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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 sitesτEast Palo Alto, Menlo Park and Redwood Cityτfour 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. 
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Future Professional Development and Opportunities to Grow 
By taking an active role in providing all staff members with a clear understanding of 
BGCPκ.D/!Ωǎ ƛƴƴŜǊ ǿƻǊƪƛƴƎǎΣ ŀŘŘǊŜǎǎƛƴƎ ǘƘŜ ǳƴƛǉǳŜ ƴŜŜŘǎ ƻŦ ŜȄǇŜǊƛŜƴŎŜŘ ǎǘŀŦŦ ƳŜƳōŜǊǎ, and 
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 
ƻǇǇƻǊǘǳƴƛǘƛŜǎ ǘƻ ŀŘŘǊŜǎǎ ǎǘŀŦŦ ƳŜƳōŜǊǎΩ Ŝxpressed training needs/wants. As well, we were 
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: 
 

1. Organizing and Implementing Staff Training and Development 
2. Building Organizational Culture 
3. Current Training Needs for Staff 
4. Future Professional Development and Opportunities to Grow 

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 
ǇǊƻƎǊŀƳΩǎ ǎuccess (Carnegie 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 CƻǳƴŎƛƭ ǎǳƎƎŜǎǘǎ ǘƘŀǘ άŜŘǳŎŀǘƻǊǎέ spend at least a 
quarter of their work time on staff development activities (Richardson 1997)1. 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 
άƳŀƛƴ Ǉƻƛƴǘǎέ ŀƴŘ ǘŀƪŜ ƛƴǘƻ ŀŎŎƻǳƴǘ ŘƛǾŜǊǎŜ ƭŜŀǊƴƛƴƎ ƳƻŘŀƭƛǘƛŜǎΣ ōȅ ƛƴŎƭǳŘƛƴƎ άƘŀƴŘǎ ƻƴέ 
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. Teaching prƻŎŜǎǎŜǎ ǘƘŀǘ ŜƴŎƻǳǊŀƎŜ ǎƳƻƻǘƘ ƳŜŜǘƛƴƎǎΥ  ά9ŦŦŜŎǘƛǾŜ ƎǊƻǳǇ ŦŀŎƛƭƛǘŀǘƻǊǎ Ŏŀƴ 

build consensus, address conflict, negotiate, facilitate conversations, run effective 
meetings, use dialogue, and engage all participantsέ (n.p.). 

 
Additionally, Darling-Hammond and McLaughlin (1995) outline how professional development 
should look (in the public school context): άǘŜŀŎƘŜǊǎ need opportunities to share and discuss 
ideas and strategies, connect concepts, work and learn from one another, etcέ όмύΦ 

Building Organizational Culture 
 

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. 
                                            
1
 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 ōŜƭƛŜǾŜ ǘƘŀǘ ǘƘŜ b{5/Ωǎ 
guidelines might provide a fruitful jumping off point for determining the appropriate amount of time for BGCP to 
spend on these activities. 
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(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, 
!ǎǘǊƻǘƘ ŀƴŘ ¢ŀȅƭƻǊ όнллпύ ǊŜǇƻǊǘ ƻƴ ǘƘŜ bŀǘƛƻƴŀƭ /ƻƭƭŀōƻǊŀǘƛƻƴ ŦƻǊ ¸ƻǳǘƘΩǎ όb/¸ύ ŜŦŦƻǊǘǎ ǘƻ 
define what successful youth workers are doing. Essentially, NCY reviewed existing 
competencies circulating in the field, sought feedback from many youth-serving organizations 
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and their staff, and ultimately decided on a set of ten core competencies ǘƘŀǘ άŜƴǘǊȅ-level 
workers, including part-time and full-time staff and volunteers, should possess when they begin 
a job or should acquire during the first fŜǿ ȅŜŀǊǎ ǘƻ ōŜ ŜŦŦŜŎǘƛǾŜ ǿƘŜƴ ǿƻǊƪƛƴƎ ǿƛǘƘ ȅƻǳǘƘΣέ 
(30).   

The core competencies are as follows: 
 

