Questions they may consider 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. In your role, how can you contribute to an organizational culture of learning and
results?

12:10–1:10—Lunch Break
Lunch clip: “Jacob and the Guitar Man”
Trainer Note: Logistics team will toggle and press play on YouTube video to start break.
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Module V: Leading People
Unit 16: Workforce Development and Implementing Change
Training Competency
16: Understands the importance of the manager’s leadership role in workforce
development to implement sustainable systems change.

Objectives
16a. Describes workforce development as a key driver in implementation of sustainable
systems change.
16b. Describes key workforce development components and how to link them in a systems
framework.

1:10–1:15 p.m.—Introduction
Display PowerPoint slide 26: Module V: Leading People.

Slide 26

Introduce the module. Say,
Let’s look at how workforce development fits into our Leadership Model and this
curriculum.
Show PowerPoint slide 27: The Practice of Leadership.

Slide 27

Say,
“Adaptive leadership is the practice of mobilizing people to tackle tough challenges and
thrive.” In each of the modules we have talked about ways to mobilize people.
National Child Welfare Workforce Institute
www.ncwwi.org

A Service of the Children’s Bureau, a member of the T/TA Network
© September 2013

27

Module IV: Leading Results & Module V: Leading People
Show PowerPoint slide 28: NCWWI Leadership Model.
NCWWI Leadership Model:
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Point to the quadrants in turn as you describe the curriculum. Tell participants:
On Monday, we focused on the center circle, the fundamental competencies connected
with your strengths as a leader and the principles of adaptive leadership.
On Tuesday, we looked at ways of Leading Change through creating a vision and
applying skills at various stages in the implementation process to effect change.
Yesterday, we focused on the upper left quadrant, Leading in Context: Building
Collaboratives. We addressed connections to the world beyond the unit as we discussed
strategies for forging partnerships.
In this module, Leading People: Workforce Development, we will be discussing how you
can help create the “implementation drivers” that support sustainable change through
mobilizing people. By “people” we mean people within your agency, but we will see that
many of the same principles apply to people in the external environment.
Show PowerPoint slide 29: Leading People Quadrant.
Leading People Quadrant
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Say,
This afternoon we’re going to focus on the upper right quadrant of Leading People.
This domain involves the ability to lead people toward meeting the organization’s vision,
mission, and goals. Inherent to this domain is the ability to provide an inclusive
workplace that fosters the development of others, facilitates cooperation and teamwork,
and supports constructive resolution of conflicts.
Show PowerPoint slide 30: Leading People Competencies.
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Leading People
Competencies






Conflict Management
Developing Others
Team Building
Cultural Responsiveness
Leveraging Diversity

5
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Say,
The competencies relevant to Leading People are: Conflict Management, Developing
Others, Team Building, Cultural Responsiveness, and Leveraging Diversity.
Show PowerPoint slide 31: Leadership Principle: Distributive.

Slide 31

Say,
The leadership principles provide the foundation for the Leadership Model. When you
are leading people, you are managing the human capital of the organization and
encouraging shared decision making. For these reasons, the principle most relevant to
this module is Distributive.
Let’s get on the balcony again to look at workforce issues from the broader context of
systems change. Many reform efforts fail because people pay inadequate attention to
one or more of the implementation stages, or because the implementation drivers that
support change are not in place.
Show PowerPoint slide 32: NIRN Implementation Drivers.
NIRN Implementation Drivers
Performance Assessment

Systems Intervention

Coaching

Facilitative
Administration

Training

Decision
Support
Data System

Integrated &
Compensatory

Selection

Leadership

Adaptive
Graphics by Steve Goodman,2009

Technical

Slide 32

(Fixsen & Blase, 2008)
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Provide the following information:
How does this relate to workforce development and child welfare reform? As you can see
from the “drivers” diagram, selection, training, coaching, and performance assessment
are among the key drivers for successful implementation of systems reform, including
evidence-based practices and programs. To accomplish the changes needed for child
welfare system reform, we need a high-performing, committed, and experienced
workforce.
Show PowerPoint slide 33: Practitioners Are the Intervention.

Slide 33

Say,
In human services, practitioners are the intervention. Evidence-based practices and
programs inform how to interact with consumers and stakeholders, but the person (the
practitioner) delivers the intervention through his or her words and actions (Fixsen et
al., 2005). Thus the workforce is central to achieving success with your Change
Initiative.

