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Executive Summary

According to the literature, the key variable in successful youth development programs is staff.
Given the importance of a strong staff to the success of any youth development program,
Milbrey McLaughlin, in conjunction with the Boys and Girls Clubs of the Peninsula (BGCP),
presented our group with the task of exploring issues related to staff training and development.
Our goal in this study was to conduct an examination of the training and professional
development practices of BGCP and identify any areas for further growth.

We focused our evaluation around four research questions:

1. What do BGCP staff members want, by way of staff training and professional
development?

2. What type of training and/or opportunities would provide motivation and needed skills?

3. Do good development and training models exist in other community-based youth
programs?

4. Are there relevant opportunities for BGCP at nearby universities and community
colleges?

Through qualitative research methods, which consisted of staff and managerial interviews
across the three BGCP sitest East Palo Alto, Menlo Park and Redwood Cityt four themes for
exploration emerged. These four themes provided the lens through which we analyzed relevant
literature and framed our implications for how staff training and professional development at
BGCP could be improved and expanded upon.

Organizing and Implementing Staff Training and Professional Development

By filling the need for pre-service and ongoing training that adequately prepares new and
continuing members to meet the demands of their positions, and by restructuring current staff
training and development into more manageable sessions, BGCP can make its current training
structure more effective.

Building Organizational Culture

A second way to strengthen existing staff training and development is by focusing on building
organizational culture. Based on our findings, we recommend that BGCP consider building on its
staff mentoring program and establishing site-specific organizational norms that will guide all
staff interactions.

Current Training Needs for Staff

Staff outlined two areas in which they would like more training. Specifically, staff would like to
build their positive behavior management skills and build their skills specific to working with
youth from high poverty backgrounds.



Future Professional Development and Opportunities to Grow

By taking an active role in providing all staff members with a clear understanding of

BGCPK . D/ ! Q& AYYSNI g2NJAy3ITas | RRNBaaAy3d, anKS$S
providing all staff with opportunities for continuing education, BGCP will not only create a more
highly skilled staff but will also contribute to the further expansion of the youth development
career field.

Introduction

BGCP requested an exploration of staff development and training. Specifically, our group set
out to answer the following questions:

1. What do BGCP staff want by way of staff training and professional development
opportunities?

2. What type of training and/or opportunities would provide motivation and needed skills?

3. Do good development and training models exist in other community-based youth
programs?

4. Are there relevant opportunities for BGCP at nearby universities and community
colleges?

In order to address these questions, we engaged in an extensive review of literature. The
articles we consulted pertained to youth development, community organizations, teacher
development, organizational behavior, and best business practices. Additionally, we
interviewed eleven full time BGCP staff members, including five managers. Finally, given what
we learned from the interviews and the literature, we sought out best practices and local

2L NI dzyAUGASE (2 KkpRKRedBainiagnéedsivants. AswalYve Belel Q S

careful to focus our recommendations on only the most cost effective options.
Our findings fall into four different themes, which we address in detail in this report:

Organizing and Implementing Staff Training and Development
Building Organizational Culture

Current Training Needs for Staff

Future Professional Development and Opportunities to Grow

HonE

Literature Review
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Organizing and Implementing Staff Training and Professional Development

The literature on youth development suggests that a strong staff is a critical variable in a

LINE 3 NidccgssY@arnegie Corporation 1992, Fancsali 2002, Huebner et al. 2003, Astroth et
al. 2004). Moreover, effective staff training and professional development can help to produce
positive youth outcomes and increase retention of youth workers (Fancsali 2002, Huebner et al.
2003, Astroth et al. 2004, Hartje et al. 2007). With regard to organizing and implementing staff
training and development, the literature focuses on timing and scheduling concerns, as well as
strategies for effective implementation.

Fancsali (2002) recommends that staff development occur on an ongoing basis. More

specifically, the National Staff Development C2 dzy OA f & dz3 3 S & (sgendétheasth & SR dzO |
quarter of their work time on staff development activities (Richardson 1997)*. With regard to

scheduling staff development, Jackson (2006) suggests that the timing of staff development can

affect the success of the development program, itself. Consequently, she recommends that the

timing of the training schedule be developed with consideration of staff needs and wants.

In terms of strategies for effective implementation, Astroth et al. (2004) recommend that

training should address what the position entails and the skills necessary for competency. As for

the ideal format of staff development, Jackson (2006) recommends that trainings focus on the

GYFAY LRAyGaég FyR (F1S Ayd2 | 002dzyi RAGSNRS f
activities as well as time for discussion and questions. Hirsh (2002) affirms these

recommendations and further suggests ways for organizing and implementing staff training and
development sessions that include:

1. Establishing expectations for team learning: Why are we meeting?

2. Specifying the content for learning team time: What we will be discussing?

3. Teachingpr2 0SaasSa GKIFIG SyO2dzNF 3S avyz220K YSSGAy3:
build consensus, address conflict, negotiate, facilitate conversations, run effective
meetings, use dialogue, and engage all participants¢ (n.p.).

Additionally, Darling-Hammond and McLaughlin (1995) outline how professional development

should look (in the public school context): & (i S | @eédopfkrtunities to share and discuss
ideas and strategies, connect concepts, work and learn from one another,etcé 06 MU0 @

Building OrganizationaCulture

Literature pertaining to team building and culture is varied in scope and foci. One area of
emphasis relates to staff mentoring for welcoming individuals to an organization. Allen et al.

' N.b., the National Staff Development Council primarily focuses on educators, rather than youth development

workers. Nevertheless, since none of the youth development literature that we surveyed provided specific

information as to the amount of time that should be spent on staff development,we 6 St A S@S G KI G GKS b {E
guidelines might provide a fruitful jumping off point for determining the appropriate amount of time for BGCP to

spend on these activities.



(1999), for example, study a mentoring program and find that psychosocial and career-related
mentoring positively affects socialization, organizational relationships, and the ability to cope
with stress. As well, Mincemoyer and Thomson (1998) conduct interviews to discern what
effective mentoring programs entail. They find that similar program responsibilities, geographic
proximity, frequent information sharing, successful initiation of the relationship, friendship,
clear expectations, and good mentor attitudes are all elements of successful programs.

A second emphasis in the literature is norm-setting and team building. Bolman and Deal (2008),
as well as Hardy and Grace (1997), suggest that managers must be responsible for team
building and norm-setting, and that it must be a daily process. Hardy and Grace (1997) suggest
that this must occur when warning signs develop, such as low productivity, unresolved
interpersonal conflicts, unclear discussions, role ambiguity, and complaints that the team does
not respond to the needs of others. As well, they warn that norm setting will not be successful
unless there is group commitment, involvement, leadership, and positivity. Synthesizing this
literature, Rosenfeld and Richman (1997) find that team building and norms provide tangible
support, informational support, and emotional support. In this way, the authors suggest that it
can be beneficial to administer a survey to evaluate the degree to which current norms support
the team (see Appendix 2.2).

A third area emphasized in this literature describes how organizations struggle to create norms
that aid both genders. Gender bias in organizations is usually subtle (Watkins et al, 2006), but it
can create a culture in which it becomes difficult for people to adhere to their individual value
systems (Meyerson, 2001). Ibarra and Petriglieri (2007) find that women in organizations may
further struggle to adhere to their value systems due to a lack of female role models higher up
in the organization. Also, Thomas-Hunt and Phillips (2004) provide evidence that when a
woman is an expert in a group, she is less likely to be listened to than a man in the same
position, which can result in women receiving less recognition than men and women being
selected fewer times to share information with groups (Thomas-Hunt and Phillips, 2004). In this
way, managers need to understand what goes on when people talk to each other to ensure that
everyone is being heard (Page, 1996). Meyerson and Kolb (2000) point to organizational
gendering through formal and informal structures, symbols and images, everyday interactions,
and internalizations and expressions of gender identities. They suggest that a critique of
organizational practices helps address these gender biases, followed by experimenting in
changing gendered issues. They also suggest that asking for a narrative from staff, in which
they explain how they are experiencing these changes, can work to combat even subtly biased
embedded practices.

Current Training Needs for Staff

Given the importance of a strong staff in shaping successful youth development programs,

' A30NRPGK YR ¢F&ft2NJouwnnno NBLER2NI 2y GKS
define what successful youth workers are doing. Essentially, NCY reviewed existing
competencies circulating in the field, sought feedback from many youth-serving organizations

bl
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and their staff, and ultimately decided on a set of ten core competencies i K I (i -l&v8l y (1 NB

workers, including part-time and full-time staff and volunteers, should possess when they begin

a job or should acquire during the firstfSg &SI N&R (G2 06S STFFSOGADS GKSY
(30).

The core competencies are as follows:

Understands and applies basic child and adolescent development principles
Communicates and develops positive relationships with youth

Adapts, facilitates, and evaluates age-appropriate activities with and for the group
Respects and honors cultural and human diversity

Involves and empowers youth

Identifies potential risk factors (in a program environment) and takes measures to
reduce those risks

7. Cares for, involves, and works with families and community

8. Works as part of a team and shows professionalism

9. Demonstrates the attributes and qualities of a positive role model

10. Interacts with and relates to youth in ways that support asset building

o s wbhE

Similarly, a report done by Public/Private Ventures (P/PV) finds that excellent programs are

highly dependent upon excellent staff. In this report, Grossman et al. (2007) examine the

important characteristics of engaging youth development programs. Their three research

guestions are: 1) What conditions lead youth to want to attend the activity?; 2) What aspects of

anafter-a OK22f F OGAQGAGEST &dzOK |a GKS aidlFFQa o0SKIE ¢
be highly engaged?; and 3) What conditions lead youth to feel they have learned in an activity?

This study, which researched youth and staff using both qualitative and quantitative methods,
found that youth get the most out of programs that are well-managed, and in which they feel
emotionally and instructionally well-supported. The findings highlight the importance of
instructors who know how to effectively manage groups. The best instructors the research
GSFY &a0dZRRASR RAAOALI AYSR &2dzikK GKSy &aSSYSR (2
along with the activity. Additionally, these instructors disciplined students on an individual basis
in a way that did not demean the youth. While praise and positive verbal reinforcement were
found to be highly effective tools for managing students, incentives were found to be less
effective management tools. In addition to effective group and behavior management, the
report suggests that as youth grow older, it becomes increasingly important for them to have
input in their environments.

Finally, Eccles and Gootman identify eight features of positive settings for youth development.
Their report is based on youth development theory as well as empirical research conducted in a
variety of contexts, including after-school programs, schools, families, and neighborhoods.
Primary on the list of the eight features of a positive youth development setting is Physical and



Psychological Safety. Without this feature, there cannot be positive youth development. The
remaining seven characteristics of successful youth development programs include Clear and
Consistent Structure and Appropriate Adult Supervision; Supportive Relationships; Opportunities
to Belong; Positive Social Norms; Support for Efficacy and Mattering; Opportunities for Skill
Building; Integration of Family, School, and Community Efforts.

Future Professional Development and Opportunities to Grow

According to the literature, the number of programs geared towards providing youth
development services rapidly increased in recent years. This, in turn, led to an increase in the
numberof 2204 TF2NJ aeé 2dzikK Rae@dPdtedidvékyoivledgeabNdfS NA
adolescent needs, including social and emotional development. Unfortunately, unlike other
career fields, such as law or medicine, there are no generally accepted professional affiliations,
defined career ladders, or norms of behavior in the field of youth development. In this way,
Hahn and Raley (1998) posit that the field of youth development needs to O NJB la fio8y ofd
systematic theory that informs the practice (p. 392).€ In other words, this field must create
knowledgeable experts by way of uniform curriculum and credentialing systems, increase
career awareness, and develop a professional code of conduct in order to facilitate the
professionalization of the field.

Creating youth development experts through increased opportunities in higher education is a

key step in professionalizing the youth development field. Researchers recognize the increase in

skills, professionalism, and quality of programming that result from having highly educated

youth development workers (McLaughlin, 2000). Moreover, colleges and universities also

recognize the benefits, and many have created certification, degree, non-degree, and even

online programs to meet the various needs of youth development workers. The Great Plains

Interactive Distance Education Alliance is one such program that offers a certification or

YFadSNRa LINPINFY 27F addzRe ThiyahdsigiiBrprogiaaBodza K & S O
2FFSNI GKS FRRSR 0SySdzaé& 25 ONBY HA SfcaibhgdA ¢ Y OK B
learning and interaction with other youth workers across the nation (Borden, Craig & Villarruel,

2004).

According to a report published by the Community Network for Youth Development, the fast

growing need for skilled youth workers highlights the fact that there is little professional

development support for these workers. Little to no new skill development, low compensation

and unclear career ladders may force youth workers to move from job to job in order to obtain

higher wages and/or new skills and creating barriers for recruitment. Furthermore, this high

turnover detrimentally affects the youth they serve. California is among several states creating

professional support groups, youth development worker mentorship programs, standards, core

competencies for training, opportunities for higher education, and clearer career pathways for

youth workers. In fact, the CNYDreport,d a 2 Ay 3 FTNBY Yy2gf SRIS G2 ! Of
Creating a Comprehensive Youth Work ProF S& a A 2 y I £ 2 2INthah@nkiddB@Bayf € a4 SY ¢



Area professional development resources geared towards increasing the professionalism and
skill of youth workers in and around the area (Appendix 4.1 & 4.2).

Finally, there are several ways managers can use professional development to increase the

competence, skills, and leadership capacity of their employees. One way to do this involves

managers encouraging employees to pursue continuing education opportunities and/or

empowering employees through various leadership opportunities within the organization

(Hopkins 1995). Placing employees in staff mentorship positions as mentors is another method

that has been identified asincreasingS YLJ 28 SSaQ &1 Aff a ehhshBngSTFFTFAOASY
their reputation among managers, which can lead to greater career success (Bozionelos 2002).

Data and Methodology

Professor Milbrey McLaughlin along with BGCP developed four research questions regarding

staff development and training. These questions, stated in both the executive summary and

introduction sections of this report, addressi KS 2 NBF yAT I GA2y Q& o6 NRBI RSNJ
motivation and skills.

This research team conducted an initial meeting with Peter Fortenbaugh, the Executive Director
of BGCP. This meeting gave us insight into the staff development practices already in place. Two
team members interviewed Gayle Crossley, head of BGCP Human Resources. In addition,
another team member interviewed James Harris, BGCP Director of Operations, by phone.

These interviews were conducted in order to gain more insight into current practices. From
these interviews, along with our thorough literature review, we decided to interview unit
directors? and full-time staff members in order to ascertain what opportunities they found
useful, as well as what opportunities they would like to see in the future. We conducted semi-
structured interviews at each site (East Palo Alto, Menlo Park, and Redwood City), which
became the primary data-gathering source through which we analyzed current employeesQ
thoughts, needs, and hopes regarding BGCP staff development and training. These interviews
occurred in September and October 2008. Two team members conducted each in-person
interview, with two research team members interviewing at East Palo Alto and Menlo Park, and
two members interviewing at Redwood City. There was no method for assigning team members
to respondents. At each site three people were interviewed, one manager (unit director) and
two full time staff members. The full time staff members were selected based on who was
available. Furthermore, we believe that all managers and staff members interviewed represent
diverse backgrounds, perspectives, and tenure at BGCP.

Interviews lasted between thirty minutes to an hour each. Our team collaborated to create two
interview protocols: one for management and one for full time staff (Appendices 5.1 and 5.2).
Both of these protocols focused on participant work history, preparation for roles at BGCP,

2 Due to our small sample size, in order to protect the anonymity of our administrator and unit director
respondents, in the remainder of thisreport 6 S NBFSNJ (2 GKSYZ O2tf SOGA@Stesr |a «a
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descriptions of current ongoing training, the best and weakest aspects of current training,
current needs for training and development, and future career goals. In each interview,
researchers guaranteed participants of confidentiality and reassured them that only general
findings would be reported. During the interview, team members recorded detailed notes and
later transcribed them as soon as possible for maximum accuracy. After conducting all of the
interviews, the data from their responses was compiled on a master spreadsheet, which was
then organized, coded, and analyzed by all group members. Codes were developed around
themes that emerged from the data, which subsequently became the sections of our paper.

Limitations to our research design exist. Time constraints limited our data collection to only six
interviews (one each) with full-time employees, three interviews (one each) with unit directors,
and two administrators besides our initial exploratory interview with Peter Fortenbaugh. We
were unable to employ other methods of data collection, such as observations of staff training
or extensive follow up interviews. Additionally, due to time constraints, we were often unable
to probe deeper into issues that arose through our interviews in order to fully comprehend the
feelings and beliefs we uncovered. Nevertheless, our interviews achieved data triangulation as
our participants varied by age, gender, and tenure, yet their responses elicited similar themes.
We note in our data when only one participant voiced a concern or when discrepancies arose.

Research was also conducted regarding professional development opportunities in the Bay

Area. This research consisted of a phone call and three emails with Daniel Koba, the outreach

director of youth and team sports at the Palo Alto Family YMCA, as well as an extensive web

search of local resourcesinthe BayArea® ! f 822 | YSYO6SNI aSPFNODKSR ¢S
intranet site (tfanet.org) for resources based on the themes expressed by respondents: building
organizational culture, positive student behavior management, and resources specific to

working with youth from high poverty backgrounds. Additional materials were gathered

through our literature review. Results can be located in Appendices 3 and 4.

Finally, after compiling our data, we issued follow up questions via email to three manager
respondents in order to clarify some of the data. Two managers responded. Questions in this
follow up correspondence pertained to the current staff mentoring program, staff performance
review, summer training, average tenure of BGCP staff members, logistics of staff training, and
rationale behind some practices (Appendix 5.3). Respondents gave answers and documents,
which provided further triangulation of our data.

Analysis and Recommendations

¥N.b., Teach for America is a nonprofit organization that aims to reduce edatat@quityby placing teachers in
underresourced communities across the nation.

