Supervision Sustainability Plan – Agency Level
I.

Introduction

The State of Connecticut contracted with the Yale Center for Workforce Development to help develop the
capacity of front line supervisors to train, manage, and mentor direct care staff with the support of web-based
learning resources. Called the Supervision Competency Development Initiative (SCDI), it was broken into two
phases. The first phase (May, 2008-December, 2008), now completed, was focused on core skill development
for four domains of supervision: quality of care, administration, professional development and support. The
second phase, commencing in January of 2009 and lasting through September 30, 2009, will focus on
developing an agency-specific plan around the sustainability of these skills. Complementing both phases is a
web-learning system designed to reduce the need for didactic in-service training and increase the use of
workplace-based learning that is guided by the supervisor and supported through e-learning modules.
II.

Overview of Sustainability Plan

The eight-part plan outlined below is designed to sustain the three specific supervisory competencies learned in
Phase I of the project: managing supervisory relationships, managing job performance, and promoting
professional development. The elements of the plan are to be provided through a combination of telephonic
and on-site consultation.
III.

Sustainability Plan
A. Agency Wide Supervision Plan

Agency leadership will be asked to develop and adopt an organizational plan for supervision. Senior leadership
involvement in this process is essential, along with a process for educating staff members about the plan and
conveying senior leadership support. The plan should be designed to encompass technical or practical aspects
of supervision, as outlined in other items below. It should also attend to building a “culture of supervision”
within the agency.
B. Adoption of Supervision Standards
Each agency will be asked to adopt, and if necessary adapt, the supervision standards developed through the
Council on the Workforce for Adults. Technical assistance will be provided to help integrate these standards
into agency operations and day to day practice.
C. Utilization of E-Learning Modules
Each agency has been provided access to a library of online resources designed for both clinical and non-clinical
staff working in public sector behavioral health. Trainings are typically 60-90 minutes in length. Agencies will
ask direct care staff to engage in one training per month. To help facilitate this process, event calendars and
electronic messages will be sent to staff as training reminders.

D. Adaptation of Job Descriptions and Performance Reviews
Agency human resource departments will be asked to modify job descriptions for supervisors to more
thoroughly or accurately reflect their role and responsibility as supervisors in the workplace. Examples include:
(1) responsibility for a supervisee’s completion of administrative tasks; (2) review of a supervisee’s practice
with clients and assurance it meets necessary quality standards; and (3) development of individualized
professional development plans for/with supervisees on an annual basis.
E. Data collection and agency-based surveys to track activity and impact
Supervisors and supervisees will be asked to complete a 10-15 minute survey annually focused on the three
supervisor competencies taught in the workshops: managing supervisory relationships, managing job
performance, and promoting professional development. Survey results will be provided to agency
administrators allowing them to understand areas where supervisors may need additional support and/or
improvement. Survey results will be provided in the aggregate and be entirely anonymous. The Yale Center for
Workforce Development will provide consultation focused on assisting in the interpretation of this data and
incorporating it into a practical, agency-wide quality improvement plan focused on supervision and its
sustainability within the agency.
F. Creation of a Learning Community
The concept of mutual aid is central to successful implementation of the supervisory model taught in the
workshops. Through learning communities small cohorts of staff (8-10) will be asked to meet on a monthly
basis. The goal of the learning communities will be to (1) help supervisors be responsible for their own learning
and sustainability of the core skills learned in the workshops; (2) maintain motivation for learning about
supervision and continued efforts in nurturing these skills; (3) mentor junior supervisors in the agency; and (4)
increase camaraderie and collegial support among supervisors agency-wide.
G. Continuing Education
An annual training will be provided through the Yale Center for Workforce Development (YCWD). Topic
areas will be developed in conjunction with the quality improvement needs of participating agencies. The Yale
Center for Workforce Development will attempt to secure continuing education credits (CEUS) for these events.
H. Professional Development Plans
Developing professional development plans for staff is an essential element in continuing education and
retaining qualified personnel. On an annual basis, each staff member will have a professional development plan
outlining their individualized educational needs. Supervisors will be expected to review this plan quarterly with
staff allowing for ongoing dialogue and assurance that these plans are being implemented.