1:15–1:25 p.m.—Key Issues in Workforce Development
Discuss the key issues in workforce development. Say,
In the Introductory Module we took a view from the balcony to look at workforce issues
nationally. We talked about some of the workforce challenges nationally and the
competitive disadvantages in the child welfare field.
We know that there are no silver bullets for addressing this issue, but we have
identified some keys to success in creating a committed, competent, and highperforming workforce.
Show PowerPoint slide 34: Keys to Success in Workforce Development.
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Keys to Success in Workforce
Development







Senior leadership commitment
Shared mission and values
Competency-based approaches
Agency climate
Data
Training
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Refer to Handout 4:12 Keys to Success in Workforce Development. Say,
This is a synthesis of the findings from the Recruitment and Retention projects funded
by the Children’s Bureau.
Review the key points:
• 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 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 staff values and the agency’s mission to improve
outcomes for children, youth, and families.
• Competency-based approaches: Job-related competencies 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.
Rhetorically, ask participants:
How do we intervene and put these keys to success into practice? We need to develop a
mix of best-practice strategies for recruitment, selection, and retention, and to link the
strategies together in a coherent framework. In short, we need an integrated and
compensatory framework for this critical implementation driver.
Show PowerPoint slide 35: Workforce Development.
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Say,
This graphic links the key components in workforce development. Please refer to
Handout 4:13 Workforce Development Framework. In this session we will be providing
an overview of the principles and examples of best practices that we can implement for
each component. We will have an opportunity to do a walk-around so that we can share
strategies you would like to know more about or possibly implement in your agency. In
this evening’s session we will have more opportunity for discussion and identify
additional resources. Note that these strategies are empirically based. Citations are
provided in the reference list in your handouts.
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Unit 17: The Role of Agency Leadership in Workforce
Development
Training Competency
17: Able to describe the role of agency leadership in promoting a stable, committed
and competent workforce.

Objectives
17a. Explains the connection between agency vision and mission and personal values in
promoting recruitment and retention of staff in a Change Initiative.
17b. Identifies leadership strategies to create a supportive learning culture and support the
role of the supervisor in promoting a stable and competent workforce.
17c. Describes key issues and promising practices in recruitment, selection, retention, and
performance management of staff.
17d. Crafts creative strategies for addressing workforce issues relevant to the cultural
environment of the agency.

1:25–1:35 p.m.—Foundations of Workforce Development
Introduce the foundations of workforce development.
Display PowerPoint slide 36.
The most important element in
Workforce Development is a
clear vision and mission.

A. True
B. False

36
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Read the “clicker question” on the slide:
The most important element in workforce development is a clear vision and mission.
Ask,
True or false?
Participants will have “clickers” that will record their answers electronically and tabulate
the group responses in categories. Ask participants to “click in” their responses. Once all
have been recorded, tell participants:
This statement is true. On Tuesday morning we talked about the power of vision.
Nowhere is this more important than in this quadrant of Leading People. This is
particularly true in a field such as child welfare where we are at a strategic
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disadvantage in so many respects—lower salaries and higher turnover, vacancy rates,
and workload.
People who are attracted to child welfare have a desire to help others. To stay in the
agency, they need to see that they are making a difference for children and families. To
attract and retain these mission-driven individuals we need to forge a link between
their individual vision and values and the vision and values of the agency. And to do
this we need both leadership and management (recall Monday’s discussion).
Show PowerPoint slide 37.

Slide 37

Provide the quote:
“If you want to build a ship, don’t drum up people to collect wood, and don’t assign them
tasks and work, but rather teach them to long for the endless immensity of the sea.” —
Saint-Exupery
Say,
When you look at this quote from Saint-Exupery, what are the leadership tasks and
what are the management tasks?
Bring out ideas from participants. Summarize the meaning behind the quote:
Teaching people to “long for the endless immensity of the sea” is leadership; collecting
wood to build the ship and assigning tasks and work are management responsibilities.
But what would happen if everyone sat around on the beach longing for the endless
immensity of the sea? Probably no one would leave the shore. Clearly, we need both. We
need to be inspired, and we also need to pay attention to the instrumental tasks. In this
quadrant that means attracting the right people, training them, and giving them the
tools to build the ship and sail it. And to avoid having a dysfunctional crew or a mutiny
at sea, we need to be sure people can work skillfully together and are committed to the
same vision throughout the voyage.
Discuss the differences in agencies that are most successful in attracting and keeping
people:
Agencies that are successful in attracting and holding on to talented people are able to
generate a shared sense of purpose and meaning through:
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•
•
•

A compelling vision and mission that are alive throughout the organization and that
communicate a desired future;
A set of guiding principles or core values that align with the work that is being done
(a practice model); and
Outcomes that provide clear performance expectations of staff.