11



Organizing and Imgmenting Staff Training and Professional Development

An important trend evident in the data that we collected from our interviews with BGCP relates
to the general organization and implementation of staff training and professional development
opportunities. In particular, our data analysis suggests two important areas for improvement in

D/t Qa 2NBIYATIGA2Y YR AYLX SYSyGlLidAaz2y 2F ail

1. The need for training upon being hired and beginning work with BGCP, as well as
additional ongoing staff training and professional development opportunities

2. The need for different scheduling and methods of conducting staff training and
professional development

The need for training upon being hired and commencing work with BGCP, as well as
additional ongoing training and professional development opportunities4

According to our examination of staff training and development at BGCP, there is no pre-service

training, Or organized on the job training, for new employees of the organization. As a result,

five out of six staff respondents expressed concern that not all staff members are prepared to

meet the needs of working with BGCP upon being hired. Similarly, four out of six staff

respondents indicated that, they were unsure of their position specific goals and how to

manage the tasks, and especially challenges, associated with their positions. Among the specific
O2YYSyita GKIG ¢S O2ft SOGSRxY 2yS adl¥FF NBalLRyR
position. Another respondent said thatbeO2 YAy 3 | OOt AYIFI SR (G2 KSNXKAAZ
O2y FdzaAy3Idé CAYlffes | y2GKSNI NBaLR2yRSyid SELNEB
FILAEE o0{SS &adz &aSOlA2Yy 2F (GKAA lFylfeara 2y . dz
the managers and administrators whom we interviewed expressed concern that new staff

members were not prepared to meet the demands of their positions.

Nevertheless, both staff members and managers consistently agreed that the ongoing training
that specifically focuses on youth development was strong. Still, four out six staff respondents
indicated that additional ongoing training in other critical areas was desirable. Similarly, five out
of six staff respondents indicated that they would like to see additional professional
development activities. The specific content needs related to ongoing staff training and
professional development are discussed in more detail in other sub sections of this analysis.
The point here is simply to provide evidence that BGCP staff desires such training and
development.

Recommendations

* The specifics of the content of staff training are discussed in other sub sections of this analysis. The point of this
sub section is to highlight the structure-NB f I G SR ySSRa 2 F . Delopn@ritpragramt TF G NI Ay Ay 3
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The literature related to organizing and implementing staff training and professional
development opportunities provides evidence of the importance of meeting these needs as
well as suggestions for how to do so. From this literature, we can derive several key
recommendations for BGCP:

e BGCP might consider providing job specific training for new employees.

In particular, job responsibilities, competencies, and goals might be clearly defined for each
position, and they could be reviewed with new employees before they begin working (Astroth
et al. 2004).

e BGCP might consider enhancing their shadowing/mentoring programs in order to better
YSSi GKS ySSRa 2F yS¢ aidl ¥F3 YSNEBISYN®Id (A 258 S 3
section of this analysis for additional details of staff mentoring programs.)

e BGCP might consider organizing and implementing more ongoing staff training and
professional development activities for current employees.

While there are a number of ways to organize and implement training and development

activities, it should be noted that they do not have to be costly or especially time consuming,

and may even be conducted at weekly staff meetings. Relevant ideas for weekly staff meetings

AyOf dzZRSY NBFIRAY3I YR RA&AOdzaaAy3d GKS FAYRAy3Ia
and modeling effective techniques for running meetings, or providing a list of useful websites

for staff members (e.g., of local continuing education institutions). (Additional resources related

to staff development (national standards) may be found at:

http://www.nsdc.org/standards/index.cfm).

Similarly, Darling-Hammond and McLaughlin (1995) suggest how professional development

should look within schools: teachers [working with youth] need opportunities to share and

discuss ideas and strategies, connect concepts, work and learn from one another, etc¢ 0 MU0 X g KA O
sharply contrasts with a more facilitator-driven program. Again, this type of activity could easily

be incorporated (at no cost and with very little time) at weekly staff meetings where staff

YSYOSNE Sy3dlF3aS Ay G¢CKAY]1Z tFEANE {KIFINBE 02N |
strategies from the past week. (A brief description of this activity can be found here:
http://www.readingquest.org/strat/tps.html.)

The need for different scheduling and methods of conducting staff training and professional
development

In our analysis of staff training and development at BGCP, four out of five staff respondents
indicated that they would like the day long training sessions to be more interactive, more
kinesthetic, and/or shortened to a half day length (even if this meant that trainings would have
to be divided over two half days instead of one full day). With regard to the half day versus full
RFe NIAYAY3 YR RS@OSt2LIYSyld aSaairzyaz 2yS NB
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recommendations for BGCP:
e BGCP should consider half day training sessions during their summer training.

Based on our conversations with managers at BGCP, the timing of the summer (August) training
varies from a few days to a week, so evenly distributing staff training and development
activities over a week (or several weeks) would be reasonably easy to do. For instance, rather
than using the three weeks before school begins for one week of training and two weeks of
planning, two weeks could be divvyed up into half day trainings and half day planning, with the
third week devoted entirely to planning. As well, there are ways to make the longer trainings
more manageable for staff members. In particular, trainings should be focused and staff-

centered with clear expectationsF YR 32 f &Y gKA{fS LINRPGARAY3I dzaSTd

for staff participation and engagement (as per the guidelines set out by Jackson (2006) and
Hirsh (2002) in Appendix 1).

Building Organizational Culture

A second theme that emerged from our interviews pertains to organizational culture within
BGCP. More specifically, BGCP staff members suggested two desired areas of development that
could cultivate a safe place to ask questions and a culture tolerant of differences: an improved
mentoring program (both pre-service and ongoing) and norm setting. The literature supports
these ideas and suggests specific mechanisms through which to incorporate such innovations
into the workplace. This sub section of our analysis focuses on three key needs:

1. The need for staff mentoring that begins at the onset of working at BGCP, and continues
for at least one year

2. The need to set norms in order to build a culture of inclusion and growth within BGCP

3. The need to consider the role of gender

The need for mentoring

As previously stated, in our interviews with BGCP, four out of six staff members felt they had

0SSy GQUKNRgYy AylG2é GKS 220 YR RAR y20 KI @S
succeed in their position, no matter what their previous occupation was. In fact 100% of

respondents indicate professional pathways that included youth, yet four out of six staff

members felt their specific pathways did not have the same demands or skill sets as their role

with BGCP, despite their previous teaching or part-time BGCP experience. Moreover, five out of

six respondents believe that incoming employees at BGCP are unprepared to do their jobs. One

BGCP staff member described @ 1 KS dzZLJA FyR (KS f2¢6a¢ 2F RIAf @
feeling unprepared to handle her/his job responsibilities. Another staff member mentioned a
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desire for more staff training on stress management. Additionally, a third respondent suggested
that mentoring would have helped his or her transition into BGCP. While BGCP does assign a
peer mentor, as well as their manager serving in a mentoring capacity, staff members seem to
be unaware of this mentoring program.

Recommendations

° BGCP may wish to formalize their mentoring structure by adopting Mincemoyer and
CK2Yaz2yQa o mdbdy wnefettitethénybrinreldbiofisiy (SedApp2riix
2.1).

A stronger mentoring program could build competence, confidence, and camaraderie. As Allen
et al. (1999) finds, it might better orient newcomers into the inner workings of BGCP, and also
help them cope with job related stress. Ideally, this type of relationship should begin as soon as
possible, and continue for at least a year. Furthermore, BGCP could implement this program in
an economical manner, as this innovation relies on pre-existing resources, including the human
capital and informal networks and connections that already exist within the organization. Since
the framework is already in place, BGCP might consider prioritizing the formalization of the
mentoring program.

The need for norm setting

To begin: a norm is standard, model, or pattern regarded as typical. Organizational and group

norms build a welcoming environment and a cohesive team. At BGCP there seems to be some

confusion regarding expectations and procedures. One administrator mentioy SR G KS a Yl y &
KFrdaeg GKFEG adlr¥FF Ydzad 6SEFN gKAOK NB y24 Of S|
akKS aR2SayQi 1y26 o6KIFIG A& NBIdZANBR 2F @&2dz |
SELISOGIGA2y&aéd yR FSSta | & (kpamBdswioseKS A& 06SA
GSELISOGIGA2ya FNB y2i0 |t A3y SRAEl (iCryd S tyeSS R yi
theinfo..Of SI NJ SELISOGI A2y & 2F K2g 220 &K2dzZ R f 2
developing this area. A staff member mentioned that the sharedsSy & S 2 fincréasedSit Y ¢
recent months; emphasizing the role that transparent communication now plays in her/his

impressions of BGCP. This person expressedthat] y2 ¢ Ay 3 SELISOGF A2y a avYl
RAFFSNBYOSsz¢ | yR GKI G o3troud® Deetings, iranifgs, [ahdNBE & O2 Y Y dz
AYOSNYIFE YSSiAy3asr gKAOK KStLBA | f200¢

Recommendations

The BGCP does have transparent communication in place; however, as outlined above, staff

expressed confusion regarding role ambiguity and, also, complaints that the group was not
NBalLR2yRAYy3 (2 GKS aidlFT¥FQa ySSRad® ¢KSaS INB (g
signs that a team needs to set norms. It may well serve BGCP to continue developing group
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cohesion. This would facilitate, not only a strong common culture, but also support for all
members of the group.

° In order to increase group cohesion and a shared sense of norms, BGCP may consider
ways to increase the presence of the organizational elements that Hardy and Grace
(1997) describe as critical for team building success: commitment, involvement,
leadership, and attitudes toward the norm-setting and team building activities.

Buy-in from both staff and management is critical in order for this to occur. Additionally, BGCP
could use the survey thatRosSY F St R I YR wWAOKYlIY omoddpt 0 dziAf Al S
feelings of support within an organization, in order to target specific norms that would help
transition the group into a team (see Appendix 2.2). A manager would need to lead this process
at each site. As Hardy and Grace (1997) also recommend, team building should be ongoing and
daily, and include all members of the relevant group. We list explicit team building activities
and opportunities in Appendix 2.4. These include exercises for BGCP to do on their own, as well
as external organizations that conduct team building workshops and retreats, which might be
relevant to BGCP.

The need to consider the role of gender

Through our interviews at BGCP one staff member spoke in length about issues s/he perceived
as sexism. S/he describes this as inequitable division of labor along gender lines, more men in
positions of power than women, and men asked to share knowledge instead of women. Some
instances which s/he cited include: women not staying in administration very long, sexist
comments made from the management, men talking at board meetings instead of women, and
women doing most of the work at large events hosted by the organization. Additionally, this
staff member mentioned preferential treatment to a person who was a club member. This staff
member also spoke about said former club member (now staff member) not doing as much
work as co-workers. According to this respondent, other staff members then had to pick up the
slack. It is clear that BGCP already is making strides, as s/he told us that the group discussed the
inequity of the large event and made changes for future events. Nevertheless, this is a sensitive
issue for any work place, where different people of any gender may have different ideas
concerning the presence of gender bias in the organization. Our interview indicates confusion
with regard to the norms around gender bias in BGCP.

Recommendations

. BGCP might consider addressing gender bias within the organization and creating
norms around this topic.

° It may also be beneficial for each club house team to review . D/ tekudl
harassment prevention policies and sexual discrimination policies.
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As Watkins et al. (2006) describes, gender bias may be subtle. Nevertheless, as Meyerson
(2001) illustrates, some members of the organization may sense sexism more overtly than
others and consequently struggle to maintain their sense of integrity within a system they may
feel oppresses them, which may explain why only one participant discussed this issue. Also, it is
possible that gender bias perceptions may not be reality; however, BGCP may still wish to
address this issue.

° BGCP may consider norm setting and team building as means to ensure that both
men and women are given the same opportunities to participate equally within the
team.

. BGCP may also examine the norms themselves to ensure they are not gendered in
nature.

More specifically, as Meyerson and Kolb (2000) recommend, leaders in BGCP may make efforts
to further understand the elements of the current organizational landscape from both male and

female perspectives, especially focusing on sustaining a culture of inclusion for men and
women.

) BGCP may also consider examining whether there is inequality with regard to
listening less to female staff members in groups, and women being offered fewer

opportunities to speak for the organization.

° BGCP could establish mentorships between women, as a means of creating role
models within the organization (Ibarra and Petriglieri 2007).

Additional Resources: A norm-setting document detailing the norm-setting process may be

found in Appendix 2.3. This document includes a step-by-step process for managers to follow in
order to create norms.

Current Training Needs for Staff

A third trend that we noticed in our interviews with BGCP managers and staff was an expressed
need for staff to have more training on two key topics:

1. The need for training on how to effectively manage students in a positive manner

2. The need for training on how to best meet the needs of high poverty youth

The need for training on how to effectively manage students in a positive manner

BGCP staff and the literature agree that it is crucial for staff to have the knowledge and skills to
positively manage the young people they serve. Although the staff and managers whom we
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interviewed praised the quality of BGCP training in the theories of youth developmentt three

of eleven respondents listed it as one of the best aspects of professional developmentt five of

eleven respondents directly expressed the need for more training in how to effectively manage
students.hy S NBALRYRSYlGd aKIFINBR GKFEG GKSNB ySSRa (2
OKAf RNBY ¢ LI NIiAOdzt | NX.AnotheNBmmddRt camthéntedtha? NJ Y| y I 3
because staff members are asked to enter their jobs with little to no training, it is important

that they are armed with knowledge of at least a few quick activities so they can manage a

group. Four of eleven respondents cited their previous experiences working with youth as being

integral to their feelings of readiness when beginning work at BGCP, and that this past

experience specifically helped them feel ready to meet the challenges of working with children.

Students from BGCP who participated in the focus group conducted by another research team

from this class agree. All students agreed that the staff members make them want to continue
attendingtheprogram.hyS a i dzRSy G al ARX aLGQ& NBFffe | 62dz
02 ( RS Yametstudent said that they could tell if staff members were acting a certain way

because it was their job to do so, or because they really care about that student. Another

student emphasized the importance of staff building students up in a discipline situation rather

than breaking them down. This student said:

{2YS &a0GFFTFT YSYOSNRER I Ol ftwdptShe kidKtsbe hefé.l @S | G G A
¢tKSe ale GKSe gyl KSY jukfoNiBen fodedary ittt KS& R2Yy Q
thing they do. The ones that show you they care, instead o SY o6 NNJ daAy 3 @& 2dz i
Lzt € @&2dz 62 GKS &AARS |yR alées &2dz ySSR .
@2dz Oy R2 AU 42 L R2y Q0 KIFI@S (2 &dzalLlS
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Recommendations

Given the importance of empowering staff with the skills necessary to create positive and safe
atmospheres for all students in BGCP, there are three ideas that BGCP might consider
incorporating into their program.

e |t might be beneficial for BGCP to add a clear behavioral management training program
as part of pre-service training.

Grossman et al. (2007) suggested four behavioral-management techniques that were found to
be consistently effective: 1) setting reasonable ground rules; 2) providing ongoing positive
reinforcement through encouragement and praise; 3) being consistent and fair in reinforcing
expectations; and 4) remaining firm, but not harsh, when ground rules were broken. This
model, coupled with the Management (Self-) Evaluation (see Appendix 3.5) form, might serve
as a foundation for the training. This training might also include role-plays and actual practice
opportunities for staff, as well as a packet of quick and easy team-building activities that staff
can use to build positive group culture and engage students right away (see Appendix 3.2).
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e BGCP might also consider building upon its reqular observation and feedback of staff by
their manager(s).

Again, the Management (Self-) Evaluation tool can be used for this. Other options for specific
behavior management trainings in and around the Bay Area are included in Appendix 3.3.

e BGCP may also find it fruitful to create a forum for youth to offer feedback to BGCP and
to take leadership roles on special projects (Grossman et al., 2007; Astroth et al., 2004;
Eccles and Gootman, 2002).

This youth advisory council could help with overall youth engagement and empowerment, and

YAIKO LINBGSy(d @&2dziK YAa0SKI@A2NI 6& aKz2gAy3ad (K
It is not easy to facilitate a group that truly elicits and values youth voice, so staff training on

how to facilitate a youth advisory council would be paramount to ensuring the success of such

an endeavor. Grossman et al. (2007) describe a three-step process for successfully integrating

teen input:

1. Instructors begin by setting clear expectations about the type of youth input and
direction required to complete a task.

2. Instructors remove themselves from the decision-making process, placing considerable
responsibility upon youth to craft their own unique project or solution.

3. Then, instructors step back in to recognize progress and support next steps for carry the
project to completion.

An additional element that BGCP might consider using as a tool to develop a youth advisory

council of some kind is the youth evaluation protocolonPro2 S O (i / 2 N&eBiNEnd e/ S Q &
Rancho Cordova Youth Advisory Council (See Appendix 3.4). This website offers ideas for how

to think about empowering youth to take on greater roles within an organization. Such a

council would fall under three of the eight key features that Eccles and Gootman list as

important characteristics of positive youth development programs: Appropriate Structure,
Opportunities to Belong, and Support for Efficacy and Meaning.

The need for training on how to best meet the needs of youth from high poverty backgrounds

A second area of need that emerged from the staff and manager interviews was the need for

further training on best practices for working with youth from high poverty backgrounds. Even

BGCP staff with past experience working with youth shared the sentiment that they felt

relatively unprepared to deal with the many issues BGCP youth participants bring to the

program as youth living in poverty. Sixout ofeleven NB a LI2 Y RSy 1da YSYy A2y SR (K
see increased training in how to work with high poverty youth. One respondent mentioned the
GAaadzSae GKIFIG addzRSyda oNAYy3II YR GKES AYLRZNII
issues. Another respondent said that it is important for staff to know about case management.

Two respondents praised the conflict resolution training, and one respondent said that she/he
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would like to see similar trainings offered in the future. Nevertheless, while some staff
members shared that they would like to see more training in this area, very few specific topics
were mentioned, thus:

e BGCP might consider administering a staff survey to understand on which topics, exactly,
staff would like further development.

(The topics that were specifically mentioned included case management, peer mediation, and
conflict resolution.) Aswell:

e BGCP might consider continuing their conflict resolution training, and adding on a
component of peer mediation training (Grossman et al., 2007; Astroth et al., 2004).