1. Understands and applies basic child and adolescent development principles 

2. Communicates and develops positive relationships with youth 

3. Adapts, facilitates, and evaluates age-appropriate activities with and for the group 

4. Respects and honors cultural and human diversity 

5. Involves and empowers youth 

6. 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 

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 
questions are: 1) What conditions lead youth to want to attend the activity?; 2) What aspects of 
an after-ǎŎƘƻƻƭ ŀŎǘƛǾƛǘȅΣ ǎǳŎƘ ŀǎ ǘƘŜ ǎǘŀŦŦΩǎ ōŜƘŀǾƛƻǊǎ ŀƴŘ ǘƘŜ ŀŎǘƛǾƛǘȅΩǎ ǎǘǊǳŎǘǳǊŜΣ ƭŜŀŘ ȅƻǳǘƘ ǘƻ 
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 
ǘŜŀƳ ǎǘǳŘƛŜŘ ŘƛǎŎƛǇƭƛƴŜŘ ȅƻǳǘƘ ǘƘŜƴ ǎŜŜƳŜŘ ǘƻ ǉǳƛŎƪƭȅ άŦƻǊƎƛǾŜ ŀƴŘ ŦƻǊƎŜǘέ ōȅ ƳƻǾƛƴƎ ǊƛƎƘǘ 
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 
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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 
number oŦ Ƨƻōǎ ŦƻǊ άȅƻǳǘƘ ŘŜǾŜƭƻǇƳŜƴǘ ǿƻǊƪŜǊǎ,έ ǿƘƻ are expected to be knowledgeable of 
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 ŎǊŜŀǘŜ άa body of 
systematic theory that informs the practice (p. 392).έ 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 
ƳŀǎǘŜǊΩǎ ǇǊƻƎǊŀƳ ƻŦ ǎǘǳŘȅ ƻƴƭƛƴŜΣ ǘƘǊƻǳƎƘ ǎŜǾŜǊŀƭ ǳƴƛǾŜǊǎƛǘƛŜǎΦ This and similar programs also 
ƻŦŦŜǊ ǘƘŜ ŀŘŘŜŘ ōŜƴŜŦƛǘ ƻŦ ŎǊŜŀǘƛƴƎ άŀǎȅƴŎƘǊƻƴƻǳǎέ ƭŜŀǊƴƛƴƎ ŜƴǾƛǊƻƴƳŜƴǘǎΣ ǿƘƛŎƘ encourage 
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 CNYD report, άaƻǾƛƴƎ ŦǊƻƳ YƴƻǿƭŜŘƎŜ ǘƻ !Ŏǘƛƻƴ ƛƴ {ŀƴ CǊŀƴŎƛǎŎƻΥ 
Creating a Comprehensive Youth Work ProŦŜǎǎƛƻƴŀƭ ²ƻǊƪŦƻǊŎŜ {ȅǎǘŜƳέ lists a number of Bay 
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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 as increasing ŜƳǇƭƻȅŜŜǎΩ ǎƪƛƭƭǎ ŀƴŘ ŜŦŦƛŎƛŜƴŎȅΣ ǿƘƛƭŜ ŀƭǎƻ enhancing 
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, address ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴΩǎ ōǊƻŀŘŜǊ Ǝƻŀƭ ƻŦ ƛƴŎǊŜŀǎƛƴƎ ǎǘŀŦŦ 
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 
directors2 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 employeesΩ 
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 this report ǿŜ ǊŜŦŜǊ ǘƻ ǘƘŜƳΣ ŎƻƭƭŜŎǘƛǾŜƭȅΣ ŀǎ άƳŀƴŀƎŜǊǎΦέ 
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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 resources in the Bay AreaΦ !ƭǎƻΣ ŀ ƳŜƳōŜǊ ǎŜŀǊŎƘŜŘ ¢ŜŀŎƘ CƻǊ !ƳŜǊƛŎŀΩǎ3 
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  
 

                                            
3
 N.b., Teach for America is a nonprofit organization that aims to reduce educational inequity by placing teachers in 

under-resourced communities across the nation. 
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Organizing and Implementing 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/tΩǎ ƻǊƎŀƴƛȊŀǘƛƻƴ ŀƴŘ ƛƳǇƭŜƳŜƴǘŀǘƛƻƴ ƻŦ ǎǘŀŦŦ ǘǊŀƛƴƛƴƎ ŀƴŘ ǇǊƻŦŜǎǎƛƻƴŀƭ ŘŜǾŜƭƻǇƳŜƴǘΥ 
 

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 
ŎƻƳƳŜƴǘǎ ǘƘŀǘ ǿŜ ŎƻƭƭŜŎǘŜŘΣ ƻƴŜ ǎǘŀŦŦ ǊŜǎǇƻƴŘŜƴǘ ǎŀƛŘ ǘƘŀǘ ǎκƘŜ ŦŜƭǘ άǘƘǊƻǿƴ ƛƴέ ǘƻ ƘŜǊκƘƛǎ 
position. Another respondent said that beŎƻƳƛƴƎ ŀŎŎƭƛƳŀǘŜŘ ǘƻ ƘŜǊκƘƛǎ Ǉƻǎƛǘƛƻƴ ǿŀǎ άƧǳǎǘ 
ŎƻƴŦǳǎƛƴƎΦέ CƛƴŀƭƭȅΣ ŀƴƻǘƘŜǊ ǊŜǎǇƻƴŘŜƴǘ ŜȄǇǊŜǎǎŜŘ ǘƘŀǘ ǎκƘŜ ŦŜƭǘ ƭƛƪŜ ǎκƘŜ ǿŀǎ ōŜƛƴƎ άǎŜǘ ǳǇ ǘƻ 
Ŧŀƛƭέ ό{ŜŜ ǎǳō ǎŜŎǘƛƻƴ ƻŦ ǘƘƛǎ ŀƴŀƭȅǎƛǎ ƻƴ .ǳƛƭŘƛƴƎ hǊƎŀƴƛȊŀǘƛƻƴŀƭ /ǳƭǘǳǊŜΦύΦ !ƭǎƻΣ ŦƛǾŜ ƻǳǘ ƻŦ ǎƛȄ ƻŦ 
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 
 

                                            
4
 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-ǊŜƭŀǘŜŘ ƴŜŜŘǎ ƻŦ .D/tΩǎ ǎǘŀŦŦ ǘǊŀƛƴƛƴƎ ŀƴŘ ŘŜvelopment program 
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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: 
 

 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).   

 

 BGCP might consider enhancing their shadowing/mentoring programs in order to better 
ƳŜŜǘ ǘƘŜ ƴŜŜŘǎ ƻŦ ƴŜǿ ǎǘŀŦŦ ƳŜƳōŜǊǎΦ ό{ŜŜ ŜǎǇŜŎƛŀƭƭȅ ǘƘŜ ά.ǳƛƭŘƛƴƎ hǊƎŀƴƛȊŀǘƛƻƴŀƭ /ǳƭǘǳǊŜέ 
section of this analysis for additional details of staff mentoring programs.) 