Conduct an individual activity to assess how participants’ agencies are doing in terms of
workforce development. Say,
How is your agency doing in terms of these foundations for workforce development?
Let’s do a brief organizational assessment.
Refer participants to Handout 4:13 Organizational Assessment on the Foundations of
Workforce Development. Ask participants to take 3–4 minutes to fill out a worksheet to
assess their agency’s progress on these foundational strategies.
Briefly review their results. Ask,
Where were most of your checkmarks? If most were 4 or 5, your agency is doing a good job in
defining and communicating these key elements to staff. If you rated some as 1 or 2, keep
these in mind, and we will talk later about what you can do to improve the score.

1:35–2:15 p.m.— Promising Practices in Workforce Development
Tell participants:
Creating a high-performing and stable workforce starts with attracting the right people
and with job candidates’ making informed decisions about whether this job is the right
match for them.
Show a series of slides depicting promising practices related to recruitment.
Display PowerPoint slide 38.

Slide 38

Show PowerPoint slide 39: Best Practices in Recruitment.
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Best
Practices in
Recruitment
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Ask participants, “What recruitment techniques are used here?”
Generate the following techniques:
•

•
•

Appeal to vision/mission: Child welfare workers are attracted to the work because of
their desire to help children and families. An effective recruitment process makes a
clear connection between the individual’s values and the agency’s values and
mission.
Appeals to values of workers who stay: Workers who stay on the job show high levels
of motivation, commitment, and self-efficacy.
Realistic recruitment: It realistically addresses reasons for turnover: low pay,
paperwork, high caseloads, or upset parents, for example.

Summarize the discussion by saying:
It’s important to balance the vision and mission with realistic information about the job.
Some people leave soon after being hired because they have inaccurate expectations of
the job. This early turnover can be reduced through realistic recruitment and screening.
Display PowerPoint slide 40.
Realistic recruitment is a
method of discouraging
unqualified applicants
A. True
B. False
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Conduct another clicker activity to engage participants in the discussion. In the following
clicker activities, ask participants to indicate whether the statement is true or false.
Ask the clicker question:
Realistic recruitment is a method of discouraging unqualified applicants. True or false?
Once replies have all been entered and displayed in aggregate, say,
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This statement is actually False. Realistic recruitment is an approach where agencies
give applicants realistic information on both the positive and negative aspects of the job,
so that they can make informed decisions about whether the job is right for them. The
key word here is “unqualified”: Realistic job preview targets the recruitment and hiring
process at the type of person who will find that the positive aspects of the job outweigh
the negative aspects.
Transition to looking at the use of realistic job previews in recruitment.
Display PowerPoint slide 41.
Watching a Video about the
day-to-day work of the child
welfare professional makes
no difference.
A. True
B. False
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Ask the clicker question:
Watching a video about the day-to-day work of a child welfare professional makes no
difference. True or false?
Say,
False—A realistic job preview (or RJP) is a specific technique or mechanism for
providing realistic information about a job prior to hiring a person. RJPs can employ
many different strategies, including meetings with current staff, job shadowing,
brochures, and internships or volunteer programs. (Larson and Hewett, 2005).
Summarize the discussion about using realistic job preview videos:
Several states have developed videos to provide a realistic job preview (RJP) of the
position of child welfare caseworker. Watching an RJP impacts retention. After a year
on the job in Michigan, 6% of those who had viewed the RJP had left, compared to 22%
of those who had not viewed the RJP (Faller, Masternak, Grinnell-Davis, Grabarek,
Sieffert, & Bernatovicz, 2009).
This evening, we have some excerpts from RJPs available for you to view. Please note
that the links are in your references, and several examples are included, as well as
information on how to produce your own RJP. Agencies can and should use a number of
strategies in recruitment.
Discuss workforce development. Show PowerPoint slide 42: Workforce Development.
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Slide 42

Say,
Let’s now look at some key issues related to selection.
Display PowerPoint Slides 43-45 and ask more clicker questions. Tell participants to please
respond with either true or false. Use the questions as a springboard for discussion.
Display PowerPoint slide 43.
Focusing on entry level and
foundational competencies
will ensure the best decision
in the hiring process
A. True
B. False
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Ask the clicker question:
Focusing on entry-level and foundational competencies will ensure the best decision in
the hiring process. True or false?
Say,
True—you need to select for the personal characteristics that are most difficult to
change through training and supervision, such as adaptability, motivation, and
teamwork (Spenser and Spenser, 1993).
Display PowerPoint slide 44.
Finding the right questions to
ask will ensure the best
decision in the hiring process
A. True
B. False
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Ask the clicker question:
Finding the right questions to ask will ensure the best decision in the hiring process.
True or false?
Say,
False—There are no magic bullet questions; the trick is to know what to look for in the
answers. There are three types of questions: opinion, past behavior, and situational.
Research shows that all types are effective if they probe for the competencies needed for
the job and if the interviewers use scoring guides to rate the answers (Eder and Harris,
1991).
Display PowerPoint slide 45.
Having a standardized,
fair process will ensure
the best decision in the
hiring process
A. True
B. False
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Ask the clicker question:
Having a standardized, fair process will ensure the best decision in the hiring process.
True or false?
Say,
True—To make sure that your process complies with employment law and policy, you
need to make it standardized (such as asking the same questions and allowing the same
amount of time for each applicant) and ensure that all candidates receive the same
opportunity to demonstrate their competency for the job (Campion, Palmer, and
Campion, 1997).
Display PowerPoint slide 46.