The YMCA has workshops on this that they can make available to BGCP staff (see Appendix 3.4).
Because our evidence suggests that different staff members have different needs in this area, it
might be helpful for BGCP to consider sending individuals or pairs to trainings that staff
members identify as most relevant to them, and then asking the staff to share what they learn
with the rest of the team. In addition to being a cost-effective approach, this approach would
serve two important purposes: staff would engage in training that meets their individual needs

and staff would be empowered tosharetheir] Y2 6t SR3IS 6AGK GKSANI GSIFY ¢
t NEFSaaArzylt 5S@St2LISyd FYR hLLRNIdzyAGASaA

Future Professional Development and Opportunities to Grow

The final theme that emerged from the data is that staff would be more likely to stay with BGCP
if they felt challenged in their current roles, and if they felt that they had opportunities to
develop professionally based on their unique career interests. We identified three key needs in
this area:

1. The need for staff members to gain a better understanding of the inner workings of BGCP
and BGCA

2. The unigue needs of experienced staff members

3. The need for pathways to advancement in the Youth Development career field

The need for staff members to gain a better understanding of the inner workings of BGCP and
BGCA

There was a clear distinction between staff who felt that they were a part of BGCP/BGCA, and
had access to the career ladder, and those who did not. Four out of seven staff interviewed
across BGCP sites, expressed a lack of understanding regarding career advancement
opportunities within BGCP or BGCA. These staff members also expressed confusion about ways
G2 3FLAy O00OS&aa G2 2N AYF2NXNIGA2Y | oaff dzi
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members did express confidence and a clear understanding about methods of advancement
within BGCP. There was noticeable disagreement in the interviews with BGCP upper
management in regards career advancement opportunities for staff. One respondent clearly
articulated that there were no clear paths and that internal employees who were highly
qualified were given priority due to the limited number of positions. Two other respondents
stated that access to the career ladder depends on individual staff member motivation.
Research has shown that no apparent career development system or method of informing staff
of career opportunities or pathways is an issue prevalent in the youth development work field
that negatively affects retention of employees (Hahn & Raley, 1998).

One respondent interviewed expressed discontent with the 90 day waiting period regarding
New Employee Integration Day, a day set to provide information about the larger organization
of BGCP/BGCA and the roles within each. This respondent expressed the desire to have access
to this information upon starting her/his position. As explained by one manager, the rationale
for this policy is to avoid overloading the new hire with information about the inner workings of
the organization while s/he is immersed in learning the job responsibilities of her/his position.
Limiting access to this information until an employee is 90 days into her/his position prevents
her/him from feeling connected to the organization.

Four staff members stated that relationships and management support were instrumental to
their willingness to stay at BGCP. Two staff members reported that their managers have take an
interest in these staff members and their career goals, which increases their desire to stay
within BGCP.

Recommendations

According to Bolman and Deal, 2008, companies need to value workers for their skills and make
them feel connected to the organization otherwise they will not feel like valued members of
the team and will behave in ways that compromise the success of the organization. Given these
findings, one recommendations is:

BGCP may consider holding organizational information sessions periodically for
employees in which the history, mission and current events related to BGCP and the
national BGCP organization can be presented.

This will allow employees to feel connected to, and aware of, both local and national
organizations, while also increasing their sense of belonging to a professional group. Staff
members could be allowed to bring their family and friends to these meetings, serving the dual
benefit of possibly an additional recruitment tool. Also:

BGCP could consider is providing all employees with information regarding the

organizational career ladder and opportunities to move up within the local and national
organizations.
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Management might consider sending out quarterly newsletters via email that highlight
current job postings and positions within BGCP organization.

Increasing opportunities for professional progression within the organization may help to keep
employees connected to the overall mission, while making them feel valued and appreciated in
their work. This will build a sense of community among all staff members and could dispel
adversarial feelings, feelings of resentment, and favoritism that may exist among staff.

The unique needs of experienced staff members

During our interviews, three of six staff respondents at BGCP expressed the desire to receive
professional development opportunities that met their unique needs, both elevating their
knowledge and skill level in their position. These three respondents expressed that they did not
feel challenged or able to demonstrate their abilities beyond their formal role. Further, they
stated that they did not feel like their expertise was being utilized.

Recommendations

The BGCP might consider several methods to address the needs of experienced staff. Findings

from a study conducted by Bozionelos (2002) show a positive association between the

mentorship provided by mentors and their own career success. These results show clear

benefits for mentors such as increased effectiveness and efficiency, enhanced & NB LJdzii | G A 2 y
FY2y3 2NBFYATIFIGA2Y I RSOA&AAZ2Y YI (26hdEgreatér 2 NB O2
satisfaction from helping out less experienced coworkers.

BGCP might consider restructuring and heavily utilizing their current mentorship program.

By allowing experienced staff members at BGCP to take on formal mentoring roles, BGCP can
promote experienced staff members to leadership positions. This may be structured in such a
way that experienced staff are able to meet, guide, and provide frequent feedback to mentees
and management. Concurrently, this mentoring relationship will allow experienced staff feel
empowered in their profession and valued for their expertise.

BGCP could consider placing experienced and skilled staff members at the head of task
teams that are responsible for decisions in and around the organization.

This would allow the organization to capitalize on the unique skills of experienced staff
members, while also providing them with opportunities for management and leadership
development. Additionally, it could provide the benefit of addressing any concerns that arise
within the organization. Such teams might include a behavior management task force or safety
committee.
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The need for pathways to advancement in the Youth Development career field

In analyzing our data, we also noticed that 100 percent of staff members expressed an interest
in advancing their professional career. Four out of six staff respondents expressed interest in
participating in more ongoing development opportunities that would allow them to sharpen
their professional skills. Four respondents also expressed the desires to pursue higher
education opportunities in the future.

Recommendations

The research emphasizes the benefits to the employee, the organization, and the field of youth
development in encouraging the pursuits of higher education.

By providing your employees with the opportunity to attend continuing education
workshops, classes, and conferences, you, as the manager, will be improving their
knowledge base and ultimately their work performance. Your employees will learn about
current trends and issues affecting their work and will be better prepared to take on new
responsibilities associated with these trends (Hopkins, 1995, 27).

In order to address the large number of staff members who would like to advance
professionally in their career interests, or would like to pursue opportunities for higher
education in the future, BGCP could offer a number of solutions.

BGCP could encourage all staff to seek relevant, mutually beneficial professional
development opportunities. Also, they might encourage staff to take advantage of
opportunities to utilize the knowledge acquired in various leadership positions.

This would serve the interests of both the individual and the organization by creating highly
skilled staff with specialized expertise.

BGCP could also connect all staff members with opportunities to participate in higher
education opportunities (See Appendix 4.1 & 4.2 for list of resources) including
classes at neighboring universities and community colleges.

When staff members participate in higher education opportunities, they will be better
equipped to successfully understand and handle the demands of serving the needs of at risk
youth.

Youth development experts (for example Peter Benson, Jacquelynn Eccles, Robert
Granger, Reed Larson, Richard Lerner, Milbrey McLaughlin, Gil Noam, and Karen
Pittman) further assert that the skills and professionalism of youth development
workers can be enhanced through educational coursework and the cultivation of a
practical set of skills that prepare them to design and deliver high quality programs
for young people in communities (Borden, Craig & Villarruel, 2004, 76).
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There are a number of colleges and universities that are developing certification, degree,
and non-degree continuing education opportunities that specialize in youth development
(Hahn & Raley, 1998, Borden, Craig & Villarruel, 2004, Community Network for Youth
Development). Recognizing issues such as cost and distance, many programs are also
offering low cost certification programs or online degrees (Hahn & Raley, 1998, Borden,
Craig & Villarruel, 2004, Community Network for Youth Development). Such opportunities
could be advertised to all staff on the quarterly newsletter mentioned earlier. The YMCA of
San Francisco partnered with the Community Network for Youth Development to create its
own certification program for staff. (See appendix for YMCA certification program.)

BGCP could consider supporting staff who desire to pursue opportunities in higher
education by creating their own staff certification program. If creating a certification
program is not feasible, BGCP might consider partnering with the YMCA/CNYD in
order to allow staff to earn a certification through this existing program.

These opportunities would challenge staff and provide them with opportunities to learn
new information and sharpen their skills. In addition to satisfying staff needs, there would
be several benefits to BGCP. These include staff members with a higher level of

competence, specialized knowledge (Who O y & SNBSS | & & §)andghaidi & ¢

ability to train others by creating and leading professional development workshops
(Hopkins, 1995).

Conclusion

Strong staff members make up the foundation of any successful youth development
organization. Therefore, it was with urgency and determination that we greeted our

Ay

0K

exploration2 ¥ . D/ t Qa aidl FF NI Ay fhgfaurkeyyhBmeRIRDI St 2 LIY Sy

emerged from our research were: Organizing and Implementing Staff Training and
Development; Building Organizational Culture; Current Training Needs for Staff; and Future
Professional Development and Opportunities to Grow.

While we believe that the recommendations we specified in this report will enable BGCP to

build on its already strong foundation for staff training and development, we acknowledge that

the scope of this report is limited. This project was conducted over a mere ten weeks, and
therefore is limited to the depth and breadth of the eleven full time staff interviews we

conducted out of a total of forty full time BGCP staff members (See Appendices 5.1 and 5.2 for

Interview Protocols). Additionally, full time staff members comprise one-third of total BGCP
staff. Consequently, this report is limited to the perspectives of the full time staff we
interviewed, and does not include the ideas of the many part time staff members that are a
LI NG 2F . D/t Qa LINRPFSaarazylt GSFYO®
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The findings of this report, as well as the aforementioned limitations of this project, led us to
several possible future research questions:

e What types of trainings might benefit part time staff members and increase their
investment in and capacity for returning to BGCP as full time staff?

e Besides the outside staff training and development resources that we have included in
this paper, what are some of tK S & 0 ST S &.INI DForgud&Biond?. D/ !

e What does quality professional development delivery look like? How can BGCP measure
the success of a training or professional development session?

o What types of staff performance rubrics might be useful to BGCP in identifying staff
strengths and areas for growth?

BGCP is a pioneer youth development organization, and is consistently cited in youth
development literature as a successful model for other youth-serving organizations. Given its
notoriety, BGCP is in a unique position to build on their staff development and training in a way
that can catalyze change in youth-worker professional development across the field. Enhancing
staff development and training will not only help the many children that BGCP serves, but also
will help organizations across the Bay Area and the country better meet the needs of all the
youth with whom they come into contact.
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Appendices

1. Organization and Implementation of Staff Trainiagd Professional Development:

Jackson (2006)kuggests that time and money are important motivators of teachers and can
affect the success of training and professional development program. In this way, she gives
specific advice:
1. The timing of the (pd) training schedule should be developed with consideration
of staff needs and wants.
2. Training should be focused on the most important points so as to maximize time.
3. Trainings should involve fihands ono ac
discusson and gquestions. O

Hirsh2002suggests how to organize and plan At eam
1. Establish expectations for team learning: Why are we meeting?
2. Specify the content for learning team time: What we will be discussing?

3. Teach processes that encourage smoothimeej s : AEffective gro
can build consensus, address conflict, negotiate, facilitate conversations, run
effective meetings, use dialogue, and e

2. Organizational Culture

2.1 Eleven components of an effective working ntership (Mincemoyer and Thomson et al,
2000)

1. Outlined roles and responsibilities of the mentor;

2. In-service opportunities for mentor self-development;

3. Guidelines for frequency of contact should be established and relevant
information about the mentor and protege should be shared;

4. Informal needs assessment should be conducted,;

5. Record keeping system should be developed to monitor mentoring activites, as
well as evaluate the program and guide future training,
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6. Recommendations on how mentoring relationship should be established;

7. Mentors should be selected based on knowledge of organization, empathy
towards new staff, program knowledge, and friendly personality and positive
attitude;

8. Information shared should include both program development and career
development information;

9. Directors should be aware of the roles and responsibilities of the mentor and
should be supportive of the relationship and time commitment;

10. Program should last at least one year;

11. Mentoring program needs to be institutionalized to assure continued success.

2.2 Social Support Survey (Rosenfeld and Richman, 1997)

The following questions focus on individuals in your environment who provide you with help
and/or support. Read the definition of the type of support being considered porbres the
guestions than follow it. Please answer all the questions as best yaheranare no right or
wrong answers. All your responses are strictly confidential.

LISTENING SUPPORTPeople who listen to you without giving advice or being judgmental.

1. Write the initials of all the individuals who provide you with listening support. If no one
provides you with this support, plttase indic
relationship you have with her or him (for example, friendwooker, spouse, parent, brother,
or sister).

2.In general how satisfied are you with the overall quality of listening support you receive?

very dissatisfied 1 2 3 4 5 very satisfied
3. How difficult would it be for you to obtain more listening support?
very difficult 1 2 3 4 5 very easy

4. How important for your overall webeing is it to have one or more persons provide you with
listening support?
very unimportant 1 2 3 4 5 very important

TASK APPRECIATION:People who acknowledge your efforts and express appreciation for the

work you do.

1. Write the initials of all the individuals who provide you with task appreciation support. If no
one provides you with this support, pleasgtinc at e Aino one. 0 After eac|
relationship you have with her or him (for example, friendwooker, spouse, parent, brother,
or sister).

2.In general how satisfied are you with the overall quality of task appreciation support you
receie?

very dissatisfied 1 2 3 4 5 very satisfied
3. How difficult would it be for you to obtain more task appreciation support?
very difficult 1 2 3 4 5 very easy
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4. How important for your overall webeing is it to have one or more persons providevwibi
task appreciation support?
very unimportant 1 2 3 4 5 very important

TASK CHALLENGE: People who challenge your way of thinking about your work or activity in

order to stretch you, motivate you, and lead you to greater creativity, excitement, a

involvement with your work or activity.

1. Write the initials of all the individuals who provide you with task challenge support. If no one
provides you with this support, please indic
relationship you have wither or him (for example, friend, amorker, spouse, parent, brother,
or sister).

2.In general how satisfied are you with the overall quality of task challenge support you receive?

very dissatisfied 1 2 3 4 5 very satisfied
3. How difficult would it befor you to obtain more task challenge support?
very difficult 1 2 3 4 5 very easy

4. How important for your overall welbeing is it to have one or more persons provide you with
task challenge support?
very unimportant 1 2 3 4 5 very important

EMOTIONAL SUPPORT®People who comfort you and indicate to you that they are on your

side and care for you.

1. Write the initials of all the individuals who provide you with emotional support. If no one
provides you with this sfierpeacb petsgn,irglitaeeshe e 1 ndi c
relationship you have with her or him (for example, friendwooker, spouse, parent, brother,
or sister).

2.In general how satisfied are you with the overall quality of emotional support you receive?

very dissatisfied 1 2 3 4 5 very satisfied
3. How difficult would it be for you to obtain more emotional support?
very difficult 1 2 3 4 5 very easy

4. How important for your overall welbeing is it to have one or more persons provide you with
emotional support?
very unmportant 1 2 3 4 5 very important

EMOTIONAL CHALLENGE: People who challenge you to evaluate your attitudes, values, and
feelings.
1. Write the initials of all the individuals who provide you with emotional challenge support. If
no one providesyouwithhi s support, pl ease i ndicate fino
the relationship you have with her or him (for example, friendyatker, spouse, parent,
brother, or sister).

2.In general how satisfied are you with the overall quality of emotiondlecigee support you
receive?
very dissatisfied 1 2 3 4 5 very satisfied
3. How difficult would it be for you to obtain more emotional challenge support?

30



very difficult 1 2 3 4 5 very easy
4. How important for your overall webeing is it to have onar more persons provide you with
emotional challenge support?
very unimportant 1 2 3 4 5 very important

REALITY CONFIRMATION: People who are similar to yeigee things the way you-daho

help you confirm your perceptions and perspectives of thikelwand help you keep things in

focus.

1. Write the initials of all the individuals who provide you with reality confirmation support. If
no one provides you with this support, pleas
the relationship you haveitv her or him (for example, friend, e@orker, spouse, parent,
brother, or sister).

2.In general how satisfied are you with the overall quality of reality confirmation support you
receive?

very dissatisfied 1 2 3 4 5 very satisfied
3. How difficult would it be for you to obtain more reality confirmation support?
very difficult 1 2 3 4 5 very easy

4. How important for your overall welbeing is it to have one or more persons provide you with
reality confirmation support?
very unimportant 1 2 3 4 5 very important

TANGIBLE ASSISTANCE:People who provide you with either financial assistance, products,

and/or gifts.

1. Write the initials of all the individuals who provide you with tangible assistance support. If no
one provides you with this support, @ ase i ndi cate fino one. o0 Aft el
relationship you have with her or him (for example, friendwooker, spouse, parent, brother,
or sister).

2.In general how satisfied are you with the overall quality of tangible assistance syqport
receive?

very dissatisfied 1 2 3 4 5 very satisfied
3. How difficult would it be for you to obtain more tangible assistance support?
very difficult 1 2 3 4 5 very easy

4. How important for your overall welbeing is it to have one or more perspngvide you with
tangible assistance support?
very unimportant 1 2 3 4 5 very important

PERSONAL ASSISTANCEPeople who provide you with services or help, such as running an
errand for you or driving you somewhere.
1. Write the initials of all the ingtiduals who provide you with personal assistance support. If no
one provides you with this support, please i
relationship you have with her or him (for example, friendwooker, spouse, parent, brother,
or sister).
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2.In general how satisfied are you with the overall quality of personal assistance support you
receive?

very dissatisfied 1 2 3 4 5 very satisfied
3. How difficult would it be for you to obtain more personal assistance support?
very difficult 1 2 3 4 5 very easy

4. How important for your overall welbeing is it to have one or more persons provide you with
personal assistance support?
very unimportant 1 2 3 4 5 very important

2.3 How to Create Team Norms
Fromhttp://humanresources.about.com/od/teambuilding/ht/group_norms.htm

The members of every team and work group develop particular ways of interacting with each
other over time. Effective interpersdrm@mmunication among group members and successful

communication with managers and employees external to the group are critical components of
group functioning.

How a group makes decisions, assigns work, and holds people accountable determines team

succes. With the potential power of the impact of these interactions on success, why leave group
interaction to chance? Adopt group relationship guidelines or group norms early to ensure group

success. Here are the steps to adopt group norms.
Difficulty: Average
Time Required: Several Hours

Here's How:

1. Form and charter a team with a project, process improvement, or product development
task. Or, pull together an existing work group.