 

 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 
ƛƴŎƭǳŘŜΥ ǊŜŀŘƛƴƎ ŀƴŘ ŘƛǎŎǳǎǎƛƴƎ ǘƘŜ ŦƛƴŘƛƴƎǎ ƻŦ ŀ ǊŜǇƻǊǘ ŦǊƻƳ tǊƻŦΦ aŎ[ŀǳƎƘƭƛƴΩǎ ŎƭŀǎǎΣ ŘƛǎŎǳǎǎƛƴƎ 
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, etcέ όмύΣ ǿƘƛŎƘ 
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 
ƳŜƳōŜǊǎ ŜƴƎŀƎŜ ƛƴ ά¢ƘƛƴƪΣ tŀƛǊΣ {ƘŀǊŜέ όƻǊ ŀ ǎƛƳƛƭŀǊ ŀŎǘƛǾƛǘȅύΣ ŦƻŎǳǎƛƴƎ ƻƴ ǘƘŜƛǊ ōŜǎǘ Ƨƻō ǊŜƭŀǘŜŘ 
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 
Řŀȅ ǘǊŀƛƴƛƴƎ ŀƴŘ ŘŜǾŜƭƻǇƳŜƴǘ ǎŜǎǎƛƻƴǎΣ ƻƴŜ ǊŜǎǇƻƴŘŜƴǘ ǎŀƛŘΥ  ά¢ƛƳƛƴƎ ƛǎ ǘƘŜ ǿŜŀƪŜǎǘ ŀǎǇŜŎǘ ώƻŦ 
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ǘƘŜ ǎǳƳƳŜǊ ǘǊŀƛƴƛƴƎϐΦέ  IŜǊŜΣ ŀƎŀƛƴΣ ǘƘŜ ƭƛǘŜǊŀǘǳǊŜ ƻƴ ǘƘƛǎ ǎǳōƧŜŎǘ ȅƛŜƭŘǎ ǎŜǾŜǊŀƭ ŦǊǳƛǘŦǳƭ 
recommendations for BGCP: 
 

 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 expectations ŀƴŘ ƎƻŀƭǎΣ ǿƘƛƭŜ ǇǊƻǾƛŘƛƴƎ ǳǎŜŦǳƭ άŎƘǳƴƪǎέ ŀƴŘ ƻǇǇƻǊǘǳƴƛǘƛŜǎ 
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 
ōŜŜƴ άǘƘǊƻǿƴ ƛƴǘƻέ ǘƘŜ Ƨƻō ŀƴŘ ŘƛŘ ƴƻǘ ƘŀǾŜ ǘƘŜ ǘǊŀƛƴƛƴƎΣ ǎƪƛƭƭǎΣ ƻǊ ƪƴƻǿƭŜŘƎŜ ƛƴ Ƙƻǿ ǘƻ 
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 άǘƘŜ ǳǇǎ ŀƴŘ ǘƘŜ ƭƻǿǎέ ƻŦ Řŀƛƭȅ ǿƻǊƪ ǿƛǘƘ ǘƘŜ ȅƻǳǘƘ ŀǘ .D/t ŀƴŘ 
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 
¢ƘƻƳǎƻƴΩǎ όмффуύ ŜƭŜǾŜƴ ŜƭŜƳŜƴǘǎ ƻŦ an effective mentoring relationship (see Appendix 
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 mentioƴŜŘ ǘƘŜ άƳŀƴȅ 
Ƙŀǘǎέ ǘƘŀǘ ǎǘŀŦŦ Ƴǳǎǘ ǿŜŀǊ ǿƘƛŎƘ ŀǊŜ ƴƻǘ ŎƭŜŀǊƭȅ ŘŜŦƛƴŜŘΣ ǿƘƛƭŜ ŀ ǎǘŀŦŦ ƳŜƳōŜǊ ƳŜƴǘƛƻƴŜŘ ǘƘŀǘ 
ǎκƘŜ άŘƻŜǎƴΩǘ ƪƴƻǿ ǿƘŀǘ ƛǎ ǊŜǉǳƛǊŜŘ ƻŦ ȅƻǳέ ŀƴŘ ǘƘŀǘ .D/t άǎƘƻǳƭŘ ŘŜǎŎǊƛōŜ ƳƻǊŜ 
ŜȄǇŜŎǘŀǘƛƻƴǎέ ŀƴŘ ŦŜŜƭǎ ŀǎ ǘƘƻǳƎƘ ǎκƘŜ ƛǎ ōŜƛƴƎ ƳŀƴŀƎŜŘ ōȅ ŘƛŦŦŜǊŜƴǘ supervisors whose 
άŜȄǇŜŎǘŀǘƛƻƴǎ ŀǊŜ ƴƻǘ ŀƭƛƎƴŜŘΦέ CƛƴŀƭƭȅΣ ƻƴŜ ǇŜǊǎƻƴ ǾƻƛŎŜŘ ǘƘŜ ƻǇƛƴƛƻƴ ǘƘŀǘ άǿŜ ƴŜŜŘ ǘƻ ƘŀǾŜ 
the info...ŎƭŜŀǊ ŜȄǇŜŎǘŀǘƛƻƴǎ ƻŦ Ƙƻǿ Ƨƻō ǎƘƻǳƭŘ ƭƻƻƪΦέ ¢ƘŜ .D/t ƛǎ ŀƭǊŜŀŘȅ ǿƻǊƪƛƴƎ ƻƴ 
developing this area. A staff member mentioned that the shared sŜƴǎŜ ƻŦ άǘŜŀƳέ increased in 
recent months; emphasizing the role that transparent communication now plays in her/his 
impressions of BGCP. This person expressed that ƪƴƻǿƛƴƎ ŜȄǇŜŎǘŀǘƛƻƴǎ άƳŀƪŜǎ ŀ ƘǳƎŜ 
ŘƛŦŦŜǊŜƴŎŜΣέ ŀƴŘ ǘƘŀǘ ŜȄǇŜŎǘŀǘƛƻƴǎ ŀǊŜ άŎƻƳƳǳƴƛŎŀǘŜd through meetings, trainings, [and] 
ƛƴǘŜǊƴŀƭ ƳŜŜǘƛƴƎǎΣ ǿƘƛŎƘ ƘŜƭǇǎ ŀ ƭƻǘΦέ  