Slide 46

Ask the clicker question:
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Support for handling stress, burnout, and secondary trauma is a key retention strategy
in child welfare. True or false?
Say,
True—As leaders, you are entrusted with the care of your staff and colleagues. This is
critically important when attending to the issue of creating a supportive organizational
culture. Child welfare workers need leaders who care for them not only professionally
but also personally. And supportive agencies have policies and resources to deal with
trauma and safety.
Discuss the role of agency culture in retaining workers. Briefly cover the information below:
Once we have people on board, we need to give them the support they need to tackle
tough problems and thrive.
A key leadership role is to create an organizational culture where people feel trust,
compassion, stability, and hope (recall our Monday discussion). People need to:
•
•
•
•

Feel supported,
Feel they are making a difference,
Feel valued, and
Be included in the decisions that affect them.

One way of meeting these needs is to create a learning culture.
Show PowerPoint slide 47: Organizational Learning Culture.
Organizational Learning
Culture
 is a system of values and
practices designed to achieve
systemic and ongoing
improvement in agency services
by supporting the continuous
learning of staff.
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Very briefly review the information below.
An organizational learning culture is a system of values and practices designed to
achieve systemic and ongoing improvement in agency services by supporting the
continuous learning of staff.
The premise behind the concept of organizational learning cultures is that when people
are encouraged to learn from experience and professional development, to share
learning, and to participate collectively in decision making, the organization and its
ability to implement its vision will benefit.
Refer participants to Handout 4:15 Learning Culture Assessment. Convey that this
assessment is very short, but can be used to help them think about their own learning
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environment. Offer the group a few moments to respond to the worksheet, and take a few
comments. Explain that they can use this tool later at their offices to rate their own
agencies.
Explain that having a learning culture includes a number of specific resources to support
continuous learning of staff.
Display PowerPoint slide 48.
The success of training is
the responsibility of the
training department.
A. True
B. False
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Ask the clicker question:
The success of training is the responsibility of the training department. True or false?
Say,
False—The training department cannot carry the whole burden of training
effectiveness.
The training unit needs to be a strategic partner, with clear linkages between the
agency’s mission, goals, and culture and the training and development efforts,
leadership commitment, and agreement on the competencies needed for effective
performance.
The resources this evening include materials to assess the effectiveness of your training
and development program.
Discuss performance management. Display PowerPoint slide 49.
The most critical question in a
Gallup survey of the core
elements to attract, focus and
keep the most talented
employees was: Do I know what
is expected of me at work?
A. True
B. False
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Ask the clicker question:
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In a Gallup survey, managers said the most important of five core elements to attract,
engage, and keep the most talented employees was the question, Do I know what is
expected of me at work? True or false?
Say,
True.
Show PowerPoint slide 50: Performance Management.
Performance Management
 Do I know what is expected of me at work?
 Do I have materials and equipment I need to
do my job right?
 Do I have the opportunity to do what I do best
every day?
 In the last seven days, have I received
recognition or praise for doing good work?
 Does my supervisor, or someone at work,
seem to care about me as a person
(Buckingham & Coffman, 1999)
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Say,
These were the top five questions (Buckingham & Coffman, 1999):
1. Do I know what is expected of me at work?
2. Do I have the materials and equipment I need to do my job right?
3. Do I have the opportunity to do what I do best every day?
4. In the last seven days, have I received recognition or praise for doing good work?
5. Does my supervisor, or someone at work, seem to care about me as a person?
Tell participants:
These questions go to the heart of performance management. To be motivated and
productive and to stay in an organization, employees need an environment where the
expectations are clear, where they receive ongoing feedback on how their performance
relates to the agency’s expectations, and where they receive support in developing skills
to do their best work on an ongoing basis.
A comprehensive performance management system is particularly important in child
welfare because performance expectations often seem ambiguous and changing.
Discuss the key role of the supervisor and why managers should focus on supervisors even
if they do not supervise them.
Display PowerPoint slide 51.
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The achievement of positive
client outcomes is linked to
effective supervision.
A. True
B. False
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Ask the clicker question:
The achievement of positive client outcomes is linked to effective supervision. True or false?
Say,
True. The research is clear (Mor Barak, Travis, Pyun, and Xie, 2009). Child welfare
supervisors are key to the development of a high-performing, stable child welfare
workforce and to attaining worker outcomes.
Refer participants to Handout 4:16 Research Findings Regarding Supervision and very
briefly review the information below.
Display PowerPoint slide 52: Supervision.
Supervision
 “Effective supervision of workers in
social and human service
organizations has the potential to
generate positive client outcomes:
ineffective supervision can be
detrimental to both workers and their
clients”.
(Mor Barak et al, 2009, p. 652)
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Provide the following information:
“Effective supervision of workers in social and human service organizations has the
potential to generate positive client outcomes: ineffective supervision can be detrimental
to both workers and their clients” (Mor Barak et al., 2009, p. 652).
For this reason, it is critical for leaders at all levels to advocate for support for effective
supervision. Effective supervision includes frequent, mandatory supervisory sessions
and supervisory training on providing effective task assistance, building strong
supervisory relationships, and increasing supervisory support for workers.