2. Read about group and team norms to understand the concept. Start with lreadiiag
Create Team Norm®ee document below) prior to the meeting.

3. Schedule and hold a meeting to establish and adopt group relationship guidelines or
group norms. All members ofdélteam or work group must be present at the meeting so
the resultant group norms are "owned" by all members of the group.

4. With an external facilitator leading, or a member of the group, in the absence of a
facilitator, leading, all group members shouldibstorm a list of guidelines that will help
create an effective team.
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Remember that in a true brainstorming session, the more ideas generated the better. Do
not comment on nor critique the ideas. Simply ask a group member to record them on a
flip chart a white board where the whole group can see them.

5. Once the list of group norms is generated, you will want to cross redundant ideas off the
list. You can decide to keep all of the group norms generated, or through discussion, you
can determine the groupms you wish to keep and support as a group.

There is no recommended number of group norms and new group norms can be added
over time if the group experiences the need for more guidelines.

Keep in mind that "all" group behavior cannot, and should moledislated, but the most
important interaction areas do need attention. Examples include effective conflict,
communication, and keeping commitments.

6. Each member of the group commits to #Alivin
telling each other ifttey believe a group member is violating an agreed upon group norm.

7. Following the meeting, distribute the group norms to all team members. Post the group
norms in the teamds meeting room.

8. Periodically evaluate the effectiveness of the group on achiggibgsiness goals as
well as its membersdéd relationship goal s.

Tips:
1. All members of a work group must be present or postpone the session.
2. Do record the group norms agreed upon as memories are short.
3. Evaluate whether the group is following the norms, agtlenonthly.
What You Need:
e Flip Chart and Paper or White Board and Markers

e Meeting Room
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2.4 Team Building Opportunity Resources
Group Workshops and Retreats:

Team Bonding Weshttp://www.teambondingwesben. Group team building. $1568000 per
team, depending on multiple factors.

InnerWork:http://www.innerworkcompany.com/teabhuilding-consultants.html Group team
building ard leadership training. Cost unknowh.888-216-3565

TeamworkGames Although intended for facilitation with students, can modify to use with
teams of staff.(See Appendix 3.1)

3. Current Training Needs for Staff

3.1 Team work games

Created by EricBybee
Modified from Teach For America corps member resource exchange website.

1. Team Handshake
Skills: cooperation

Creativity

Physical awareness
The entire group forms a circle and holds hands. The coach asks the group to pass a handshake
all aroundthe circle, traveling from one person to another. The coach concludes the class by
asking everyone to give themselves a big round of applause. Variation: You could have your
team create theown unique team handshake.

2. Freeze
Skills: cooperation
Creativity

Physical awareness

The coach asks the players to form a circle.
when he/ she says fAfreeze. 0 The coach Ashakes
participating fully as well.

Thenthecach i nforms the class that i1instead of Af
Ahappyo and the group should freeze in a posi
the coach says fAshakeo and then fAbigd or fAsha

=0

After a cauple of rounds like this, the coach asks everyone except one player to unfreeze. He/s
asks the rest of the group to observe the work of art that the player has created with his or her

e
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body. Itis a sculpture. Then the coach asks another player thédirozen player and connect
physically with that player in some way, adding to the sculpture. In the end all but one player
Sshould join the sculpture. The final pl ayer

3. Detective Leader
Skills: Cooperatbn

Observation
The coach and the players form a circle. The coach demonstrates several movements: clapping
hands, changing after 10 seconds to waving arms, changing after 10 seconds to waving one arm,
etc. The players do exactly what the coach is doing.
Now that the players have the idea, the coach chooses one player to be the detective. That player
leaves the room. The coach teaches another player to be the leader. The leader starts a
movement and the rest of the circle copies it exactly. The lehdeges the movement every
10-30 seconds and the rest of the circle follows suit. The coach brings the detective back into the
room. The detective must figure out who the leader is. He/she has three chances to guess.
Processing:
Was it difficult to bethe detective?
How well did the group follow the leader?
How did it feel to be the leader of the group?

4. Pass the Pulse
Skills: Cooperation

Communications
The entire group forms a circle and holds hands. The coach gently squeezes the hand of the
peron to his/her right, who in turn squeezes the hand of the person to his or her right. The pulse
travels around the circle until it returns to the coach. This exercise can be done with eyes open
or closed.

5. Skip A Beat
Skills: Organization
Cooperatio
Teamwork
You need a |l ong rope or phone cord (Doubl e Du
303!). The coach turns the rope. Each team member must make it from one side of the rope to
the other without getting hit by the rope. The team stemtsat a time and then increases to two
at a time, three at a time, four, whole group, etc. Do this in the gym or on the black top.

6.Let 6s Pl ay Ball
Skills: Concentration

Cooperation
The coach and players form a circle. The coach mimes holdirgkatball (baseball,
volleyball, tennis ball, beach ball, etc.) He/she tosses it into the air and catches it a couple of
times and the passes it on to the next player. The ball travels around the circle and returns to the
coach. Next the coach tossesithaginary ball across the circle to a player. That player in turn
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tosses it to someone else. All the players need to concentrate in order to not miss the ball. The
coach can transform the basketball into another kind of ball at anytime.

7.Come JoinMe
Skills: cooperation

Imagination
The coach gathers the class into one area of the room. He/she designates a separate area to be
playing space. The coach asks one player to secretly choose a group activity, such as planting a
garden or shopping in tlgrocery store, and not say it out loud to anyone. The player goes into
playing space and begins the activity. For example: if the group activity is planting a garden, the
player might mime raking leaves. When it becomes clear what the activity isptathers can
join in one at a time and take part in the general activity. In the example above, other players
might hoe or fertilize the soil or plant the seeds. When several players have joined in and the
general activity is clearly established, thaco can freeze the game and begin again with a new
player secretly choosing an activity.

8. Machine Game
Skills: Teamwork

Cooperation

Organization
The object of the game is to create a machine out of a group of people (i.e. ceiling fan, hot air
balloon, watch, etc.) You might want to split your group into 2 or 3 smaller groups. Each
person is required to be accountable for one noise and one motion of the machine. The group
members should then put their motions and sounds together to create theem&ihe each
group about 5 minutes to work together and prepare, and then have the groups present to
everyone. Ask the other groups to guess what machine the group is.

9.Team vs. The Wall
Skills: Organization
Cooperation
Divide the group into 2 teas. Two members of the team hold the rope at about 4 to 5 feet
above the ground. The object of the game is to get everyone over the rope. No one can go under
the rope. Before you start transferring people over the wall, you meet as a team and @ecide ho
to get everyone over. Hint: if group is small, just have them attempt as one big group.

10.Sing Down
Skills: Creativity

Awareness
Teams are created of anywhere from 3 to 10 in a group. The leader will give the groups a word
(i.e. love, boy, dancetc.), and give the teams one minute to think of as many songs as they can
with that word in it. Once the minute has passed, one team begins by singing a part of a song
with that word in it. All team members must sing it. The other team responds.ng®may be
repeated. The group, who has the most songs, wins. The process then can be repeated with
another word.
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11.Back Art

Skills: Communication

Concept Saying what you mean and hearing what is said are problems that we have in any
communicatn between two people. You can imagine how these problems can escalate. When
you have more than two people involved. An example would be a comment or set of instructions
that passes through a number of people and the interpretation that each personhauts
information. Rumors are certainly a good illustration of this problem; they seem to grow bigger
and better with each telling.

Activity : Divide your class into groups of 5 to 6 people. Have each group sit in a single file line
facing the front othe room. This can be done sitting on the floor (my favorite), sitting in chairs

or even standing. The last person in line from each team meets with the teacher and is shown a
picture to draw. All the teams are shown the same picture, at the samdétfiereseeing the

picture, they go back to their team and place themselves at the end of the line.

At the starting command, they use their finger to draw the picture that they saw on the back of
the player in front of them. Once they are done drawingpenson in front of them. This

continues until it reaches the first person in line. He draws what he thinks was drawn on his back
onto a piece of paper. When he/she finishes drawing, he raises his hand and puts down his pencil
and turns the paper ovar BO one else can see his drawing. The teacher notes the order that the
teams finished.

After all the teams have finished, each picture should be held up for the team and class to see
how well they did. The teacher should hold up the original so therdyawan be compared.

The picture of the team that finished first should be checked by the teacher or judge to see how
closely it resembles the original picture. If it is close enough to the eyes of the judge, then that
team gets a point and the games ¢oi nu e s . I f the picture is not
pictures get judged. Everyone will have a chance to play all the positions.

The team may not ask questions about what is being drawn on their backs. They should also be
encouraged not to &k at the other teams to see what they are drawing. The pictures you choose
to have them draw should be fairly simple. Some suggestions would be a star, house, flower,
tree, boat, letter of the alphabet, happy face, sun, light bulb, etc.

Discussion Ideas

What did you see happening during this activity?

Discuss how the child felt when they were in the middle of the line.

Ask the child how did they feel when they were the person drawing on the paper.

What made this activity hard to accomplish?

Why didthe picture look different at the end than it did at the beginning?

What would have made this activity tell us about communication?

What are some of the ways that the facts of a story get changed?

What are some of the ways that the facts of a story change?

What were some of the consequences of the information being changed?

What are some steps that we can take to be sure that information is not heard or told incorrectly?
Whose job is it to be sure that information gets passed along correctly? The péargahelo

talking or the person doing the listening? Why?

12.People Jump

Skills: Decision making
Problem Solving
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Concept In life there are many problems to solve. Sometimes these problems involve more than
one person. We have to be able to think afamdy of ourselves, but of others. Actions that we

take may have consequences that reach beyond ourselves. As we look at solutions to problems,
we need to take all of the consequences into account not just the immediate ones. Many times
the first soluion to a problem is not the best one for us or others. We need to keep our thoughts
open to the alternatives that are available and to listen to the input of others. Once we have
looked at all the options, our decision can be made. We also need todeatm make

suggestions to a large group so that our input is not ignored.

Activity: There are really 2 activities this lesson. You may choose to do either or both. The
objective of the first one is to get each person in your team to go through fhegpenone at a

time, make one jump while it is turning and run out on the other side. If anyone messes up, then
everyone that has gone through must start over again. You can also make it timed where they
are trying to beat the clock and beat their owst ltiene. The group has to figure out the best

order for people to pass through the ropes. Each time someone has to go back send them to the
back of the line.

The second activity is to see how many people you can get in the rope at one time andohave all
them jump at least one revolution of the rope at the same time. The group will have to figure out
a strategy for getting the most people jumping at one time. Anytime the rope has stopped
everyone must exit.

What to look for

See who the leadergsea See how suggestions are given and taken and what kind of support the
group gives each other. You can appoint a leader if you think it is always the same people
leading. Everyone must bring their suggestions to these leaders and whisper thenean.their

This is of course a great way to see how some of your quieter kids react to the position of leader
when given a chance.

13.Vanishing Circle

Skills: Goal Setting

Concept:

When you set a goal it takes a number of things to help you accomplispogurOne of the

things it takes is help from other people. When the circle is large, it is easy for you to fit inside.
Many times the early stages of accomplishing a goal are easier than the later stages. As things
get tougher you need to have otpeople help you. The techniques that were used to fit into the
circle as it became smaller demonstrate that we need help from others to accomplish our goals.
You should also look at the concept of giving help to others to help them accomplish their goals
Activity:

Have your players stand in a group in the middle of the room. Do not have them squeeze in close
together. Take a rope and lay it on the ground so that it goes completely around the group and
forms a circle. Explain to them that you wi# Imaking the circle smaller and smaller. Each time

you move the rope and make the circle smaller, it is their job to still get the entire class into the
circle. They must have each person in the ci
may ke touching the ground outside of the circle. Stress to the class that all movements must be
done safely. No one is to jump or push their way into the circle. This rule is very important.

Take some time to stress safety.

After a few rounds of makindpé circle smaller, they will have exhausted the easy solutions to

the problem. No longer will it work to just squeeze in tighter. It is at this point that you mention
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that they need to start working together and help each other if they are to contingue bei
successful. Donét |l et them quit too early wh
give them too many suggestions or it will take the impact of the exercise away.

Discussion ldeas

What was happening during this activity?

Why was it hader for you to fit inside the circle?

Was it more difficult for the entire class to fit inside the circle as it became smaller?

What were some of the techniques you used in the beginning to fit inside?

Why did these techniques stop working?

What were somef the techniques that you used when the circle became smaller and smaller?
What are some of the ways that others can help us reach our goals?

14.A What
Skills: Creativity
Imagination
(15 minutes) Player sit in a circle in a room with open space hgihlegs crossed. The object
of the game is to pass two objects around the circle in opposite directions. The leader gives each

of the two small objectperhaps akeyandagl@dve n i magi nary name: dAfroi
The leader offers one objecttoe pl ayer on the right and says
whom it is offered asks 6a whaté? The | eader
| eader repeats the same ritual with taéde o0bibb
right and |l eft continue the ritual with one e
person offering the object turns back to the
passed along back to t he Tpree viao umsh ap a8s?s @rs gmadk s

to the leader who tells the name which is passed back down the line. At some point in the
middle the two objects are going to cross paths. This all will appear chaotic, but hang on and
keep on going. The game ends whiam objects find their way back to the leader.

15.Up Chuck or Barf Ball
Skills: Organization

Cooperation

Quick-thinking
Standing in a circle or cluster, or however the group wants to arrange them, ask everyone to toss
their balls aloft to a height @it least10 feet, and then attempt to catch a ball that they did not
throw. Count the number of balls that are mi
for that round. After some discussion, ask the group to make as many attempts asittiey wo
like, toward achieving the result of no balls missed. As this task is eventually achieved, see how
many altcatch rounds can be made before a miss occurs.
To make the team effort initially more difficult, start with one ball being thrown alofffifgte
person who throws a ball up should be named chuck.) After one ball is successfully caught, try
two, and so on until all the balls are thrown simultaneously and caught. If a ball is missed, the
group starts over with one ball being lofted.

16.Cup Stack

Skills: Teamwork
Cooperation
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You need scissors for each group, 10 paper cups of equal sizes, one rubber band, and 6pieces of
string. Tie each piece to a rubber band as evenly spaced as possible so you can finish with a
rubber band with six pees of string attached to it (it should look like a sunshine with six sun
rays going out in all directions). Make one of these for every six people.

Divide your group into smaller groups of six (or as close to it as possible). Give each group a
stackof ten paper cups and one of the rubber band/string implements that you have prepared.
Place the cups on the table, spread out and upside down.

Challenge the group to build a pyramid out of the paper cups on the bottom, three on the next
row, then twoand finally one on top. Group members may not touch the cups with their hands,
or other parts of their bodies even if a cup falls on them.

Each person should hold onto one of the strings that are attached to the rubber band and the
group then uses thdevice to pick up cups and place them on top of each other (by pulling the
rubber band apart and then bringing it back together over the cups.) If there are more than six
people on any given team, some team members may have to hold more than onausthigy (b
does make it a bit easier.)

Discussion

Was anyone frustrated at alluring this activity? If so how was it handled?

Why was teamwork so important for this activity?

Are you ever in a situation where you must use teamwork?

What are some skillseeded to be good at teamwork?

What is hard about teamwork?

What did you do today to contribute to the teamwork on your team?

17.Group Dynamics
Skills: Cooperation
Observation
Risk-taking
Trust
Before beginning the next component the coach askddlyers to review what we did in our
last class? What leadership skill were we working on?
We talked about self respect which has to do with ourselves as individuals. This week we are
going to talk about our selves in relationship to other people. Wilagioup that you enjoy
being a part of? What about it do you enjoy?

18.Rainstorm

Skills: Cooperation

The players form a circle with the coach in the center. The coach tells the class that they are
going to work together to create a rainstorm. Téech begins by rubbing his/her hands

together in front of one player in the circle. That player imitates the motion. The coach goes
around the circle and one by one adds the rest of the class into theibbimd) motion. (This is

the wind rustling the ves.) When the coach gets back to the first player, he/she changes the
motion to snapping his/her fingers (the rain beginning to fall). The player picks up the snapping
motion. Everyone else should still be rubbing hands until the coach comes artiusdapping
fingers.
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19. Around the Bucket

Skills: Goal setting

For each group you need 6 tennis balls and 6 lengths of tape. On the tape, write down one goal
you have for your team this summer. 3 of those goals should be related to how your ysam pla

on the field. 3 of those goals should be how the team interacts as people. Everyone should agree
on the goals. Once the goals are decided on, stick the tape to the balls. Circle up around the
bucket. Take three giant steps backward. Place amitigeofloor and instruct group that they

can NOT step outside of the ring. Obijective is to get all of the balls in the bucket. When a ball

bounces out of t he bucket or doesnodt make it
start over. [@cide on a group time goal.
Discussion:

Did you reach your goal? Why or why not?

What was the effect on the team when you didn
When did you reach your goal?

Did you change strategies between rounds?

What does this activity teach us abeatting goals?

Is it important to set goals?

How can your team help you reach personal goals?

How can you help your team reach their collective goals?

20.Balloons
Skills: Communication
25 balloons, 3 colors, thumbtacks, string, instruction card.
From tre group, select one inspector. Give them the instruction card and a thumbtack. Make
sure they understand the instructions:
1) Group must blow up balloon and attach the string before handing it to the inspector.
2) If 2 balloons of the same color are hantkethe inspector (in succession) he/she pops
the balloon
3) If the same person hands the inspector a balloon in succession, pop the balloon.
4) If a group member expresses frustration verbally, take a balloon away.

Group sets a goal éyuwsuothe mspectort accordimgtoshis/hehsecreb a | | ©
instructions. How many balloons do you think you can safely pass to the instructor?

Debrief:

What was the correct manner of handing the balloons to the inspector? How did you find out

the correct manner?

How did the inspector feel during the activity?

How did the workers feel during the activity?

Once you figured out what the inspector wanted how easy was it to get the balloons through?
Have you ever been in a situation where someone expected youto@ldsorn ng but di d
give you all the instructions?