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 
ǊŜǎǇƻƴŘƛƴƎ ǘƻ ǘƘŜ ǎǘŀŦŦΩǎ ƴŜŜŘǎΦ ¢ƘŜǎŜ ŀǊŜ ǘǿƻ ŜƭŜƳŜƴǘǎ ǘƘŀǘ IŀǊŘȅ ŀƴŘ DǊŀŎŜ όмффтύ ŎƛǘŜ ŀǎ 
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 that RosŜƴŦŜƭŘ ŀƴŘ wƛŎƘƳŀƴ όмффтύ ǳǘƛƭƛȊŜΣ ǿƘƛŎƘ ŦƻŎǳǎŜǎ ƻƴ ƛƴŘƛǾƛŘǳŀƭǎΩ 
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/tΩǎ sexual 
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 developmentτthree 
of eleven respondents listed it as one of the best aspects of professional developmentτfive of 
eleven respondents directly expressed the need for more training in how to effectively manage 
students. hƴŜ ǊŜǎǇƻƴŘŜƴǘ ǎƘŀǊŜŘ ǘƘŀǘ ǘƘŜǊŜ ƴŜŜŘǎ ǘƻ ōŜ ƳƻǊŜ ǘǊŀƛƴƛƴƎ ƛƴ άŘŜŀƭƛƴƎ ǿƛǘƘ 
ŎƘƛƭŘǊŜƴΣέ ǇŀǊǘƛŎǳƭŀǊƭȅ ŀǊƻǳƴŘ ōŜƘŀǾƛƻǊ ƳŀƴŀƎŜƳŜƴǘ. Another respondent commented that 
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 
attending the program. hƴŜ ǎǘǳŘŜƴǘ ǎŀƛŘΣ άLǘΩǎ ǊŜŀƭƭȅ ŀōƻǳǘ ǘƘŜ ǎǘŀŦŦ ƳŜƳōŜǊΣ ƛŦ ȅƻǳ Ŏŀƴ ǊŜƭŀǘŜ 
ǘƻ ǘƘŜƳΦέ This same student 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: 
 

{ƻƳŜ ǎǘŀŦŦ ƳŜƳōŜǊǎ ŀŎǘ ƭƛƪŜ ǘƘŜȅ ƘŀǾŜ ŀǘǘƛǘǳŘŜΣ ǘƘŜȅ ŘƻƴΩt want the kids to be here. 
¢ƘŜȅ ǎŀȅ ǘƘŜȅ ǿŀƴǘ ǘƘŜƳ ƘŜǊŜΣ ōǳǘ ǘƘŜȅ ŘƻƴΩǘ ŀŎǘ ƭƛƪŜ ƛǘτjump on them for every little 
thing they do. The ones that show you they care, instead oŦ ŜƳōŀǊǊŀǎǎƛƴƎ ȅƻǳ ǘƘŜȅΩƭƭ 
Ǉǳƭƭ ȅƻǳ ǘƻ ǘƘŜ ǎƛŘŜ ŀƴŘ ǎŀȅΣ ȅƻǳ ƴŜŜŘ ǘƻ ǿƻǊƪ ƻƴ ǘƘƛǎ ŀƴŘ LΩƭƭ ōŜ ŜȄŎƛǘŜŘ ƛŦ ȅƻǳ ǎƘƻǿ ƳŜ 
ȅƻǳ Ŏŀƴ Řƻ ƛǘ ǎƻ L ŘƻƴΩǘ ƘŀǾŜ ǘƻ ǎǳǎǇŜƴŘ ȅƻǳΦ 

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.   
 

 It 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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 BGCP might also consider building upon its regular 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.   
 