2:15–2:40 p.m.—Walkabout
Trainer Note: Prepare the following flip charts ahead of time. Pre-print the seven flip charts as posters and place
a corresponding blank flip chart next to each one, for the participants to note their own name, state, strategy etc.
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(1) Agency vision/mission: Clear vision and direction from agency leaders; Alignment of vision and values with
agency practice and workforce development; Staff viewed as the most important asset; Job responsibilities
and competencies defined; Communication structures in place
(2) Recruitment: Recruitment plan; Realistic recruitment; Realistic job previews; Multiple recruitment strategies
(Internet, inside recruitment, etc.); Flexible approaches to expand pool (older workers, non-white workers,
students)
(3) Selection: Partnership with human resources; Entry-level competencies defined; Multiple screening methods
used; Standardized approach
(4) Learning culture: Learning culture concepts valued; Competency-based curriculum for all positions;
Thorough system of new employee orientation and training; Professional development for all staff; Coaching
and mentoring programs for all staff
(5) Supportive culture: Flexible work arrangements; Worker safety measures; Recognition and support for
trauma stewardship; Employee Assistance Program (EAP) to address stress and trauma
(6) Performance Management: Performance management system aligned with competencies and practice
standards; System addresses underperformance and recognizes high performance
(7) Unit Supervisors: Standards and competencies for supervisors; Supervisory training; Effective supervision
for supervisors.

Show PowerPoint slide 53.

Slide 53

Provide the following introduction:
At the beginning of this unit we talked about the challenge of mobilizing people to
tackle tough challenges and thrive—we used the metaphor of building a ship. As we
have seen, mobilizing the workforce has many components, and each of them includes
both leadership and management tasks. We’re now going to apply these concepts to our
own agencies and Change Initiatives.
Instruct the group:
We’re now going to do a walkabout. We have posted seven flip charts around the room.
Each of them includes some of the strategies that have been identified as important to
workforce development.
We are going to count off by 7’s. Each of you will get a number. Once you have a number
assigned to you, go to the poster with the corresponding number at the top of that
poster. Once your group is complete, read the poster.
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If the topic on the poster has implications for your Change Initiative, place an asterisk
across the top of the poster to the right so that we can tell which topics seem most
relevant to the work you are doing.
Use the blank poster to the right of the written material to note the following: (a)
Questions you have about what you think you need or what interests you on this topic,
and (b) solutions you are trying or approaches to accomplishing the goal related to the
poster. If you post a solution or approach that you are using, please give a little detail
and then indicate your name and state so that we can find out more about what you are
doing.
Display PowerPoint slide 54: Walkabout Instructions.

Slide 54

Say,
Next to each poster, you will find a blank poster for your notes and comments. Walk
around and spend 3 minutes at each flip chart. Put your name, state, and what you are
doing.
After 3 minutes, when you hear the chimes, please move to the next flip chart and
follow the same instructions. The intent is for all small groups to move through each
station. The instructions are displayed on this slide as a reminder.

2:40–2:55 p.m.—Break
Break clip: “Where the hell is Matt?”
Trainer Note: Logistics team will toggle and press play on YouTube video to start break.
Trainer Note: During the break, review the flip charts to get a sense of which items are most frequently cited in
terms of what people are already doing; what they would like to know more about; and which strategies have
implications for their Change Initiative. Note the names and states next to some of the strategies where there are
many questions and identify some resources from the flip chart.