How do you feel when someone expects you to read their mind?

Have you ever had someone mad at you and whe
communication make us angry?

What 6s the best anggd to deal with that

What would have made the activity easier? (If we could ask the inspector questions)?
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Other games to build team:

1. FetchMoochh Have a | ist of Afast foodso, felectr.i
prepared. Break your team inte8yraups. Have the group nominate an actor and a runner.

The rest of the group will be the guessers. Ask each actor to approach you to receive their Fast
Food clue in secret. When everyone has a clue they go back to their groups and on your
command, silei act out the food. When the guessers
the runner runs to the board to write their initials. Whoever writes their initials first wins.

Continue with Electrical Appliances and Cartoon Characters, switching actbrsrarers each

time.

2. Silent Line Up: Ask your players to get in alphabetical order SILENTLY according to their
favorite food, baseball team, TV show, or book. They can also line up by birthday, number of
siblings, etcé

3.Joggle Boggle Thiswill take some forethought on your part. Give each player an index card
with a letter (ensuring that all letters can be used in a turn). Tell them they have 3 minutes to

form 3 letter words with their teammates. Everyone is responsible for ensuriay fhayers

are a part of a word. They arendt done once
and make sure no one has been left stranded. This takes a while!

4. Stand Up: have the children sit back to back and link arms. Their goalgst everyone

safely to their feet without unlocking arms or falling over. You may need to do two sets or so to
give everyone a turn.

5. Alligator Attack : You will need Gym space or the blacktop for this activity. The fifth floor

gym is available ta s . Sign up on the gym door if youobd
do this activity on the blacktop just before lunch. The object is to get from one side of the

blacktop or gym to the other as a team. Split your group intddwoteams.Give each team a
piece of cardboard or chart paper thatodés big
life-boat. On your command they may advance forward (everyone must be holding a part of the

| i feboat ) asod ifamwrie lsasshold, they godbdck to th&kbeginning. As they
advance, you call out AHnAttadblolad o afhlle eveamome
stand safely on the square. If anyone falls off, they must begin again. You could also do this
activity with a paachute (in room 564) which should fit your whole team.

6. Cup Towers: Give your group (or groups) 40 plastic cups (available in room 303) and about 8
inches of masking tape. Their challenge is to work together using the materials provided to build
the tdlest freestanding tower they can in 10 minutes. At the end of the activity you can measure
the towers and talk about the strategies they used.

7. Team Pennants For each group prepare a large triangle shaped flag to decorate to represent
their team sengths. You may want to start the activity with a brainstorm on what qualities they
think make for strong team and what qualities they think they represent as a team. Provide paper
for kids to draft how they will represent these qualities symbolicayu may want to give your

kids roles for putting together a team pennant, or you may want them to decide what roles they
will need and how they will choose what to do. You may want to give each group member a

piece of the pennant to design separatelythed put the pieces together to form the whole.

You will have construction paper, glue, and markers. You may want to bring in old magazines

as well.

8. Recipe Poems Start this activity by breaking into groups and asking members to share and

write down a favorite recipe (including measurements and directions). Then ask the group to
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brainstorm the Aingredientso for an effective
up with and replace the food items with the ingredients for an effeetwe that they came up

with during their brainstorm. When theydre d
an effective team in action.

9. Dream Team Banner Start by sitting in a circle and sharing the successes the group has
experiencedsa team. Go around again and ask the group to share what they want their team to
accompl i sh. Encourage the group to think of
winning games. Give each member a paper square with a hole punched in eaichAskn

individuals to write and illustrate their hopes for their team or have them create their vision using
only construction paper, scissors, and glue. When finished, tie the squares together to make a
Dream Team Banner to display in your clubhouse gxample in room 303)

10.Flag Making: Give each child a piece of construction paper. Ask them to divide the paper

into 4 equal parts. In the first section, children illustrate a time they felt the team worked

together. In the second section, childiterstrate a time they felt the team learned an important

lesson. In the third section they illustrate how they personally contribute to a positive team

dynamic. In the last section they illustrate where they want their team to be by the end of the

seasn. They can create their vision using only scissors paper and glue for a nice visual effect.

See the example in room 303. You could do a section each day and celebrate their project at the
end.

11.0n My back: Give each teammate a piece of paperasidthem to write their name at the

top. Ask team members to help each other tap
a marker and ask them to graffiti each team members sign with an example of something positive
that they contribute to theta m. They should write on everyon:

positive. Close out by having team members share what was written on their sign and how it
made them feel. Teachers and coaches can participate too!
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3.2 Behavior Management Self Assessment

| spend time identifying what is an agppropriate rule and consequence

| create plans with efficient ways to trackdta nt 6 s behavi or .

| adjust my management plan according to specific behavioral needs that | see in my classroom.

| create management plans that are studentered and not teachegntered.

| design plans that account for both indivédl behavior problems and whole class behavior problems.

| create plans that have a good balance of positive and negative consequences.

| am consistent in implementing my management plan.

| teach rules that are both clear and specif

I reinforce the rules with the appropriate consequence.

| spend plenty of time explicitly teaching and practicing my management plan with my students.

| address minor misbehaviors before they escalate into major misbehaviors.

I refuse to threaten or plead with students.

| explain my rationale for why we have created these rules so that my students have bought into my
management plan.

I respond to behavior | like with specific, personal praise.

| use nonverbal, social, and activity rein forcers.

| use proximity to improve classroom control.

| communicate positive expectations of good behavior to my class.

| address minor misbehaviors before they escalate into major misbeshavi

I am mindful of the effects of my dress, voice and movements on student behavior.

I use st ud e ngrdilé comeatoneosinatiestior. o w

Uu o oo d o DDDDDDDDDDDDD‘

oo dd gooogooogooogodod

oo dd gooogooogooogodod
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3.3 Additional Positive Management Resources

Group Workshops and Retreats:
Kid Power:http://www.kidpower.org/SERVICES/Professionals.htritVorkshops for youth
workers. Focus on empowering kids through positive discipline and confiteiidang.
Cost unknown.

If a Youth Advisory Committee is created, or if youth are simply asked to offer feedback on
programming, BGCP might consider using this site as a resource forgmlthation templates:
http://lwww.projectcornerstone.org/html/organizations/evaluation_toolkit.htm

An example of forms to give youth explaining a Youth Advisory Council:
http://www.fccommunitypartnership.org/docs/PDF%20169%220Y AC%?20Applicatiorpdf

3.4 Resources for Working with High Poverty Youth

YMCA Instructors of Youth and Teens document has many trainings available on case management a
other areas of need.

YMCA Working with the Community also has trainings about empowering the corbymuni
YMCA General FPofessional Trainings includeainings on how to mediate conflict.
If BGCP is interested in pursuing any one of the below trainings, please contact the following people:

For program design trainings: National YMCA Office8Q0-872-9622
For all other trainings:
1. YMCA of San Francisco
Training contactRosanna Gomeklartin
415281-6779 (direct line)
2. YMCA of Santa Clara Valley
Training contactHudson Moore
508351-6491 (direct line)
*Also call this YMCA for an updated schedule of &a&MCA trainings
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Youth and Teemevelopment

Mission-Driven Quality Promise

If your YMCA has a staff member or volunteer certified in the Introduction to Leaders Clubs or
IntroductiontoHiY Cl ubs cour se, and your eNLehdershipows Y MC
Guidelines, found in the YMCA Teen Leadership: A Club Approach manual, your Y is on its

way to makinga Missiolr i ven Qual ity Promise about your t
one for youth development, too!) outline the criteria for exonéjeograms that reflect the

mission and safeguard the integrity of the movement. If your Y can promise that it follows each

of the practices related to youth and teen pr
commitment. Download the MDQPR®mM YMCAexchange, www.ymcaexchange.org,

and use it to evaluate and improve youth and teen programs right away!

Youth and Teen Development

Pl ease note: The former fAWorking Wi tho Series courses (Worki
10- to 14-Year-Olds and/or Working With 15- to 18-Year-Olds and former

course, Principles of Youth Work) will be recognized for 2007.

YMCA Youth Worker Certification Ladder
YMCA Youth Worker |
Requirements for this certification include:
A Completion of Principles of AyeMTf2A01Yout h Wor k: WorKi
A Completion of Evaluating Youth Progr ams
A Completion of More Than a Place To Go: Integrating
A Completion of YMCA Teen Leadership: A Club Approac
YMCA Youth Worker I
Requirements for this certification iode:
A Completion of all Youth Worker criteria, pl us ¢ omy
corresponding traindevel courses
YMCA Youth Worker Il
Requirements for this certification include:
Compl etion of itarlalpluscompletion of\oconkbiation bflcourses designated for
Youth Worker Level Il credé these courses provide a total of nine days credit Individuals who qualify for
Youth Worker certification should submit a copy of a letter requesting a sdeel of Youth Worker
certification, with copies of course certification cards or a program certification course transcript attached, to
YMCA of the USA, Attn: CertificationsYW, 101 North Wacker Drive, Chicago, IL 60606. A certificate is
available for ach of the three levels of certification.
Fundamentals of Youth Work
Note: These courses are recommended for staff who have frequent, ongoing contact with youth and teens. It is
recommended that staff complete Principles of YMCA Youth Work: Working Wigm3éges 12 to 17
before taking courses within the Fundamentals of Youth Work series.
Principles of YMCA Youth Work:
Working With Teens Ages 12 to 17

YT602B
Number of hours: 8

Manual: Principles of YMCA Youth Work: Working With Teens
Ages 12 to 170-73605085X), $49.
Includes: Participant materials.
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This course is designed for YMCA staff who work directly with teens. Course participants will develop a basic
understanding of the core competencies needed to work effectively with and to facilitappegmsate

activities for teens. Participants will also learn the ages and stages of development for adolescents,
fundamentals of positive youth development (assets), and trends and issues impacting teens. Finally,
participants will develop a better understavgdof the importance of building positive, healthy relationships

with teens, involving and empowering teens, and guiding their behavior.

Principles of YMCA Youth Work:

Working With Teens Ages 12 to 17 Trainer

YT602T
Number of hours: 13

Manual: Principles d YMCA Youth Work: Working With Teens

12 to 17(0-73605085X), $49.

This course prepares participants to train and certify staff members and volunteers in Principles of Youth
Work: Working With Teens Ages 12 to 17.

Prerequisites:

A Two year strainifgadlisper i ence

A Two years of experience developing or administeri:r
A Principles of YMCA Youth Work: WboWokkingmgth19i4t h Teens

YearOldsor Working with 1518 YearOlds
A Tr aihers | (PFO) Cettification
A Complete Trainer Candidate Application

TRAINER/ FACULTY UPDATE:

Principles of YMCA Youth Work: Working

With Teens Ages 12 to 17 Trainer Update

CD602T

Number of hours: 4

Manual: Principles of YMCA Youth Work: Working With Teens

Ages 12 to 170-73605085X), $49.

Includes: Trainer materials.

This trainer/faculty update prepares current faculty members and trainers in the old Working With Series (10
to 14YearOlds, 15 to 18YearOlds) to train the new prerequisite course fbteen/youth worker courses:
Principles of YMCA Youth Work: Working With Teens Ages 12 to 17.

Prerequisites:

A Current status as faculty -todéves®ldsandorWarkingWitar i n
15-to 18YearOlds coursesr Principles of Youth Work

A Training Others | (PTO) certification
SPECIALINTERESTCOURSE

Adolescent Sexuality Issues
CD611B
Number of hours: 8

Teens need the support of informed adults in order to make mature decisions about sex. This chalge will

staff better understand sexual issues among adolescents and learn how to encourage teens to develop strong,

clear values that will guide their behavior. Participants will gain basic knowledge of issues such as birth
control methods, the needs of gayldesbian youth, and the risks of being sexually active (AIDS, other

STDs and pregnancy). Most importantly, participants will learn and practice effective methods of discussing
sexual matters with teens.

Prerequisites:

A Principles ofWokin@ith Teeosu-d7ncertficatidn in the retired Working with 1104
and1518 cour ses wil/l be recognized until 12/31/07)
Communication Certification

Bring: Proof of prerequisite certifications.

Additional Credit Available:

Level lll. One day credit
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SPECIALINTERESTCOURSE

Adolescent Sexuality Issues Trainer
CD672T
Number of hours: 13

This course trains participants to certify staff members or volunteers in Adolescent Sexuality Issues.
Prereguisites:

Two years of experience working with adolescents i
A Two years of experience training adults
A Adolescent Sexuality Issues certification
A Principles ofWoikiMGuih T¥ensulR7(certificatiok in the retired Woitkg with 1614,
15-18 and Fundamentals of Youth Work will be recognized until 12/31/07)
A Training Others | (PTO) certification
A Complete Trainer Candidate Application
Additional Credit Available:
Level lll. One day credifter teaching the course onent.
SPECIALINTERESTCOURSE
Case Management

CD608B
Number of hours: 4

This course emphasizes the importance of maintaining accurate and organized data on YMCA youth program
participants. Course participants will learn about various giestdor managing data and will develop a case
management procedure for bawkme application.

Additional Credit Available:

Level lll. One halfday credit.

SPECIALINTERESTCOURSE

Case Management Trainer

CD669T
Number of hours: 7

This couse trains participants to certify staff members or volunteers in Case Management.

Prerequisites:

A Two years of experience working with adolescents i
A Two years of experience training adults

A Case Management certification

A Tr ai nsl@PHO) ettification

A Complete Trainer Candidate Application

Additional Credit Available:

Level lll. One halfday creditafter teaching the course one time.
SPECIALINTERESTCOURSE

Conflict Management and Negotiation

n
n

CD607B
Number ofhours: 16
This course will expand the participantdéds knowl edge

to conflict and violence among youth. Participants will learn how to recognize attitudes and behaviors that lead

to conflict and violencand, where appropriate, how to manage and/or resolve conflict.

Prerequisites:

A Principles ofWoikiMauth T¥emsulR7(certificatiok in the retired Working with 114

and1518 courses will Dbe recogni zeMediaioncertifcatior2 / 31/ 07) A |
Bring: Proof of prerequisite certifications.

Additional Credit Available:

Level Ill. Two days credit.

One semester hour. (See page 22 for details.)

Springfield course #SHSY89.
SPECIALINTERESTCOURSE

Conflict Management and Negotiation Trainer
CD664T
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Number of hours: 21

This course trains participants to certify staff members and volunteers in Conflict Management and
Negotiation.

Prerequisites:

A At least two years -YMEAyeuthpwerk i ence in YMCA or non
A or@flict Management and Negotiation certification

A Principles ofWoikiMGuih T¥emuutR7n(cericatida in the retired Working with 104,

15-18 and Fundamentals of Youth Work will be recognized until 12/31/07)

A Training oorifibaons | (PTO)
A Complete Trainer Candidate Application
A Recommended: Peer Mediation certification

Additional Credit Available:

Level Ill. Two days crediafter teaching the course one time.
SPECIALINTERESTCOURSE

Evaluating Youth Programs:
Outcome-Based Evaluations

CD630B
Number of hours: 4

Manual: The Purple Kit: A Tool for Evaluating Asset Building

(0-736048367), $20.

Demonstrating that our programs make a difference in the lives of young people is not always easy. Utilizing
the 40 évelopmental assets of positive youth development, which is one of the major underlying frameworks
of YMCA youth work, this course will help you understand how to evaluate YMCA youth programs using an
assetbased approach. Working with one of your own paags, you will develop a tak@me plan that shows

from start to finish how to get the information you need to evaluate youth programs, use the information as a
project planning tool, know where to send completed surveys and how to use the resultsrsehis cou

designed to provide guidance and direction to those who know little or nothing about evaluation as well as
make it easy for veteran evaluators to immediately begin the evaluation process utilizing thasesket

model along with tips for deepenitige process by including youth.

Additional Credit Available:

Level lll. One halfday credit.
SPECIALINTERESTCOURSE

Evaluating Youth Programs Trainer
CD630T
Number of hours: 7

Manual: The Purple Kit: A Tool for Evaluating Asset Building

(0-736048367), $20.

This course trains participants to certify staff members or volunteers in the course material for Evaluating
Youth Programs: OutcorrRased Evaluations.

Prerequisites:

A Two years of experience training adults
A Two year sdewlbpingor administeeiny ¥ MCA youth work programs

A Evaluating Youth Programs certification
A Training Others | (PTO) certification
ﬁ Complete Trainer Candidate Application

Principles ofWokiMQuih T¥enalR /certificatiok in theetired Working with 114,
15-18 and Fundamentals of Youth Work will be recognized until 12/31/07)

Additional Credit Available:

Level lll. One halfday creditafter teaching the course one time.

SPECIALINTERESTCOURSE

Fundraising Events

CD616B

Number of hours: 4
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This course identifies a variety of ways, other than grantwriting, to raise money for youth and teen programs.
Participants will practice fundraising steps, including initiating, developing, and carrying out a fundraising
plan.This course is designed for staff who develop or administer youth work programs.

Additional Credit Available:

Level lll. One haliday credit.

SPECIALINTERESTCOURSE

Fundraising Events Trainer

CD677T

Number of hours: 7

This course trainparticipants to certify staff members or volunteers in Fundraising Events.
Prerequisites:

Two years of experience developing or administeri:H
Two years of experience training adults
Fundraising Events certification
Tr ai msl@PgoO) cettificagion
Complete Trainer Candidate Application
Recommended: Pr i ncii Worlkdng with Teené WPGAL7.Yout h Wor k
Additional Credit Available:

Level Ill. One halfday creditafter teaching the
course one time.
SPECIALINNERESTCOURSE
Grantwriting

CD617B

Number of hours: 4

This course is for beginners in grantwriting. Many corporations, governments and foundations have money
available to help support youth programs. This course will introduce participantsstalithaeeded to access
those funds. The session will discuss how to find out what funds are available and will outline effective
grantwriting stylesThis course is designed for staff who develop or administer youth work programs.
Additional Credit Availa ble:

Level lll. One halfday credit.

SPECIALINTERESTCOURSE

Grantwriting Trainer

CD678T

Number of hours: 7

This course trains participants to certify staff members or volunteers in Grantwriting.