 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 
ƳƛƎƘǘ ǇǊŜǾŜƴǘ ȅƻǳǘƘ ƳƛǎōŜƘŀǾƛƻǊ ōȅ ǎƘƻǿƛƴƎ ǘƘŀǘ .D/t ŀƴŘ ǎǘŀŦŦ ǾŀƭǳŜ ȅƻǳǘƘΩǎ ƛŘŜŀǎ ŀƴŘ ƛƴǇǳǘΦ  
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 protocol on ProƧŜŎǘ /ƻǊƴŜǊǎǘƻƴŜΩǎ website and the 
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. Six out of eleven ǊŜǎǇƻƴŘŜƴǘǎ ƳŜƴǘƛƻƴŜŘ ǘƘŀǘ ǘƘŜȅΩŘ ƭƛƪŜ ǘƻ 
see increased training in how to work with high poverty youth. One respondent mentioned the 
άƛǎǎǳŜǎέ ǘƘŀǘ ǎǘǳŘŜƴǘǎ ōǊƛƴƎΣ ŀƴŘ ǘƘŜ ƛƳǇƻǊǘŀƴŎŜ ƻŦ ǎǘŀŦŦ ƪƴƻǿƛƴƎ Ƙƻǿ ǘƻ ŀǇǇǊƻŀŎƘ ǘƘŜse 
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: 
 

 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.)  As well:   
 

 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 to share their ƪƴƻǿƭŜŘƎŜ ǿƛǘƘ ǘƘŜƛǊ ǘŜŀƳ όǎŜŜ άCǳǘǳǊŜ 
tǊƻŦŜǎǎƛƻƴŀƭ 5ŜǾŜƭƻǇƳŜƴǘ ŀƴŘ hǇǇƻǊǘǳƴƛǘƛŜǎ ǘƻ DǊƻǿέ ǎǳō ǎŜŎǘƛƻƴ ƻŦ ǘƘƛǎ ŀƴŀƭȅǎƛǎ). 

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 unique 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 
ǘƻ Ǝŀƛƴ ŀŎŎŜǎǎ ǘƻ ƻǊ ƛƴŦƻǊƳŀǘƛƻƴ ŀōƻǳǘ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴΩǎ ŎŀǊŜŜǊ ƭŀŘŘŜǊΦ ¢ǿƻ ƻŦ ǘƘŜ ǎǘaff 
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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 άǊŜǇǳǘŀǘƛƻƴ 
ŀƳƻƴƎ ƻǊƎŀƴƛȊŀǘƛƻƴŀƭ ŘŜŎƛǎƛƻƴ ƳŀƪŜǊǎ ǿƘƻ ǊŜŎƻƎƴƛȊŜ ƳŜƴǘƻǊǎΩ ŎƻƴǘǊƛōǳǘƛƻƴǎΣέ (26) and greater 
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 Ŏŀƴ ǎŜǊǾŜ ŀǎ άŜȄǇŜǊǘǎέ ƛƴ ǘƘŜƛǊ ŦƛŜƭŘs), and the 
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 
exploration ƻŦ .D/tΩǎ ǎǘŀŦŦ ǘǊŀƛƴƛƴƎ ŀƴŘ ŘŜǾŜƭƻǇƳŜƴǘ ǇǊƻƎǊŀƳ. The four key themes that 
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 
ǇŀǊǘ ƻŦ .D/tΩǎ ǇǊƻŦŜǎǎƛƻƴŀƭ ǘŜŀƳΦ   
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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: 
 

 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? 

 

 Besides the outside staff training and development resources that we have included in 
this paper, what are some of tƘŜ άōŜǎǘ ǇǊŀŎǘƛŎŜǎέ ƻŦ ǇŜŜǊ .D/! organizations? 
 

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

 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. 

Works Cited 
 

 

!ƭƭŜƴΣ ¢ŀƳƳȅ 5ΦΣ aŎaŀƴǳǎΣ {ǘŀŎȅ 9ΦΣ ŀƴŘ wǳǎǎŜƭƭΣ WƻȅŎŜ 9Φ!Φ όмфффύΦ άbŜǿŎƻƳŜǊ  Socialization 
and Stress: Formal Peer Relationships as a {ƻǳǊŎŜ ƻŦ {ǳǇǇƻǊǘΦέ WƻǳǊƴŀƭ ƻŦ Vocational 
Behavior: v54, i3, pp 453-470. 

 
Astroth, K. A., Garza, P., & Taylor, B. (2004). Getting down to business: Defining competencies 

for entry-level youth workers. New Directions for Youth Development: Theory Practice 
and Research (104), 25-37. 

 
Bolman, Lee G. And Terrence E Deal. (2008). Reframing Organizations: Artistry, Choice and 

Leadership (4th edition), John Wiley & Sons. 
 
Borden-.ŀƭƭŀǊŘΣ 9ƭŀƛƴŜ aΦΤ {ƛƴŎƭŀƛǊΣ DƭŜƴƴ ²ƳΦ όнлллύΦ άaŜƴǘƻǊǎƘƛp & the Development of Rural 

[ŜŀŘŜǊǎƘƛǇΦέ LǎǎǳŜǎ !ŦŦŜŎǘƛƴƎ wǳǊŀƭ /ƻƳƳǳƴƛǘƛŜǎ όLLύΦ tǊƻŎŜŜŘƛƴƎǎ ƻŦ ǘƘŜ LƴǘŜǊƴŀǘƛƻƴŀƭ 
Conference [on] Rural Communities & Identities in the Global Millennium (Nanaimo, 
British Columbia, Canada, May 1-5, 2000).  

 



 

 26 

Borden, Lynne, /ǊŀƛƎΣ 5ŜōƻǊŀƘΣ ±ƛƭƭŀǊǊǳŜƭΣ CǊŀƴŎƛǎŎƻ όнллпύΦάtǊƻŦŜǎǎƛƻƴŀƭƛȊƛƴƎ ȅƻǳǘƘ 
ŘŜǾŜƭƻǇƳŜƴǘΥ ¢ƘŜ ǊƻƭŜ ƻŦ ƘƛƎƘŜǊ ŜŘǳŎŀǘƛƻƴέ bŜǿ 5ƛǊŜŎǘƛƻƴǎ ŦƻǊ ¸ƻǳǘƘ 5ŜǾŜƭƻǇƳŜƴǘ, 104, 
pp. 75-85. 