2:55–3:05 p.m.—Large-Group Review
Reconvene the group and facilitate a discussion about the promising strategies related to
workforce development. Rather than reviewing all of the responses, ask participants from
the states to respond with their solutions using the following instructions:
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1. Note the topics (of the seven posters) that the group has indicated to be most
relevant to their Change Initiatives (count the asterisks on each poster).
2. Ask the participants who identified solutions to describe what their state or tribe is
doing.
3. Move to the next poster and repeat until all posters have been covered.
Explain that the evening session will feature resources on workforce development,
including the chance to look at some realistic job preview videos that they can access online.
Remind them of the coaching opportunities still available if they’d like more information
about a particular strategy. Remind them of the NCWWI website and the opportunity to
continue developing their “competency drivers” through workforce improvements as their
initiatives unfold.
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Unit 18: Leveraging Diversity to Accomplish Group Goals
Training Competency
18: Demonstrates the importance of facilitating cooperation and motivating team
members to accomplish group goals.

Objectives
18a. Applies strategies to foster an inclusive working environment where diversity and
individual differences are valued and leveraged to achieve the group vision and
mission.

3:05–3:15 p.m.—Teams
Introduce this section with the following:
In this unit we’re going to explore what it means to be a team, how to successfully lead
teams, and ways to identify and build on the strengths of
team diversity.
Ask,
What does it mean to be a team?
People come together in groups for a variety of reasons. Teams are special in the
following ways.
Show PowerPoint slide 55: What Is a Team?

Slide 55

Review:
Teams have the following characteristics:
•

Common goals: Members share common goals.

•

Interdependent: Members need each other to achieve the goals.

•

Defined identity: The team has its own collective identity distinct from that of the
individual members.

•

Stable over time: Members work together over time even when the agency
experiences attrition.
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•

Independence and autonomy: Teams can manage the work of the team.

•

Social system: Teams operate as a social system while being affected by the larger
context (from Butler Institute for Families, 2005).

Continue the discussion with the following:
Teams are critical to systems change. Charles Glisson and his colleagues found that
organizational interventions that focused on small groups or teams were more likely to
be successful and lead to improved outcomes for children and families.
Review the role of the Team Leader:
The role of leadership is to communicate a clear vision; operationalize performance
standards; create a safe environment to explore, question and learn: and support the
team’s implementation of the plan to achieve the goal.
Think about “dream teams” in sports where individual stars are brought together for a
specific event or championship. The challenge is to create an environment where the
whole becomes greater than the sum of the parts. By applying the strategies we
discussed on Tuesday morning (developing a vision statement, clear identity, artifacts,
and celebrations), the team will build cohesiveness and a sense of shared purpose.
The LEAD model (Rees, 1991) is a useful framework for facilitating the team.
Show PowerPoint slide 56: Functions of Team Leadership.
Functions of Team
Leadership
 Lead with a clear purpose,
 Empower to participate,
 Aim for consensus,
 Direct the process.
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Refer participants to Handout 4:17 Using the LEAD Model. Cover the information below:
The functions of team leadership are to: Lead with a clear purpose; empower to
participate; aim for consensus; and direct the process.
We have included in your handouts a checklist that can be used to guide team behavior
in your own Change Initiative. This evening we will also have handouts on team
facilitation.
Discuss cultural responsiveness and leveraging diversity within the team:
Cultural Responsiveness and Leveraging Diversity are two important competencies in
this quadrant of Leading People. Teams are often diverse, with members from different
disciplines and stakeholder groups. The diversity of the team is a source of varying
strengths in the quest to achieve common goals. The role of leadership is to support a
National Child Welfare Workforce Institute
www.ncwwi.org

A Service of the Children’s Bureau, a member of the T/TA Network
© September 2013

48

Module IV: Leading Results & Module V: Leading People
culture where diversity among members is valued and promoted as a way to maximize
the collective potential.
Your team will best serve its common goals if members have complementary strengths.
Your role is marshaling strengths and leveraging diversity to efficiently and effectively
work together to achieve the common goal.

3:15–4:15 p.m.—Cultural Responsiveness and Leveraging Diversity
Introduce the activity:
We’re going to a have a large-group exercise now where we see how the Fatherhood
Collaborative uses the skills related to the competency “Leveraging Diversity” during a
meeting.
Show PowerPoint slide 57: Indicators of Leveraging Diversity.
Leveraging Diversity
 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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Review:
•

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.

Tell participants:
All of you will be part of this activity along with the trainers. Let’s set the scene for you.
Trainer Note: Have participants read along on Handout 4:18 Setting the Scene. Also note Handout 4:19
Collaborative Members. Or ask three participants to each read a paragraph.