Prerequisites:

Too Too T To To Do

A Two year sraipifgadilisper i ence t

A Two year s ofandogimeinisieeng grants ferryouth ivarkgprograms

A Grantwriting certification

A Training Others | (PTO) certification
é Complete Trainer Candidate Application

Recommended: Pr i nc iVorkiegsWitb Teen¥ M @AL7 cértificatidn Wo r Kk :
Additional Credit Available:
Level lll. One halfday creditafter teaching the course one time.

FUNDAMENTALSOFYOUTHWORKSERIES

Active Listening and Effective Communication
YT603B
Numberof hours: 6

Positive relationships with teens rely on successful communication techniques. Participants in this session will
learn about developmental issues that affect communication with adolescents. The course also encourages

participants to apply pasie communication techniques to situations requiring discipline.
FUNDAMENTALSOFYOUTHWORKSERIES

Active Listening and Effective Communication Trainer
YT603T
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Number of hours: 11

This course trains participants to certify staff noens or volunteers in Listening, Feedback and Positive
Discipline.

Prerequisites:

A Two years of experience working with adolescents
A Two years of experience training adults

A Principles o Norking@ith Teérs 427 (caktidigation in the etired Working with 1414,

15-18 and Fundamentals of Youth Work will be recognized until 12/31/07)

A Listening, Feedback, and Positive Discipline certi
A Training Others | (PTO) certification

A Complete Trainer Candidate Application

Additional Credit Available:

Level lIl. One halfday creditafter teaching the course one time

SPECIALINTERESTCOURSE

Managing Risks in Teen Programs

CD618B

Number of hours: 4

This course examines safety and risk concerns in working with adolesdentsoritent of the course focuses

on the risk to the YMCA, personal safety of staff, and personal safety of teens at the Y. The course will include
guidelines for preventing abuse, preventing crises, and maintaining a safe environment.

Additional Credit Ava ilable:

Level lll. One halfday credit.

SPECIALINTERESTCOURSE

Managing Risks in Teen Programs Trainer

CD668T

Number of hours: 7

This course trains participants to certify staff members or volunteers in Safety Issues. This courgeeid desi

for staff responsible for teen club programs involving any of the following age groups: middle

Prerequisites:

A Two years of experience training adults and wor ki
Leaders Club,HiY or ¥-Club, Youth and Gvernment, Earth Service Corps, and Couns#lefraining)

A Principles ofWokiMGuth T¥enslR7(certificatiok in the retired Working with 104,

15-18 and Fundamentals of Youth Work will be recognized until 12/31/07)

A YMCA TershimDirecwaodYMCA Teen Leadership: A Club Approach certification

A Training Others | (PTO) certification

A Complete Trainer Candidate Application

Middle School Afterschool Director

YT542D
Number of hours: 7

Manual: Leading by Design/Caring by Desigook and video kit (item #B758), $54.95 plus $6.95 shipping
and handling. To order manual, call School Age Notes ai80@8780 or 615279-0700.

This course is designed to provide staff with the administrative and program format to operatesahadter
program for middle school students. Emphasis is on the importance of differentiating middle school
afterschool programming from scheaje care programming and developmentafipropriate

supervision and increased youth involvement in the structure gevelt process.

Prerequisite:

A Principles o{fWolkivGQuih T¥enutR7(certificatior in the retired Working with 114
and 1518 courses will be recognized until 12/31/07)

Additional Credit Available:

Level lIl. Credit: two days

Middle School Afterschool Trainer
YT562T
Number of hours: 12
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Manual: Leading by Design/Caring by Desigook and video kit (item #B758), $54.95 plus $6.95 shipping
and handling. To order manual, call School Age Notes a#1i80@8780 or 615279-0700.

This course trias participants to certify staff members or volunteers in the course Middle School Afterschool
Director.

Prerequisites:

A Principles ofWoikiMGuih T¥enuutR7n(cericatida in the retired Working with 104,
15-18 and Fundamentals &fouth Work will be recognized until 12/31/07)

A Mi ddl e -Sohdolduector Aettification

A Training Others | (PTO) certification

A Complete Trainer Candidate Application
SPECIALINTERESTCOURSE

More Than A Place To Go: Integrating
Assets Into YMCA Youth Programs

CD620B
Number of hours: 6

Manual: The Purple Kit: A Tool for Evaluating Asset Building
(0-736048367), $20.
This course is designed to assist YMCA program providers serving youth in tbismhiool hours in using

Search nstituteds devel opmental assets framework as a |
SPECIALINTERESTCOURSE

More Than A Place To Go: Integrating

Assets Into YMCA Youth Programs Trainer

CD620T

Number of hours: 10

Manual: The Purple Kit:A Tool for Evaluating Asset Building

(0-736048367), $20.

This course trains participants to certify staff members or volunteers in the course More Than a Place to Go:
Integrating Assets Into YMCA Youth Programs.

Prerequisites:

Compl ete Trainiewr Candidate Applica
Principles ofWoNkiMGuth T¥enutf7h cendficatidn in the retired Working with 114,
15-18 and Fundamentals of Youth Work will be recognized until 12/31/07.)

Additional Credit Available:

Level lll. Onehalf-day creditafter teaching the course one time.
SPECIALINTERESTCOURSE

Outreach Skills
CD612B
Number of hours: 5.5

This course will examine the advantages and disadvantages of actively seeking out and engaging youth and

teens outside of YMCA facilities. Paipants will be introduced to methods of engaging adolescents in the
teensd® own environment and will develop a customi zec
their Y service area.

Prerequisites:

A Understanding Youuwecdtfiocaouni ty and |ts Cul

A Principles ofWolkivGuih T¥enuutR7ncertificatidn in the retired Working with 1104

and 1518 courses will be recognized until 12/31/07)

Bring: Proof of prerequisite certifications.

Additional Credit Available:

Level Ill. Onehalf-day credit.
PECIALINTERESTCOURSE

A Two year straipifgaclisper i ence

A Two years of experience developing or administeri:r
A More Than a Place to Go: I ntegrating Assets I nto °
A Training Others | (PTO) certification

A

A
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Outreach Skills Trainer
CD673T
Number of hours: 8

This course trains participants to certify staff members or volunteers in Outreach Skills.
Prerequisites:
A Two year s &fgwihagokescents in ¥MCA programs

A Two years of experience in training adults
A OQutreach Skills certification
A Understanding Your Community and Its Culture cert:i

A Principles ofWoikiMGuih T¥enuutR7n(cericatida in tie retired Working with 104,
15-18 and Fundamentals of Youth Work will be recognized until 12/31/07)

A Training Others | (PTO) certification
A Complete Trainer Candidate Application
A Recommended: Managing Risks in |Tseseure sPr)o gcreams f(ifcoartr

Additional Credit Available:
Level lll. Onehalf-day creditafter teaching the course one time.
Peer Mediation

CD613B

Number of hours: 4

An important step in developing responsible youth is to allow them control in conflict remolTiis course
provides participants with tools for fostering peer mediation within existing Y programs. Participants will learn
how to develop leadership and conflict mediation skills in teens, allowing staff to take the role of coach rather
than mediato This course is designed for staff who develop or administer youth work programs.

Prerequisite:

A Recommended: Listening, Feedback, and Positive Di:
Additional Credit Available:

Level lll. Onehalf-day credit.

SPECIALINTEESTCOURSE

Peer Mediation Trainer

CD674T
Number of hours: 7

This course trains participants to certify staff members or volunteers in the Peer Mediation.
Prerequisites:

A Two years of experience training adults

A Two years of eragmenistermqYMEA ybehwerk prqgiamsg

A Peer Mediation certification

A Active Listening and Effective Communication
A Training Others | (PTO) certification

é Complete Trainer Candidate Application

Principles ofWokihGuih T¥entf7certificatiok in the retired Working with 14,

15-18 and Fundamentals of Youth Work will be recognized until 12/31/07)

A Recommended: Conflict Management and Negotiation ¢
Additional Credit Available:

Level lll. Onehalf-day creditafter teaching the course one time.

SPECIALINTERESTCOURSE

Understanding Teens and Substance Abuse

CD605B

Number of hours: 8

Manua Keepi ng Kids Drug Free: [DOBBB22YIBALs Positive Al te
This course is an introductioa basic alcohol, tobacco, and other drug use and abuse prevention. It provides
information on the identification and effects of drugs most commonly used by and/or accessible to children
and teens, primary prevention techniques, and basic program and enfdéon strategies.
Prerequisite:

Principles o{fWokiMQuih T¢enu®7h Wo r k
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(certification in the retired Working with 104 and 1518
courses will be recognized until 12/31/07)

Bring: Proof of prerequisite certification.

Additional Credit Available:

Level lll. One day credit.

PECIALINTERESTCOURSE

Understanding Teens and Substance Abuse Trainer
CD662T
Number of hours: 13

Manua: Keepi ng Kids Drug Free: The YMCAOGs Positive
Alternative(0-87322418-3), $32.

This course ins participants to certify staff members and volunteers in Understanding Teens and Substance
Abuse.

Prerequisites:

A Working knowledge of addiction process and the ef/f
A Two years of ex p eekperencevrkingrinsibstance@buse greverttian, ingervehtion,
and treatment recommended

A Understanding Teens and Substance Abuse certificat
A Principles ofWolkiMGuih T¥ensulR7(certificatiok in the retired Working with 104,

15-18 and Fundamentals of Youth Work will be recognized until 12/31/07)

A Training Others | (PTO) certification

A Complete Trainer Candidate Application

Additional Credit Available:

Level lll. One day credigfter teaching the

course one tiM&S PECIAUNTERESTCOURSE

SPECIALINTERESTCOURSE

Understanding Your Community and Its Culture

CD610B

Number of hours: 4

It is impossible to serve youth appropriately without regard to culture and community. This course helps
participants appreciate the role that culture plays in individual development and youth work. It provides
information on how to develop programs and activities that are sensitive to particular cultures in

a community.

Additional Credit Available:

Level lll. One hdi-day credit.

SPECIALINTERESTCOURSE

Understanding Your Community and Its Culture Trainer

CD671T

Number of hours: 7

This course trains participants to certify staff members or volunteers in Understanding Your Community and

Its Culture.

Prerequisites:

A Two years of experience working with adolescents i
A Two years of experience training adults

A Understanding Your Community and Its Culture cert.i
A Principles ofWolkivGuih T¥ensut®7n(centficatidk in the retired Working with 104,

15-18 and Fundamentals of Youth Work will be recognized until 12/31/07)

A Training Others | (PTO) certification

A Complete Trainer Candidate Application

Additional Credit Available:

Level lll. One halfday creditafterteaching the course one time.
SPECIALINTERESTCOURSE

Working With Low -Income Kids
CD609B

54



Number of hours: 4

Participants will explore how material poverty can affect the needs and issues of young people. The course
also identifies the siilarities and differences between kimcome youth and other youth, building an
understanding of how staff can be more sensitive to the needs of young people in poverty.

Additional Credit Available:

Level lll. Onehalf day.
SPECIALINTEREST@URSE

Working With Low -Income Kids Trainer

CD670T

Number of hours: 7

This course trains participants to certify staff members or volunteers in Working Witincome Kids.

Prerequisites:

A Two years of experience wmamski ng with adolescents i
A Two years of experience training adults

A Wor ki n gincoltie Kitis certification

A Principles ofWoikiMGuih T¥emsul®7h(cerificatidn in the retired Working with 114,

15-18 and Fundamentals of Youth Work will be recoghinatil 12/31/07)

A Training Others | (PTO) certification

A Complete Trainer Candidate Application

Additional Credit Available:

Level Ill. One halfday creditafter teaching the course one time.

YMCA Earth Service Corps Director

YT541D

Number of hours: 7

Manua: Y MCA Earth Service Corps: Administratords Gui de
and Club Handbooksecond edition (36046879), $30.

This course is designed to prepare staff members and volunteers to begin a YMCA Earth Service Corps

program in their community. Earth Servicer@®combines leadership development with environmental

education and action projects in a program implemented by young people througbHhtghor

communitybased clubs. The program gives participants the opportunity to think globally and act locally in

their own environments. The club is guided by a teacher or community volunteer advisor. Information will be
provided on: starting and administering the program; the selaécring approach in education; collaboration

with teachers, schools, and commumgtgups; and how to implement the four major components of the

progran® leadership development, environmental education, action projects, andutoss exchange.

Prerequisites:

A Principals of YMCA Yo ui7(ertifidatiorkinthe Mtoed Working with 04 h Teen's
and 1518 courses will be recognized until 12/31/07)

A Recommended: YMCA Teen Leadership: A Qéambg Approac!t
certification, and Grantwriting certification

Bring: Proof of prerequige certifications.

Additional Credit Available:

Level IIl. Credit: one day.

YMCA Earth Service Corps Trainer

YT561T

Number of hours: 12

Manual: Y MCA Earth Service Corps: Admisacons editient®3606s Gui de
46879), $30.

This caurse trains participants to certify staff members or volunteers in YMCA Earth Service Corps Director.
Prerequisites:

A Two years of experience training adults and worki:
Earth Service Corps, Counselors ireihing, Leaders Clubs, HY, or Youth and Government)

A YMCA Earth Service Corps Director certification

A Training Others | (PTO) certification
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A Complete Trainer Candidate Application

YMCA Teen Leadership: A Club Approach
YT550D
Number of hours: 8

Manual: YMCA Teen Leadership: A Club Approg©k7360

62335), $59.
This course is designed for staff responsible for teen club programs involving teEnsltldxplores the
YMCAG6s unique approach to working witwbhrk M@een | eader st

specifically, it provides information on the administrative aspects of starting and operating a teen club,
working with club advisors and officers (including a training design specifically for advisors and officers), and
activity ideas relatedtthe three core goals of teen programs: Leadership, Séed@raing, and Social
Development; Education, Career, and Life Skills; and Health, Safety, andB@fel. This information is
applicable to any type of teen club and will feature six models oc€XNlub programs: Leaders Clubs,
Youth and Government, Hi/Y -Clubs, Earth Service Corps, Model UN, and Black/Hispanic Achievers.
Prerequisite:

A Principles ofWokimGuih T¥enuutR7n(ceficatida in retired Working with 204 and
15-18 courses will be recognized until 12/31/06)

Bring: Proof of prerequisite certification.

Additional Credit Available:

Level lll. Credit: one day.

YMCA Teen Leadership: A Club Approach Trainer

YT570T

Number of hours: 13

Manual: YMCA Teen Leadership: A Clétpproach(0-73606233

5), $59.

This course trainer participants to certify staff members or volunteers in YMCA Teen Leadership: A Club
Approach course.

Prerequisites:

A Principles ofWolkiMGuith T¥enulR7hcetficatidn in retired Wiking with 1014 and
15-18 courses will be recognized until 12/31/07)

A YMCA Teen Leadership: A Club Approach or YMCA Teel
A Training Others | (PTO) certification

A Complete Trainer Candidate Application
FUNDAMENTALSOFYOTHWORKSERIES

Character Development and SeHEsteem

YT604B

Number of hours: 8

Building selfesteem and character in young people is a primary goal of YMCA programming. In this course,
participants will learn how developing caring, honesty, eesmnd responsibility is connected to preparing
adolescents to become productive members of their communities. During the course, participants will also

become aware of ways to enhance-ssteem in young people.
FUNDAMENTALSOFYOUTH®RKSERIES

Character Development and SeHesteem Trainer
YT604T
Number of hours: 13

This course trains participants to certify staff members or volunteers in Character Development and Self
Esteem.

Prerequisites:

A Two years of dnadolescentsin ¥YMCA prograks ng wi t

A Two years of experience training adults

A Principles ofWoikiMGuth T¥ensut27hcetMicatidn in the retired Working with 414,
1518 and Fundamentals of Youth Work will be recognized until 12/31/07)
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ACharacter Development and SEl§teem certification

Community and Movement
Leadership

Community and Movement Leadership

Black/Minority Achievers Program Director
CD642D
Number of hours: 8

Manual: The YMCA Black Achievers Program Handbook
(0-736053336), $16.
This course is designed for staff members who want to start a Black/Minority Achievers program or improve
in existing one. Participants will: get an historical overview and become acquainted with the current basic
models used to present the progréearn how to document program need, develop relationships and
implement Achievers programming in Latino communities, and evaluate local resources required to support
the program; recognize how youth and adult role models, the corporate community, aMChelY benefit
by sponsoring this program; and learn how to design a program that will fit their service areas.
Prerequisites:
A Working With Program Volunteers certification or
the YMCA
A Re c o mmmaipesofl YMCR Youth Work: Working With Teens Ages 12 to 17 certification
Bring: Proof of prerequisite certifications.
Additional Credit Available:
Level lll. Credit: One day.
Black/Minority Achievers Program Trainer
CD679T
Number of hours: 1-B
Manual: The YMCA Black Achievers Program Handbook
(0-736053336), $16.
This course prepares participants to train and certify staff members and volunteers in Black/Minority
Achievers Program
Director.
Prerequisites:
Two years of e xp eworki|gnithe YNCGABlIack/Minogty Acldevdrstpsogramn d
A Wor ki ntplaVearGidsdr Working With 15to 18 YearOlds certificationor Principles of YMCA
Youth
Work: Working With Teens Ages 12 to 17
A Black/ Minority Achieioars Program Director cer
A  Recommended: Teen Leadership Director certifi
A Training Others | (PTO) certification
A Complete Trainer Candidate Application
ANote: If you have extensive experience with the Black/ Minority Achievers program, you can request a waiver
for the following prerequisite course: Black/Minority Achievers Program Diredtoe waiver request must
be attached to the trainer candidate application form for consideration.
Youth Achievers Program Director
CD641D
Number of hours: 10
Manual: Youth Achieves Program Manual$25. Order manual through YMCA of the USA at
8008729622, or fulfillment@ymca.net.
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The Youth Achievers Program is an Afrocentric socialization program designed to promote the positive
development of African American youth ages 6 toltl8eks to strengthen selfteem among young children
through a culturally specific curriculum based on 1t
Asante of Temple University. The Youth Achievers Program Director course teaches pasticgyamno
administer the program and train staff and volunteers to lead structurexh@geriate, academic, and

cultural learning activities in three eigheek cycles. Each cycle, or EJOS, features four themes; each theme
focuses on two specific compents of Afrocentric learning philosophy. These components include
community, self, manhood/womanhood, sexuality education, survival, politics, life management, character
development, money, motif, and spirituality. The program can be delivered as gadftérschool or day

camp program or as a special activity on its own.