 

.ƻȊƛƻƴŜƭƻǎΣ bƛƪƻǎ όнллнύΦ άaŜƴǘƻǊƛƴƎ ǇǊƻǾƛŘŜŘΥ wŜƭŀǘƛƻƴ ǘƻ ƳŜƴǘƻǊΩǎ ŎŀǊŜŜǊ ǎǳŎŎŜǎǎΣ 
perǎƻƴŀƭƛǘȅΣ ŀƴŘ ƳŜƴǘƻǊƛƴƎ ǊŜŎŜƛǾŜŘέ WƻǳǊƴŀƭ ƻŦ ±ƻŎŀǘƛƻƴŀƭ .ŜƘŀǾƛƻǊΦ спΣ ǇǇΦ нп-46 

 
Carnegie Corporation of New York, Carnegie Council on Adolescent Development, Task Force on 

Youth Development and Community Programs. (1992). A matter of time: Risk and 
opportunity in the nonschool hours. New York: Carnegie Corporation 

 

Community Programs to Promote Youth Development (2002).  Features of Positive 
Developmental Settings.  National Academy of Sciences (2002). 

 
Darling-Hammond, L., & McLaughlin, M. W. (1995). Policies that support professional  
 development in an era of reform. Phi Delta Kappa, 76(8), 597ς604. 
 
Fancsali, C. (2002). BEST Strengthens Youth Worker Practice: An Evaluation of Building 

Exemplary Systems for Training Youth Workers (BEST) Report. Retrieved November 1, 
2008, from the National Training Institute for Community Youth Work database. 

 
Grossman, Campbell, and Raley (2007).  Quality Time After School.  Public/Private Ventures. 
 
IŀƘƴΣ !ƴŘǊŜǿΣ wŀƭŜȅΣ DƻǊŘƻƴ όмффуύΦ ά¸ƻǳǘƘ 5ŜǾŜƭƻǇƳŜƴǘΥ hƴ ǘƘŜ tŀǘƘ ¢ƻǿard 

tǊƻŦŜǎǎƛƻƴŀƭƛȊŀǘƛƻƴέ bƻƴǇǊƻŦƛǘ aŀƴŀƎŜƳŜƴǘ ϧ  [ŜŀŘŜǊǎƘƛǇ. Vol 8(4), pp. 387-401.  
 
Hardy, C. and Grace, R. (1997) Foundations of Team Building: Introduction to the Team Building 

Primer. Journal of Applied Sport Psychology: 9:1, 1-10. 
 
Hartje, J., Evans, W., Killian, E., & Brown, R. (2007). Youth Worker Characteristics and Self-

reported Competency as Predictors of Intent to Continue Working with Youth. Child Youth 
Care Forum, 37, 27-41. 

 

Hirsh, Stephanie. "Plan thoughtfully for team time." National Staff Development Council - 
Welcome. 2002. 5 Nov. 2008 <http://www.nsdc.org/library/publications/results/res11-
02hirs.cfm>. 

 

IƻǇƪƛƴǎΣ IŀƳǇǘƻƴ όмффрύΦ ά! /ƘŀƭƭŜƴƎŜ ǘƻ aŀƴŀƎŜǊǎΥ CƛǾŜ ²ŀȅǎ ǘƻ LƳǇǊƻǾŜ 9ƳǇƭƻȅŜŜ aƻǊŀƭŜέ 
Executive Development. Vol. 8 (7), pp.26-28 

 
Huebner, A., Walker, J.A., McFarland, M. (2003). Staff development for the youth development  
 professional: A critical framework for understanding the work. Youth & Society, 35(2),  
 204-225.  
 



 

 27 

Ibarra, H., & Petriglieri, J. (2007). "Impossible Selves: Image Strategies and Identity Threat in 
Professional Women's Career Transitions." Fontainebleau, France: INSEAD. Working 
Paper. 

 
WŀŎƪǎƻƴΣ [ƻǊǊƛŜΦ άϦ9ŘǳŎŀǘƛƻƴ ²ƻǊƭŘ ϯ !ŘƳƛƴƛǎǘǊŀǘƻǊǎ /ŜƴǘŜǊΥ ¢ŜŀŎƘŜǊ ¢ǊŀƛƴƛƴƎΥ ! aŀǘǘŜǊ ƻŦ 

¢ƛƳƛƴƎΦέ 9ŘǳŎŀǘƛƻƴ ²ƻǊƭŘ: The Educator's Best Friend. 2006. 6 Nov. 2008 
http://www.educationworld.com/a_admin/teacher_training/teacher_training001.shtml 

 
Keller, Thomas E. (2007). Program Staff in Youth Mentoring Programs: Qualifications, Training, 

and Retention. Research in Action. Issue 3. 
 
McLaughlin, Milbrey. (2000) "Community Counts: How Youth Organizations Matter for Youth 

Development" Washington D.C: Public Education Network. 
 
Meyerson, D. (2001). Tempered Radicals **ISBN: 9780875849058**. unknown: Perseus 

Distribution Services. 
 