Say,
The Fatherhood Involvement Initiative has been operating now for well over a year and
is in the beginning of the Full Implementation stage with some of its components. 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: (a) to participate in their child’s
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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 State Automated Child Welfare Information
System (SACWIS) data and other information about these two goals. They found that,
overall, an increased percentage of absent fathers now participate in family team
meetings and 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. The observers 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, including the two goals 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.
Conduct the fishbowl demonstration. Say the following:
We are going to create this collaborative meeting right here at the front of the room.
One trainer will play Terry, who facilitates the meeting, and I will be the fishbowl
facilitator. We’ll ask 10 of you to volunteer for the roles of the Collaborative members
who attend this meeting. Each of you will be given a card that describes:
•
•

Who you are, including your job and your race/ethnicity, and
Some of your thoughts, concerns, and ideas about this aspect of the Fatherhood
Involvement Initiative.

Those of you who play these roles will join us in the big circle at the front of the room.
The rest of you will be the “balcony angels.” You will observe the meeting and think
about how the participants might be more productive, especially as it relates to
leveraging the diversity within the Collaborative to better understand and problem
solve about the two goals and how well they are being achieved. As you will see, many of
the Collaborative members have strong concerns and sometimes differing views about
this issue. Part of Terry’s job is to leverage the diversity of views to support a productive
meeting. And, as part of “giving the work back to the people” and “distributive
leadership,” Terry also encourages others to help with this. Your jobs as balcony angels
will be to offer suggestions as to how the various players might act to keep the meeting
on a productive path by leveraging the diversity of ideas.
I will be the fishbowl facilitator. I will call time-outs frequently and ask the audience to
do two things:
1. Analyze what seems to be going on in the meeting, and
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2. Suggest what various players can say or do to make the meeting productive,
especially by leveraging the diversity within the Collaborative. We will go over the
strategies for leveraging diversity before we get started. Remember, too, we will
want to help Terry give the work back to the people and to distribute leadership.
Everyone’s job is to work toward understanding and planning regarding the two
goals AND also to help make the meeting productive.
Show PowerPoint slide 58: Collaborative Members.
Collaborative Members
 Role 1: Thaddeus Marshall  Role 6: Mr. Dan Begay
 Role 2: Marcelle Dumont

 Role 7: Dr. Sandra Chan

 Role 3: Rev. Asa Hopkins

 Role 8: Mr. Carl Johansen

 Role 4: Mr. Ramon Garcia

 Role 9: Mrs. Jenna Fleming

 Role 5: Mr. Tom Alverson

 Role 10: Ms. Inez Ibera
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Slide 58

Discuss each role. Ask for volunteers for each role. As people come forward to sit in the
circle, give them their individual role cards and ask them to read them silently.
Trainer Note: The information for these role cards is in a separate document.

Go over Handout 4:20 Leveraging Diversity again for everyone.
Begin the fishbowl by introducing each Collaborative Member.
Ask Terry to begin the meeting. Terry will use the following Trainer Note to welcome the
Collaborative members and to frame the issue at hand.
Terry’s Trainer Note:
Content: Welcome, and thanks for coming to this meeting. As I said in the memo, we have some new
data about our effectiveness in involving fathers in family team meetings, as well as in their willingness to
make a practical commitment to being involved with their children while in this meeting. As you saw, we
are generally doing a lot better than we were before we instituted the father finder position, trained our
workers, and began working more with the Fathers Forever project. But we are far from where we want
to be. One item of concern is that the data show that among all the absent fathers we identify, the white
fathers are more likely than fathers of color to attend a family meeting and, when there, to make a
practical commitment to being involved with their child after the meeting. We aren’t sure why that is. We
know, as the memo said, that white absent fathers are generally older, have more formal education, and
are more likely to have jobs, and this could account for some of it but likely not all. We want to get your
ideas about that today as well as to help us think about strategies to rectify this disparity. So, I’d like to
open it up to your thoughts and ideas. I know that all of us have met several times, so I think we’ll be okay
to skip introductions.
Process: Demonstrate the facilitation skills needed to be an effective leader with this group such as;
•

Establish ground rules (may bring in the ground rules established by the LAMM),

•

Get each view on the table,
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•

Articulate competing claims and positions heard,

•

Be aware of and respond to body language and communication patterns that indicate issues,

•

Generate and commit to experiments (generate consensus to try several strategies, etc.), and

•

Establish a new norm and share responsibility for the whole.

Activity Facilitator: As the meeting begins, observe times when the meeting’s dynamics are
interesting, when differences arise, and when things seem to be productive or not
productive, especially in relation to leveraging diversity. Call time-out as needed and ask
the audience the two questions:
1. What is going on in this meeting right now?
2. Does someone have a suggestion for Terry or one of the other players about what to
do or say now in order to better leverage diversity?
When an audience member makes a suggestion, have the role player say or do what the
audience member suggests. Let the meeting go on for awhile and stop again as needed,
repeating the questions.
After 40 minutes, tell the participants they have 2 more minutes and then end the meeting.

