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Supervisor Capacity Building: Putting the Pieces Together

The Administrative Supervisor
	During your classroom experience this week, you were introduced to your role as an Administrative Supervisor. Administrative Supervision is concerned with the efficient and effective delivery of services.  For administrative supervision, the primary goal is to ensure adherence to agency policy and procedure. The primary issue or problem in administrative supervision is the lack of adherence to agency policy and procedure.  

This week you will begin to apply the lessons learned to the work you do.  
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“In fact, leaders of companies that go from good to great start not with “where” but with “who.” They start by getting the right people on the bus, the wrong people off the bus, and the right people in the right seats. And they stick with that discipline—first the people, then the direction—no matter how dire the circumstances.” Jim Collins, Good to Great.

Having the right people on your team is the foundation to being a successful leader.  During your classroom study, you discussed 10 entry level competencies for Case Managers.  Another way to look at those characteristics would be:



	Reasonably Intelligent
	Emotionally Mature
	Ability to do the Work
	Passionate about the Goal

	1. Analytic Thinking


	2. Interpersonal Relations


	3. Planning and Organizing Work


	4. Sense of Mission



	5. Observation Skills


	6. Self Awareness/ Confidence


	7. Adaptability


	8. Motivation



	
	9. Teamwork


	10.  Communication Skills
	

	During your first week of classroom training, we discussed the role of supervisor as a “recruiter”. Some of you will be directly involved in recruiting and hiring new staff, while others play an indirect role.

Regardless of your involvement in the process, it is beneficial to understand how the process works. Most important, as a supervisor you should have a clear picture of who you want on your staff representing the agency and the work we do.
Defining the characteristics of a new employee before the interview will allow you to be focused in the questions asked during the interview. 
 

	Review the standardized questions utilized by your county office for interviewing new case managers. If you are not directly involved in the process, please obtain this information from the county director or the person(s) involved in hiring for your office. Have a discussion with them about the hiring process and questions asked during an interview.
Analyze the questions against the lenses of desirable characteristics.  What do the questions tell you about the individuals intellect, emotional maturity, ability to do the work and passion for the agency goal?

Compose additional questions that would address any gaps in information identified.

	Record your findings in your Journal. Schedule a time with your mentor to discuss these findings. Be prepared to share your suggestions with your county leadership.
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CFSR, Performance Items, PIP, WIGS, Cadence Calls, and Data Management have become common language in every DFCS office.  If you have not already done so, review CFSR Performance Items.  Close examination of the Performance Items will support Best Practice.  Safety, Permanency, and Well-being are not empty words supported by data.   The Performance Items are about children having a chance for healthy, productive lives.  

That said it is also about holding people accountable for doing the “right work”.  As the supervisor, you will be the leader to set the tone for doing the right work.  In this project, you will begin to analyze the data with a new lens.  

ATTEND the Weekly Cadence Call.  Cadence Calls are held each Monday at 4:00 p.m. via teleconference. A power point slide presentation accompanies the cadence call. Arrange with your supervisor/county director to view the presentation and listen in on the call.

Critical WIG and PIP items such as “timeliness of investigations” and “Every Child, Every Month” statistics are reviewed at the Regional levels. In addition and most important-you will hear discussion about best practices and ways to improve practice during the Cadence Calls.

How to access the Cadence Calls:
To join the call:  Dial 1-877-402-9753
Meeting Number is:  3393737#
Remember to exercise your Leadership Voice by answering the roll call.  

Take some notes on the following during the Cadence Call:
What does the data tell you:

· Are the scores good enough? 

·  Would the scores be good enough If you were emotionally connected to that one child that was not seen, or not protected, or did not have his/her educational needs met?  

· Did you feel that the discussion was about “ownership” or “compliance”?  

·  How does the message being delivered influence you?  

· Does the data support best practice? 



	Record your hypothesis and assessments in your journal.

Schedule a time to discuss this information with your mentor before the next classroom training (Unit 2-Supervisor as Coach). Be prepared to discuss your findings with county 

leadership.  


	The Data Miner     [image: image3.wmf]
Data can give periodic information on performance, reinforce successes, and make adjustments to address deficiencies. When used properly, data and outcomes measurement will create an outcomes based culture, where practice and administration are mutually reinforcing.
Dig a little deeper.  Pick one of the Performance Item scores discussed during the Cadence Call that applies to your unit.  Pull a data report from Georgia SHINES that reflects how your unit is performing in this particular area.  
Analyze:  What does the data tell you?  

· What is the value of this data?

· How does the data for your unit compare to the regional data?

· Are the results a reaction to compliance, or is the culture in your unit value centered to doing the right work?  
· Does a “victim” culture exist that is supported by “justifications”?

· Which of these things are within your circle of influence?
· What can you do to support or change the culture?

· What does the data tell you about individual performance?

· What individual training needs have been assessed?



	Record your assessment in your Journal.  

Discuss your findings with your mentor.
To help you organize your thoughts, consider using the following format:



	Identify indicators that support your culture hypothesis

	Value-Centered Performances
	Reactive Compliance

	
	

	You will use this assessment in the next week of Skill Building. 
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