Meyerson, D. and Kolb, D. (2000) Moving Out of the 'Armchair': A Framework to Bridge the Gap 

between Theories of Gender Justice and Organizational Practice: Organization, 2000. 
 
aƛƴŎŜƳƻȅŜǊΣ /ƭŀǳŘƛŀ /Φ ŀƴŘ ¢ƘƻƳǎƻƴΣ Wƻŀƴ {Φ όмффуύΦ ά9ǎǘŀōƭƛǎƘƛƴƎ 9ŦŦŜŎǘƛǾŜ aŜƴǘƻǊƛƴƎ 
 RelŀǘƛƻƴǎƘƛǇǎ ŦƻǊ LƴŘƛǾƛŘǳŀƭ ŀƴŘ hǊƎŀƴƛȊŀǘƛƻƴŀƭ {ǳŎŎŜǎǎΦέ WƻǳǊƴŀƭ ƻŦ 9ȄǘŜƴǎƛƻƴΥ Ǿ осΣ ƴ нΦ 
 Accessed online: http://www.joe.org/joe/1998april/a2.html (November 8, 2008).   
 
άMoving from Knowledge to Action in San Francisco: Creating a Comprehensive Youth Work 

Professional Workforce System.έ Community Network for Youth Development  
           Accessed online: 

www.nydic.org/nydic/staffing/workforce/documents/MovingFromKnowledgetoAction.pd
f. 

 
άb{5/ - {ǘŀƴŘŀǊŘǎΦέ bŀǘƛƻƴŀƭ {ǘŀŦŦ 5ŜǾŜƭƻǇƳŜƴǘ /ƻǳƴŎƛƭ - Welcome. 10 Nov. 2008 

http://www.nsdc.org/standards/index.cfm 
 
tŀƎŜΣ .ƻƴƴƛŜΦ όмффсύΦ άDŜƴŘŜǊ LǎǎǳŜǎ ŀƴŘ [ŜŀŘŜǊǎƘƛǇΥ Iƻǿ ¢ƻ LƳǇǊƻǾŜ /ƻƳƳǳƴƛŎŀǘƛƻƴ ŀƳƻƴƎ 

ŀƴŘ ōŜǘǿŜŜƴ aŜƴ ŀƴŘ ²ƻƳŜƴΦέ ¢ƘŜ hƭȅƳǇƛŎǎ ƻŦ [ŜŀŘŜǊǎƘƛǇΥ hǾŜǊŎƻƳƛƴƎ hōǎǘŀŎƭŜǎΣ 
Balancing Skills, Taking Risks. Proceedings of the Annual International Conference of the 
National Community College Chair Academy (5th, Phoenix, AZ, February 14-17, 1996). 

 
Richardson, J. (1997). Smart Use of Time and Money Enhances Staff Development. Journal of 

Staff Development, 18(1). Retrieved November 1, 2008, from 
www.nsdc.org/library/publications/jsd/richardson181.cfm. 

 
Rosenfeld, L. and Richman, J. (1997) Developing effective social support: Team building and the 

social support process. Journal of Applied Sport Psychology, 9:1, 133-153. 



 

 28 

 
Thomas-Hunt, M. and Phillips, K. (2004). When what you know is not enough: expertise and 

gender dynamics in task groups. Personality and Social Psychology Bulletin: 30; 1585.  
 
Watkins, Marla Baskerville; Kaplan, Seth; Brief, Author P.; Shull, Amanda; Dietz, Joerg; 

Mansfield, Marie-¢ƘŜǊŜǎŜΤ /ƻƘŜƴΣ wƻōƛƴ όнллсύΦ ά5ƻŜǎ Lǘ tŀȅ ǘƻ .Ŝ ŀ {ŜȄƛǎǘΚ ¢ƘŜ 
wŜƭŀǘƛƻƴǎƘƛǇ ōŜǘǿŜŜƴ aƻŘŜǊƴ {ŜȄƛǎƳ ŀƴŘ /ŀǊŜŜǊΚέ WƻǳǊƴŀƭ ƻŦ ±ƻŎŀǘƛƻƴŀƭ .ŜƘŀǾƛƻǊΥ Ǿсф 
n3. p524-537.  

Appendices  
 

1. Organization and Implementation of Staff Training and Professional Development:  
 
Jackson (2006) suggests 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 (paid) 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 ñhands onò activites as well as ñopportunities for 

discussion and questions.ò 

 

Hirsh 2002 suggests how to organize and plan ñteam timeò: 

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 smooth meetings:  ñEffective group facilitators 

can build consensus, address conflict, negotiate, facilitate conversations, run 

effective meetings, use dialogue, and engage all participants.ò 

 

2. Organizational Culture 

2.1 Eleven components of an effective working mentorship (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 and respond to the 

questions than follow it. Please answer all the questions as best you can--there are no right or 

wrong answers. All your responses are strictly confidential. 

____________________________________________________________________________ 

 

LISTENING SUPPORT: People 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, please indicate ñno one.ò After each person, indicate the 

relationship you have with her or him (for example, friend, co-worker, 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 well-being 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, please indicate ñno one.ò After each person, indicate the 

relationship you have with her or him (for example, friend, co-worker, spouse, parent, brother, 

or sister). 

  

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

receive? 

 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 well-being is it to have one or more persons provide you with 

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, and 

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 indicate ñno one.ò After each person, indicate the 

relationship you have with her or him (for example, friend, co-worker, 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 be for you to obtain more task challenge support? 

 very difficult  1  2  3  4  5 very easy 

4. How important for your overall well-being 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 support, please indicate ñno one.ò After each person, indicate the 

relationship you have with her or him (for example, friend, co-worker, 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 well-being is it to have one or more persons provide you with 

emotional support? 

 very unimportant  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 provides you with this support, please indicate ñno one.ò After each person, indicate 

the relationship you have with her or him (for example, friend, co-worker, spouse, parent, 

brother, or sister). 