4:15–4:20 p.m.—Large-Group Debrief
Ask each Collaborative member to say briefly how they think the meeting went in terms of
getting to the various points of view about the issues and the solutions. Then open it up to
the audience for the same. Ask the whole group for lessons learned about leveraging
diversity.
Summarize the activity with the following:
A strength-based approach to teams recognizes commonalities among the differences,
and that distributive and inclusive leadership builds on collective strengths.
Trainer Note: Suggest that participants may want specific coaching assistance on topics covered during the
afternoon and how these topics relate to their Change Initiatives. Topics include workforce development
strategies as listed on the flip charts for the walkabout, creating commitment by focusing on vision and mission,
and/or leveraging diversity.
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Unit 19: Leader’s Demonstrated Commitment
Training Competency
19: Able to demonstrate commitment to continuous learning as a leader and
address systems change issues.

Objectives
19a. Reviews and modifies personal development plan in light of Leading People concepts
and skills.
19b. Reviews and applies leadership skills in the area of Leading People to own Change
Initiative.

4:20–4:50 p.m.—Learning Circle
Conduct a Learning Circle for participants to apply the afternoon’s learning to their Change
Initiative and/or Learning and Action Plan Journal. Refer participants to Handout 4:21
Learning Circle and explain that this handout reflects questions relevant to this afternoon’s
training. Remind participants that the Learning Circles are self-guided and an opportunity
to apply today’s training to their Change Initiatives and/or other leadership experiences.
This is a time to go deeper with the day’s material and make it even more relevant. Move
them into their pre-assigned Learning Circle groups and assign a location (either in a
breakout area or a corner of the room).
The questions on this handout are:
•
•
•

What workforce development strategies are relevant to your Change Initiative?
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?
How can you more effectively leverage diversity within your program/agency to
achieve your Change Initiative?

Each person in the group should contribute to the conversation and monitor each other so
everyone gets a chance to participate. Remind participants to record pertinent information
in their Learning and Action Plan Journal.

4:50–5:00 p.m.—Review of the Day
Reconvene the group and conduct a brief review of the day. Ask,
•
•
•
•

What were some significant learning points from today’s training?
What was your “aha” moment?
What would you change about the day’s training?
What would you like more information about?

Show Power Point Slide 59: Key Points From Today’s Training,
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Slide 59

Remind participants to think about which elements of today’s training they’ll want to
incorporate into their Friday presentation and make appropriate notes.
Transition to discussion of instructions for Friday’s presentation.
Trainer Note: Prior to providing instructions, assign participants to small groups of five people. Do not use the
same Learning Circle groups, as members of the Learning Circles will already be familiar with each other’s Change
Initiatives. Mix them up in whatever way makes sense for the group.

Provide information about the Change Initiative presentations. Acknowledge that they
have already started to prepare their presentations, but they also have this evening to get
ready. Refer them to the Presentation Outline they will find in their Day Five Handouts for
further guidance (Handout 5:1 Change Initiative Presentation Instructions, Handout 5:2
Change Initiative Stakeholders Instructions, and Handout 5:3 Feedback Form; have hard
copies of instructions ready for participants and trainers/coaches). Remind them that they
can present with a PowerPoint (on individual laptops), flip charts, posters, verbal
presentation, handouts, logic models, and so forth. Their job is to explain their Change
Initiative within the context of this week’s content related to leadership and
implementation science and do so in a compelling way that will engage their stakeholders
and engender their commitment to the Change Initiative. As an added bonus, this may be
something that they can reuse back at their agencies to communicate about their Change
Initiatives.
Remind them to be sure to review all of the questions in the Instructions handout, and
cover them to the extent possible within the 10-minute slot allocated for each presentation.
Explain that we will meet briefly in the morning then disperse into small groups.
Say,
Each group will be assigned an area, either in this room or outside of it. Presenters can
use their individual laptops to show their PowerPoint presentations to their groups. We
will also provide flip chart paper for each group.
Remember to think about who your stakeholders will be and write their affiliations on
the sticky notes to distribute before your presentation. For example, you may have
stakeholders designated as “Parent Partner, Court Liaison, Community Mental Health
Provider, Parole Officer,” and so forth. We will assign a trainer to each group during the
presentation time.
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Distribute sticky notes now to each person. Let participants know that the trainers are
available for any last-minute coaching tonight, including during the resource fair time.
Tell them of the location and time of tonight’s Workforce Development Fair. Remind them
once again of the coaching that is available either to discuss today’s presentation or to
assist with their Change Initiative and presentation. Now is their last chance—at least for
this week.

5:00–7:00 p.m.—Workforce Development and Presentation Coaching Fair
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