Prerequisite:

A Recommend e d :-toWoearldsargl/orWorking W#h 10to 14YearOlds certificationor
Principles of YMCA Youth Work: Working With Teens Ages 12 to 17

Additional Credit Available:

Level lll. One day credit

Youth Achievers Program Director Trainer

CD680T
Number of hours: 15

Manual: Youth Achievers Program Manu&R5. (Order manual through YMCA of the USA at 889622
or fulfillment@ ymca.net.) courseains participants to certify staff members or volunteers in Youth Achievers
Program Director.
Prerequisites:
A Two years of experience training adults and wor ki
A Wor ki nt@9Y@&rQldsor Borking With 10to 14 YearOlds cerification or Principles of YMCA
Youth Work: Working With Teens Ages 12 to 17
A Recommended: Bl ack/ Mi n o orivouth Achievers Rrogram Birec®r ogr am Di r ¢
certification
Training Others | (PTO) <certification
A Complete Tr alicaiem Candi date App
Introduction to Service-Learning

GNO009B
Number of hours: 4

Development of this course was made possible in part by the Kellogg Foundation

Updated for 2005, this course combines components of the previous Introduction to-Seaundeg and

Advaned Servicd_earning Tools courses into one comprehensive session. This course introduces participants
to servicelearning and explores its application to YMCA membership and programs. This interactive training
walks participants through the sendearnirg process and its core components and shows how easily service
learning can be integrated into programs and practices at YMCAs. The process will enable participants

once home, to build on member and volunteer strengths and interests and to deepen YMEA memb
involvement. Participants will walk away with an action plan as well as tools and ideas for community
mapping, reflection, and asset building. This course is designed for all program and membership staff,
including: Adult Development; Aquatics and Scubas and Humanities; Camping and Outdoor

Enrichment; Child Care; Community Development and Resources; Family Strengthening; Health and Fitness;
Sports and Recreation; and Youth and Teen Development.

Recommended preparation:

A Thi s cour srewlireised €804) desoarcEhetY M@A Servickearning Guidg0-7360

55851), $19. Participants are encouraged to purchase the guide and read through it prior to the course.
However,The YMCA Servied_earning Guidds not a required text for the course.

Introduction to Service-Learning Trainer

GNO30T
Number of hours: 7

Development of this course was made possible in part by the Kellogg Foundation
This course trains participants to certify staff members or volunteers in the course Introduction te Service
Learning.
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Prerequisites:

ATwo years experience training adults
Alntroduction to Servicé.earning certification
ATraining Others | (PTO) certification
AComplete Trainer Candidate Application
Training Others |

GN210B
Number of hours: 3

This course is dégned for people responsible for training and certifying staff and volunteers at their YMCA
and through other local, regional, and national training events. It provides an introduction to adult learning,
presentation styles, audio/visual aids, the rolefTrainer in the YMCA, and the YMCA of the USA

training system. It is recommended for anyone taking a Director level (D) course. It is required for all Trainer

level (T) courses and for Lifeguard Instructor, because it also explains the YMCA of theditg#gtand

certification system. Training Others | can be taken soon after the course for which it is a prerequisite,
if necessary, but it is more beneficial when taken beforehand. This course only needs to be taken once; it does
not have to be repeatear fadditional Trainetevel certifications.

Training Others | Trainer
GN210T
Number of hours: 6

This course prepares participants to train and certify staff members and volunteers in Training Others I.

Prerequisites:
Three to f i v e inipgeadultss
A Faculty certificati

of
on

faculty correspondence course) or Lifeguard Trainer

A Training Others | (PTO)

A Complete Trainer Candi

Understanding the Mission of the YMCA
GNO021B
Number of hours: 4

This course wil!/ i ncl

Understanding the Mission Trainer
GNO021T
Number of hours: 7

ude

experience
in any

dat e

an

certi fi

tra

program

cation

category

Application

over vi
understand the goals and philosophies of the YMCA and discover how their work suppoitsite ofi the
organization, regardless of the position they hold.

e w

of

t he

This course prepares participants to train and certify staff members and volunteers in the courses
Understanding the Mission ofelY MCA and Building a Career Plan.

Prerequisites:

A Two years of experience as

SPECIALINTERESTCOURSE

Collaboration Skills
CD601B
Number of hours: 8

a

pai

d

or

v o |

unt eer

Manual: YMCA Community Developméot87322344-6), $16. This course serves as an introduction to
working collaboratively to accomplish the goals of youth and community development programs, although the
concepts can be applied to any program area. It provides a framework for establishing etitabiveations

and avoiding common pitfallhis course is designed for staff and volunteers who develop or administer

youth work programs.

Additional Credit Available:

Level lll. One day credit.

One semester hour. (See page 22 for details.)

Springfieldcourse #SHSY88.
SPECIALINTERESTCOURSE

Collaboration Skills Trainer
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CD660T
Number of hours: 13

Manual: YMCA Community Developmdft87322344-6), $16.

This course trains participants to certify staff members and volunteers in Collah&ktls and AsseBased
Community Development.

Prerequisites:

A Two years of group work and training experience wi
A Two years of community devel opment experience
A Collaboration Skills certification

A Tr ai nslPHoO) ettification
A Complete Trainer Candidate Application
Additional Credit Available:

Level Ill. One day crediafter teaching the course one time.
SPECIALINTERESTCOURSE

Community Development: Principles, Processes,

and AssetBased Practices

CD619B

Number of hours: 8

Manual: YMCA Community Developmdft87322344-6), $16.

This course serves as an introduction to community
approach. It draws heavily on the work done by Johftr&zmann and John L. McKnight in the book
Building Communities from the Inside Qand applies it to YMCA work in neighborhoods and communities.
This course is designed for staff and volunteers who develop or administer youth work programs.
Additional Cr edit Available:

Level lll. One day credit.

One semester hour. (See page 22 for details.)

Springdfield course #SHSY88.

SPECIALINTERESTCOURSE

Community Development: Principles, Processes,

and AssetBased Practices Trainer

CD619T
Number ofhours: 13

Manual: YMCA Community Developmet87322344-6), $16.

This course trains participants to certify staff members and volunteers inBsst Community
Development.

Prerequisites:

A A-Based tCommunity Development certification

A Tr ai erd|goO) Cettification

A Complete Trainer Candidate Application
Additional Credit Available:

Level lll. One day credit.

One semester hour. (See page 22 for details.)

Springfield course #SHSY88.

Leadership Skills for Trainers: Training Others IlI

CL220D
Number of hours: 24

Includes: Participant Manual

As the YMCA has a strong history and future in training that relies on the skills of volunteer trainers, this

module is designed to enhance and refresh the effectiveness of even the most experiencethisaimandy

created course was designed by a collaboration of Y professionals and training and development consultants.
Evidence suggests that the principles of successful leadership are synonymous with the principles of

successful facilitatiol excellentcommunication skills and a style of authenticity that engenders trust and
rapport. This training will build a trainerds abil it
supportive. More specifically, the thrday course will:
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A 1 mp r o \aulity o preserd, fatilitate, and lead groups

A Deepen understanding and expand working knowledge
A Provide opportunities f-tmefepdbazicon fadli@mtonskilsper i ment at i ¢
Prerequisites:

A Theraifacultylevel certification within the YMCA of the USA training system

A Training Others | (PTO) certification

A-A minimum of two years proven experience as a ¢trali
Bring: Proof of prerequisite cefications.

Additional Credit Available:

3 days

Two semester hours. (See page 22 for details.)

Springdfield course #SHSY30.

Leadership Skills for Trainers: Training Others 11|

Trainer

CL250T

Number of hours: 29

Includes: Trainer Others Trainemanual

This murse prepares participants to train and certify staff and volunteers in the Training Others certification

course series.

Prerequisites:

A Senior Director certification

A Current YMCA employee or volunteer

A Proficiency in the course subject

A Mi ni wayesarsoffexperience training adults

A Training Others | (new version) and I11 certificat
A Complete Trainer Candidate Application

Understanding and Promoting Civic Engagement

WK400B

This is a noncertification course.

Understanding and Promoting YMCivic Engagement is an interactive workshop designed to help YMCA

staff and volunteers embrace the meaning of civic engagement and view it as an active process through which

the YMCA can engage all those it serves and the entire community as stakehghdiig life. The

workshop will help participants assess how civic engagement is currently promoted within their YMCAs

and communities and learn how to take current programs, projects, and practices to a new level that civically
engages members, prograarticipants, and volunteers, particularly teens and young adults. Participants will

leave with an action plan for themselves and their YMCAs as well as a better understanding of how promoting
civic engagement is important to the YMCAOs mission
Developing an Agenda for Action

THIS COURSE IS NOT OFFERED THROUGH PROGRAM SCHOOLS OR LOCAL TRAININGS. To

register for eLearning courses, contact the YMCA of the USA at 808729622.

In a world in which mergers, acquisitions, and corporate restructmngcreasingly common, the ability of
organizations to evolve and adapt to changing circumstances is critical to their survival. Yet this is not an

organic processt is a process driven by individuals within the organization who emerge as change agents

Change agents can operate at any level within an organization; but to be effective, they must recognize

the areas within an organization over which they can exercise control and those areas over which they have no
control. This course analyzes the lewaflsincertainty in which today's organizations operate as well as the

spheres within an organization in which you are able to effect change. The course introducestepthree

model for implementing change and, as the first in adaurse series, helpsyaevelop a blueprint for

change initiative specific to your organization.

Key Topics:

A Analyzin
A ldentify
Course Format:

g the Change Environment
ing Change Opportunities
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This course requires six hours over a two week period to complete.

Assessing Alliesand Resistors

THIS COURSE IS NOT OFFERED THROUGH PROGRAM SCHOOLS OR LOCAL TRAININGS. To
register for eLearning courses, contact the YMCA of the USA at 808729622

Identifying the need for change and outlining the contours of the change initiative atieediiiist steps in the

successful implementation of a change process. Effective change agents must then create and mobilize a
coalition to carry the change initiative forward. Their success depends largely on their understanding and

mastery of the polite of change. obstacles, and gather the necessary data for an informed-deaiéngn
process. This course, the second in adawrse program, introduces the skills and strategies necessary to
navigate successfully the organization's sociopolitical watezarry the change initiative through to fruition.

You'll learn how to develop negotiation strategies to identify and recruit potential members to your change

coalition, establish credibility, counter the arguments of those who resist the changeendiadi legitimize
your own change arguments.

Key Topics:

A Change Actors

A Leading the Change Coalition

A Consolidating Change

APl ease take fADeveloping an Agenda for Actionbo or
Course Format:

This course requires six houwrger a two week period to complete.

Negotiating Support for Your Agenda

THIS COURSE IS NOT OFFERED THROUGH PROGRAM SCHOOLS OR LOCAL TRAININGS. To

register for eLearning courses, contact the YMCA of the USA at 808729622.

In these highly uncertain and builent times, going it alone is no longer a route to success; as a result,

effective leaders build coalitions of support for their agenda and change initiatives. Leaders develop such

coalitions by establishing their own credibility and the credibilityhefrtagenda. This course, the third in the

series, Getting Things Done in Organizations: Creating Change and Building Support, is designed to:

A help learners develop a fAiroadmapo for negotiating
of the principles of bargaining power and influence in the process of negotiating a strategic initiative;

A help learners apply this conceptual model to their:Hl
A help learners anal yze orgarizatow, idéntifyiscuecés ofsupeort fbraheir of ot |
agenda, and develop a strategy for building support for their initiative.

Key Topics:

A I'n this course, participants | earn about:

A Conditions that necessitate coalitions

A The dynamicserof bargaining pow

A The i mportance of credibility

A Gaining support for an agenda

A Justifying their actions

A Communicating their agenda

A Determining how may issues to focus on

APl ease take fAAssessing Allies and Resistorso or

Course Forrat:

This course requires six hours over a two week period to complete.

Leading Your Coalition

THIS COURSE IS NOT OFFERED THROUGH PROGRAM SCHOOLS OR LOCAL TRAININGS. To
register for eLearning courses, contact the YMCA of the USA at 80872-9622.

Identifying what needs to get done, and how it should get done, is longer sufficient in most organizations. A

leader must have the skills to implement their initiative and to overcome the dynamics of opposition and
resistance that exist in every organization. Thigee, the fourth in the series, Getting Things Done in

Organizations: Creating Change and Building Support, is designed to help learners: Apply the leadership style

appropriate to the situation; Put a change coalition into place; React to changing meiitiee organization
to ensure successful implementation; Anticipate and prepare for the future.
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Key Topics:

A In this course, participants learn about:

A Solidifying their coalition

A Mapping differences among coalition members

A Pr opagat iivergifyingdheiranstwoskn d d

A The two dimensions of coalition |leadership

A  Avoiding traps of insular coalitions

A Recognizing and responding to changing conditions
A - The Change Outcome Matrix and responding to diff et
A ®@inggand proactive change

APl ease take fNegotiating Support for Your Agendado p
Course Format:
This course requires six hours over a two week period to complete

General Training

Residence and Facility Managemé@ure Comptency

Mission-Driven Quality Promise

On page 32 of the Gener al Trcauiseas relatgdtossengcei on y o
learning. If your YMCA has a staff membenrwolunteer certified in the Introduction to Service
Learning course (oprior to 2005, the Advanced Servitearning Tools course or, prior to
1999, the Youth Development Through Serniearning course), angbur Y follows the
guidelines found in the YMCA ServideearningGuide, your Y is on its way to making a
Mission-Driven Qualty Promiseabout your servicéearning programs! The MDQPs outline the
criteriafor excellent programs that reflect the mission and safeguamdtéggity of the
movement. If your Y can promise that it follows eaclhef practices related to sendl@aming
programs, youo/l httesting togauncemmimeddewnlpad the MDXPs=from
YMCA exchangewww.ymcaexchange.or@nd use it to evaluate and improve senl@sening
programs righaway!

General Training

In order to better serve associations, local and regional trainingsill be conducted. For more information, contact YMCA
of the USAor go to www.ymcaexchange.org.

Related courses listed under other categories:

A B Bool Operation on Location (POOL)

A B YMCA Aquatic Management (YAM)

A ® Breating a Clean, WeNMaintained Culture

In Your YMCA

A \Wiacility Design Trends

Custodial Technician

GNO030D
Number of hours: 17

Includes: $55 Cleaning Management Instituésting fee
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Manual: Custodial Technician | Handboak CustodialTechnician Modules One through Five.

This is a technical course designed for custodial supenasarstaff. A section is dedicated to the role of the
custodiarin demonstrating the four vada of the YMCA. The role of theustodians in fulfilling the mission of
the Y and their importande the success of the overall operation of the Y is highligl@astodial training
materials (participant manuald@veloped by industrgecognized Cleaninlylanagemeninstitute have been
adopted by YMCA of the USA for use @overing the following course topics:

Basic and advanced cleaning procedures

I nt r od u cadtRightto Khow Sté@n8artAarigloodborne Pathogens Standard

The chemiaihgy behind cl e

Hard and carpeted floor <care

Bat hroom car e

Custodial supplies, materials, and equi pment
Organization of custodial storage areas for e
Troubl eshooting c¢har Aspecillmatatotium segtion hasubeen orehjeitke| pr
BFS/Property Management department. This material idendifidslescribes elements related to safety and
custodialtasks and procedural techniques necessary to properly mantdiCA natatorium.

Note: Handbook is available through Cleaning Magragntinstitute. Call for prices. Contact Nicole Older, 13
CenturyHill Drive, Latham, N.Y., 12110. Phone: 57831281, ext3152. Fax: 51&83-1386. For credit card
orders, go tavww.cminstitute.net.

Custodial Technician Trainer

GNO026T
Number of hours: 2

Manual: Custodial Technician | Handboak CustodialTechnician Modules One through Five.

This course prepares participants to train and certify staffibers and volunteers in the Custodial Technician
course.

Prerequisites:

A Two years rieficecustodi al expe

A Custodi al T e conhbmingdoithe coursaehetkifof §6€naatei payable to YMCA of the USA
($55 forleaning Management Institute testing fee and $1XMCA of the USA certification)

A Training Others | (PTO) certification

A C otePrdiner Candidate Application

Bring: Manual.

Note: Handbook is available through Cleaning Managerhesiitute. Call for prices. Contact Nicole Older, 13
CenturyHill Drive, Latham, N.Y., 12110. Phone: 57831281, ext3152. Fax: 51&83-1386. For crdit card
orders, go tevww.cminstitute.net.

Maintenance Technician

GNO031D
Number of hours: 17

Includes: YMCA Maintenance Manué&hvailable for freelownload at www.ymcaexchange.org)

Successful YMCA facility operation requires a fundameknalwledge of budings and the issues involved in
providing costefficient and effective maintenance. This is a techrdoalse designed for all YMCA
supervisors and staff who habeilding maintenance responsibilities. This course provitdfiesmation and
strategies fated to the maintenance of theilding envelope, interior, mechanical equipment, and delivery
systems. Participants will also receive information rel&tdalilding safety, OSHA, and utility management.
To increase your maintenance skills and become waluableo your YMCA association, take this course
written and taughby YMCA maintenance professionals.

Maintenance Technician Trainer

GNO029T
Number of hours: 22

Manual: YMCA Maintenance Manuéhvailable for free downloaat www.ymcaexchange.org).

This course prepares participants to train and certify staffibers and volunteers in the Maintenance
Techniciancourse.

Prerequisites:

A Two years of maintenance experience

oo Too Too To To T I I
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A Training Others | (PTO) certification
A Complete Trainer Candidate Application
Introduction to Property Management

GNO015B
Number of hours: 4

Manual: YMCA Maintenance Manuéghvailable for free downloaat www.ymcaexchange.org).
This course introduces basic concepts needed to undeastdmdanage YMCA physical assets so that they
are cean, safefunctional, and ufto-date. Various aspects of facility managenaetaddressed, with an
emphasis on government regulatiomgventive maintenance, and risk management practicesdated to
property.
Property Management Trainer
GNO75T
Numberof hours: 7
Manual: YMCA Maintenance Manuévailable for free downloaat www.ymcaexchange.org).
This course prepares participants to train and certify staffibers and volunteers in Introduction to Property
Management.
Prerequisites:

Two Yy peedence in ¥ MICA@moperty managemesitification

A Training Others | (PTO) certification

A Complete Trainer Candidate Application

A Recommended: I nt r od u cceriificationandior Fadilitep Mandggmerimauideg e me n t
Operational Skills for Residence Staff

GNO17B

Number of hours: 8

Manual: Residence Development and Operations Mar@all YMCA of the USA at 806B72-9622 for a free
copy of the manuallhis course is designed to help residence directors, managérsther staff who serve
residents to understand the philosoppglicies, and procedures essential to effective resideaoagement
and resident member services.

Operational Skills for Residence Staff Trainer

GNO76T
Number of hours: 13

Manual: Residence Development and Operationsilé Call YMCA of the USA at 806B72-9622 for a free
copy of the manuallhis course prepares participants to train and certify staff memmbengolunteers in
Operational Skills for Residence Staff.

Prerequisites:

Two years of expceoperggionse in YMCA reside
A Recommended: Operati aertdidaioSki | | s for Residence St af
A Training Others | (PTO) certification

A Complete Trainer Candidate Application

How to Develop a Maintenance Reserve Program

GN300D

Number of hours: 3.5

Designed for thosm property management as well as the execle@edership of the YMCA, this course will
prepare and equiparticipants with the knowledge and tools required to develogiatenance reserve plan.
Through group discussion and exercigagicipants will €arn how to determine current facilignditions and
status, how to establish current and future capgtzdir and replacement needs and how to develop projected
costs.

How to Develop a Maintenance Reserve Program Trainer

GN300T

Number of hours: 6.5

This course will prepare participants to train and certify stafnbers in the How to Develop a Maintenance
ReserveProgram class.
Prerequisites:

How t o Devel op a MaCenificaionance Reserve Program
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A Training Others | (PTO) certification
A C o mpainer Candidite Application
YMCA Preventive Maintenance Programs

GN310D
Number of hours: 3.5

Designed for those in property management as well as the exdeatiegship of the YMCA, this course will
teach the philosophgnd strategies of a proactive apgch to the maintenan&zcilities, property and
equipment. This course orients participaotthe proper approach to preventive maintenance including
debunking PM myths, development of a commitment todPlll methods of developing and implementing an
effective PMprogram.

YMCA Preventive Maintenance Programs Trainer

GN310T
Number of hours: 6.5

This course will prepare participants to train and certify staffnbers in the YMCA Preventive Maintenance
Program class.

Prerequisites:

A YMCA Pr ev eme¢ ProgmmsMertificatiore n a

A Training Others | (PTO) certification

A Complete Trainer Candidate Application

YMCA Cleaning Management

GN330D
Number of hours: 16

This course will help participants develop an understandittgeafole that custodial servicpiy in

membership services amda wellplanned property management program. Participaitittearn the

principles of the chemistry of cleaning and effectileaning techniques. Participants will also receive tools to
conduct an assessmentoftheir YMG s cur r ent c | waaticds,rand learahow tp design mn
effective cleaningnanagement plan, including staffing and supervising a produetve.

YMCA Cleaning Management Trainer

GN330T
Number of hours: 19

This course will prepare participartb trainer and certify staffiembers in the YMCA Cleaning Management
course.

Prerequisites:

A  YMCA Cleaning Mana
A Training Others |
A Complete Trainer C

i cation
cation
i cation

—
o
= D

gemen
(PTO) Ce
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Building a Career Plan
GNO020B
Number of hours: 4

This session will examine the range of YMCA jobs, kindpreparation and training needed at various levels

of the organizatiorand the typical stages of upward job successiothéind ay 6 s Y MCA.. Participa
receive andearn how tause a career planning tool in which immediate and-tengemployment goals are

stated, strategies for accomplishthgse goals are formulated, timetables for completion aemndeither

resources are identified. Additionally, participawil learn how to engage their supervisors in discussing
careerambitions and the need for additional training in the conteahgbing performance appraisal and

review.

Communication Skills

GNO022B
Number of hours: 8

Research indicates that interpersarad communicatioskills are the two most important competencies for
success ithe YMCA. This eighthour course provides training in effectli@ening, expressing ideas clearly,
and building productivevorking relationships. Participants will learn ceptsand practice skills to become
more effective communicators.
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Communication Skills Trainer
GNO022T
Number of hours: 13

This course prepares participants to train and certify siaffibers and volunteers in the courses
Communication Skilland Building aCareer Plan.

Prerequisites:

ATwo years of experience as a paid or volunteer staff meofitlee YMCA

A Fami | i a r-learning tninirg kechaigleslafatoven presentation skills

A Building a Career Plan certification
A Communicaticabon Skills certif

A Training Others | (PTO) certification

A Complete Trainer Candidate Application

Introduction to Group Work Skills
GN023B
Number of hours: 4

Working with groups and interacting with members and progrembers have both been rated in the top five
most importantompetencies for success in the YMCA. This fbaur courseovers basic small group
practices; working together to reagbals; and positive skills in relating to YMCA members, program
members, and colleagues.

Group Work Skills Trainer

GNO23r

Number of hours: 7

This course prepares participants to train and certify staffibers and volunteers in the courses Introduction
to GroupWork Skills and Building a Career Plan.

Prerequisites:

A Two years of exper i ememkerofsghe YMCApai d or volunteer st:
A Fami | i ar-learning tnaining kechaigleslafatoven presentation skills

A Building a Career Plan certification

A Group Work Skills certification

A Training Others | (PTO) certification

A Complete Trainer Candidate Application

Introduction to Problem-Solving and Conflict Management Skills

GNO024B

Number of hours: 4

Behaviors associated with recognizing and solving probleens rated in the top 10 core competencies by
YMCA researclrespondents. To enhance the capabilities of YM@# 0 work successfully in a changing
environment, this coursacludes a basic model for problesnlving and decisiomakingand helps
participants build skills in conflict managememid negotiation.

Problem-Solving and Conflict Management Skills Trainer

GNO024T
Number of hours: 7

This course prepares participants to train and certify staffibers and volunteers in the courses Introduction
to ProblemSolving Skills and Building a Career Plan.
Prerequisites:

A Two years of exp eerstafmemleer ofitse YMICApai d or volunt e
A Fami | i a r-learning tainirig kechaiglieslafaroven presentation skills

A Building a Career Plan certification

A P r eSblving 8kills certification

A Training Others | (PTO) certification

A Compl et e aeApplicaon Candi d

Introduction to Time Management
GNO036B
Number of hours: 4
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Focusing on time management skills, this course willbropdar t i ci pant sd awareness anc
managingime at work, goaketting, and maintaining a balance betweerk and personal life demands.
Time Management Trainer

GNO036T
Number of hours: 7

This course prepares participants to train and certify siaffibers and volunteers in the courses Introduction
to TimeManagement and Building a Career Plan.

Prerequisites:

ATwo years of experience as a paid or volunteer staff meofitlee YMCA

A Fami | i a r-learning tnaining kechaigleslafatoven presentation skills

A Building a Career Plan certification
A Time Management certification

A Training @ertfibakons | (PTO) ¢

A Complete Trainer Candidate Application

Working With Program Volunteers

GNO011B

Number of hours: 4

This course is for every YMCA committed to working with prograstunteers and interested in the
Volunteer Champion Strategy. This straggy, which incorporates volunteer developniettd every Y staff
member 6 s wor k, appsiachta sustamizioga systent fer @aoh YMCA. It is iteahe staff
member whd officially or unofficiallyd is responsible for working with volunteerstbie executivelirector
who contemplates instituting a volunteer developrpeogram. It includes techniques for recruiting,
screeningfraining, evaluating, and recognizing volunteers. Itaan be beneficial to frortesk personnel;
staff who superviseoaches, mentors, and program leaders; and those involtgdnaising, human
resources, training, marketing, membershig public relations.

Program Volunteers Trainer

GNO71T

Number of hours: 7

Manuals: The Seven Rs of Volunteer Development: A YRé&SAurce Ki{0-87322756-5), $60; andrhe
Volunteer ChampioGuide(0-736033785), $12. Recommendetdhe YMCAServiceLearning Guidg0-
73603757%8), $12. To order manualspntact the Program Store, 8087-0089.

This course prepares participants toiesgtaff members andolunteers in the Working With Program
Volunteers course.

Prerequisites:

A Two years of exper i ewitprogtamseoiumdensg adul ts and wor kit
A Working With Program Volunteers certification
A Training Othtons | (PTO) certifica

A Complete Trainer Candidate Application

Working With People with Disabilities

GN112B

Number of hours: 8

This training is designed for YMCA staff and volunteers whovnayeking with people with disabilities (both
adults and childreand including botlour members and program participanis)e training begins with a
review of prior or existing knowledgacluding the Americans with Disabilities Act, the inclusjamilosophy
and core competencies. The training also coxgrarsonal understanding andrroitment to inclusion, an
overview of common disabilities, the importance of (and viayengaging stakeholders, accommodating
individuals withdisabilities in existing programs and facilities (including teaching inclusion tips and
strategies), behasi guidancestrategies, designing adaptive programs and learning hiawk tim the
resources in your community. The training concludiis a review of the suggested guidelines for working
with people with disabilitiesThis training provides a basic intfuction and overview withoncrete tips. For
more advanced training, participants aneouraged to research local opportunities or national training
delivered by those who make working with people with disabilities core competency.

Prerequisites:
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Participants must be familiar with these two resources:

A Developing a Cul t ur leadvidumlswith Disabilities in then YMCAVA ¥YMJAn g wi t h

workshopdesign available on line ahttp://www.ymcaexchangerg/front/programs/

A The 3 nEffRisnbandHffectve Inclusion Program:Philosophy, Protocol and Practical. A YMCA

or+line training available athttp://www.ymcaexchange.org/back/

legal_risk_management/americans_with_disabilities_act/default.asp

Working With People With Disabilities Trainer

GN112T

Number of hours: 13

This course prepares participants to certify staff membersauadteers in the Working with people With

Disabilitiescourse.

Prerequisites:

A Working With People With Disabilities

A Training Others | (PTO) certification

A Complete Trainer Candidate Application

Participants must be familiar with these two resources:

Developing a Culture for Inclusion: Working with Individuagh Disabilities in the YMCA. A YMCA

workshop design availabtm line athttp://www.ymcaexchangerg/front/programsT he 3 fiPs o of an E

and Effective Inclusion PrograrRhilosophy, Protocol and Practical. A YMCA-tine training

available at

http://www.ymcaexchange.org/back/legal_risk_management/americans_with_disabilities_act/default.asp

Working With the World

GN014B

Number of hours: 2

This course is for program staff and volunteers who havetarest in YMCA international work but have not

been activelynvolved in the past. It is designed to introduce participarttsetovorld YMCA and @ motivate

them to become involved international programs, relationships, and World Servitieeat own local

associations. International work helps to attremt and diverse members to the YMCA, can improve an

as s oc iimage, anchbliimysanewde nsi on t o ato tiiebmsssianthe cowse tnéludes easy

to-use international education activities well as slides and videos for sharing the internatroeatage. A

full resource table along with a resource catalilgallow participants & order free materials to assist them in

their planning and implementation of international prograntsevents. Busy staff will appreciate the ready

to-use curriculunguides which can help integrate international into MICA program areasCourse

partidpants will learn about the work of overse@dCAs, the importance of understanding and appreciating

diversity, and how to make the international triangle a pahesf YMCA work. They will have the

opportunity to brainstormbout their own internationabnnection and be preparedntplement some next

steps upon completion of the courBeng: Li st of your Yoés involvement, i f

in relationships with YMCAs in other countries, orcontributing to World Service.

Working Wit h the World Trainer

GNO74T

Number of hours: 5

This course prepares participants to certify staff membersaudteers in the Working With the World

course.

Prerequisites:

A Two years of ex

A Working With th
rs
ne

fe})

¢ mtermatioaal prograngs oprodrant dctwvitea nd  wor ki r
d certification

0] certification

[

A Training Othe )
date Application

i en
or |
(PT
A Complete Trai and
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4. Future Professional Development and Opportunities to Grow

4.1 Youth Development Networks and Resources Wdorkers
Professional Support Networks

Within the San Francisco Bay Area many support networks exist that are geared toward
connectingyouth work professionals with program resources

1. Violence Prevention Network

2. Youth Employment Coalition

3. California School Age Consortium Bay Area Chapter

4. National Youth Development Information Center (website)
http://www.nydic.org/nydic/staffing/profdevelopment.htm

4.2 Opportunities in Higher Education for Youth Development Workers

1. After School Bst Practices Course:

San Francisco State University College of Extended LeaandgSan Francisco Unified School
Districtds ExXxCEL After Sc h oAftdr ScRool®BestPaantises ar e
(CAD 350). Students who successfully complete&week course wiarn two credits through

of

SFSU6s Coll ege of Extended Lear3ankrapciscoDesi gned

EXCEL After School Programs, this course will provide participants with opportutaties
develop a variety of skills to eahce their professional capacity within the programs in which
they currently work. Through participation in workshops, participants explore current theories
andpractical examples for developing, implementing and maintaining a successful program.
Guidedindependent research following each workshop allows participants to connect session
information totheir local sites. This course incorporates a series-gioamgy workshops offered

by the SFUSD SHPIEXCEL After School Programs central a#.

2. CommunityCollege Youth Worker Training:
The Oakland Community Afterschool Allian@@CASA) has brought together representatives

from Peralta Community Colleges, Oakland Unifi&ed¢ h o o | Di s tsworkiotce Oakl and

development offie, elected officials and communitrganizationgo design and pilot a youth
worker training program at Laney College in Oakland. They famlot courses for 30 students
in the fall of 2007. The program is geared toward elevel workersworking in after school
programs. The fst senester classes will include Introduction to YoOtvelopment, CPR/First
Aid and Introduction to Tutoring. Students will also be able to receive ¢oeditork

experience. If appred, the full design will be fie semesters with an AA degree awarded to
students who successfully complete all coursework.

3. The Great Plains Interactive Distance Education Alliance:

(Great Plains IDEA, o r G PI) is@nsortium of human science colleges at ten universities that
offers a multiinstitutional postaccalaureatdegree program in youth development (Online

degree program). The youth developmanmigram offers a thirtgix-c r edi t mast er 6s

d

well as two certificates for individuals whodoot wi sh t o pursue a mast er
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certificates in youtldevelopment or youth programanagement and evaluation. Tweeptght

credits for this program are offered through the consortiith,the remaining eight credits

of fered through the st ud dasteighscredits pesmitfhittyarndi a | I n
degree candidates to take courses furthering their specialipatr@gotiate practicum

experiences, where they can work with their faculty adviser to enhanegplydhe skills they

have acquired. (National Collaboration for Youth: NationalitfiodDevelopmentearning

Network eNewsletteri Professional Development Series)

4. Universities offering certificates in youth development:

1) Cornell University

2) Harvard University

3) Case Western University

4) Concordia University distance learning (online)

5. Universities offering degree programs in youth development:

1) University of California Cooperative Extensiesan Diego County

2) Kansas State UniversityYouth Development Distance Learning program (online
MA)

3) Clemson University distance learning (OnlenMS)

4) Concordia University distance learning (online MA)

5) Michigan State University

6) Pennsylvania State University

7) Tufts University

8) University if Minnesota

9) Columbia University

10)Brandeis University

11)Portland State University

5. BGCP Interview Protocol

5.1 Manager Interview Protocol

1)

2)

3)

4)

5)

Can you tell us a little bit about the typical professional background of current (full time/part time)
BGCP staff members?

What knowledge, skills and mindsets do you feel are most important for incoming staff members
to have?

How effective have incoming staff members been at transitioning into their positions? Where do
you think they fall short?

Can you please describe BGCPO0s ongoing staf

What are the best aspects of BGCH&spests?longoi ng
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6)

7)

8)

9)

What, if any, additional training would you like to see offereB@CP?

What are future career trajectories for BGC
a) Plan to stay with BGCP?
b) Plan to leave BGCP, but continue to work in the youth development field?
c) Planto enter another field

In the future what do you see yourself doing professionally?

Can you think of any professional devel opme
the future that would keep you motivated in your work with BGCP?

10)Isthereanyt hi ng el se related to professional de

5.2 Staff Interview Protocol

1)

2)

3)
4)
5)
6)
7
8)

9)

Can you tell us a little bit about your professional background? What did you do before coming t
work at BGCP?

In general, how prepared waolyou say new staff members are to meet the demands of working at
BGCP?

How well prepared did you feel upon beginning work at BGCP?

Can you please describe BGCPO6s ongoing staf
What are the best aspects of? WeakesPa3mects@ ngoi ng
Do you feel that BGCPs training program meets your needs as a staff member?

What, if any, additional training would you like to see offereB@CP?

What would keep you connected wiBlGCP?

What would make you think about leavitige Clubs?

10)In the future what do you see yourself doing professionally?

11)How do you feeBGCPstaff development is preparing you for what you want to do in the future?

12)Can you think of any professional deovigelinop me

the

13)future that would keep you motivated in your work as a youth worker?

14)' s there anything else related to professio

72



5.3 Manager Followup Survey
Dear :

Just wanted to thank you again for riieg with us a few weeks ago. We are hard at work in
order to create the best recommendations possible, and we have severalfafjogstions we
are hoping you can help us out with:

Is there any formal or informal mentoring for new staff members?

How dces your staff performance review work?

How long is the summer training (hours and days)?

How long has the average BGCP staff member been working there?

What is the rationale for the ninetiay waiting period in place before new staff receive
orientatior?

How many of each: clubhouse unit directors and individual program directors?

arwnE

o

Short quick responses are fine. We appreciate your help here and look forward to sharing our
findings and recommendations.

Best,
Julianna, Tresha, Danielle, and Sara
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