  

2. In general how satisfied are you with the overall quality of emotional challenge 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? 
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 very difficult  1  2  3  4  5 very easy 

4. How important for your overall well-being is it to have one or more persons provide you with 

emotional challenge support? 

 very unimportant  1  2  3  4  5 very important 

 

 

 

REALITY CONFIRMATION: People who are similar to you--see things the way you do--who 

help you confirm your perceptions and perspectives of the world and 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, please indicate ñno one.ò After each person, indicate 

the relationship you have with her or him (for example, friend, co-worker, 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 well-being 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, please indicate ñno one.ò After each person, indicate the 

relationship you have with her or him (for example, friend, co-worker, spouse, parent, brother, 

or sister). 

  

2. In general how satisfied are you with the overall quality of tangible assistance support you 

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 well-being is it to have one or more persons provide you with 

tangible assistance support? 

 very unimportant  1  2  3  4  5 very important 

 

PERSONAL ASSISTANCE: People 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 individuals who provide you with personal assistance support. If no 

one provides you with this support, please indicate ñno one.ò After each person, indicate the 

relationship you have with her or him (for example, friend, co-worker, 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 well-being 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 
 
From http://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 interpersonal communication 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 

success. 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 reading How to 

Create Team Norms (see document below) prior to the meeting.  

3. Schedule and hold a meeting to establish and adopt group relationship guidelines or 

group norms. All members of the team 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 should brainstorm a list of guidelines that will help 

create an effective team.  

http://humanresources.about.com/od/teambuilding/ht/group_norms.htm
http://humanresources.about.com/od/teambuilding/qt/norms.htm
http://humanresources.about.com/od/teambuilding/qt/norms.htm
http://humanresources.about.com/od/teambuilding/qt/norms.htm
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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 or 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 group norms 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 not, be legislated, 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 ñlivingò the guidelines. They also commit to 
telling each other if they 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 teamôs meeting room.  

8. Periodically evaluate the effectiveness of the group on achieving its business goals as 

well as its membersô relationship goals. 

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, at least monthly. 

What You Need: 

 Flip Chart and Paper or White Board and Markers  

 Meeting Room 

 

 

 



 

 34 

2.4 Team Building Opportunity Resources 
 

Group Workshops and Retreats: 

 

Team Bonding West: http://www.teambondingwest.com.  Group team building.  $1500-5000 per 

team, depending on multiple factors. 

 

InnerWork: http://www.innerworkcompany.com/team-building-consultants.html.  Group team 

building and leadership training.  Cost unknown.  1-888-216-3565 

 

 

Teamwork Games. 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 Eric Bybee 
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 around the 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 their own unique team handshake. 

 

2. Freeze 

Skills: cooperation 

 Creativity 

 Physical awareness 

The coach asks the players to form a circle.  He/she tells the group to ñshakeò, and stop moving 

when he/she says ñfreeze.ò  The coach ñshakesò and ñfreezesò the group a few times, while 

participating fully as well. 

Then the coach informs the class that instead of ñfreeze,ò he/she will now say a word such as 

ñhappyò and the group should freeze in a position suggested by the word ñhappy.ò   For example, 

the coach says ñshakeò and then ñbigò or ñshakeò and then ñfunny.ò 

After a couple of rounds like this, the coach asks everyone except one player to unfreeze.  He/she 

asks the rest of the group to observe the work of art that the player has created with his or her 

http://www.teambondingwest.com/
http://www.innerworkcompany.com/team-building-consultants.html
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body.  It is a sculpture.  Then the coach asks another player to join the frozen player and connect 

physically with that player in some way, adding to the sculpture.  In the end all but one player 

should join the sculpture.  The final player is the ñartistò who names the work of art. 

 

 

 

3. Detective Leader 

Skills: Cooperation 

 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 leader changes 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 be the 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 

person 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  

 Cooperation 

 Teamwork 

You need a long rope or phone cord (Double Dutch ropes) for this one (we have óem in room 

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 starts one at 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. Letôs Play Ball 

Skills: Concentration 

 Cooperation 

The coach and players form a circle.  The coach mimes holding a basketball (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 tosses the imaginary 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 Join Me 

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 the grocery 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 is, other players 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, the coach 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 the machine.  Give 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 teams.  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 decide how 

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, dance, etc.), 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.  No songs 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 

communication 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 person puts on the 

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 of the 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 same time.  After seeing 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 drawing, the person 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 over so no 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 the drawings can 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 continues.  If the picture is not good enough then the next teamôs 

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 look 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 did the 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 person doing the 

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 of not only 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 solution 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 to learn how to 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 the jump rope one 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 own best time.  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 and have all of 

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 leaders are.  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 them in their ear.  

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 accomplish your goal.  One 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 other people 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 will be making 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 circle and no oneôs foot or any other part of the body 

may be 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 making the 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 continue being 

successful.  Donôt let them quit too early while trying to squeeze everyone in the circle.  Do not 

give them too many suggestions or it will take the impact of the exercise away.   

Discussion Ideas: 

What was happening during this activity? 

Why was it harder 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 some of 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 with their legs 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 objects-perhaps a key and a gloveðan imaginary name: ñfroinò and ñbibbleò.  

The leader offers one object to the player on the right and says óThis is a froinô.  The player to 

whom it is offered asks óa whatô? The leader replies óa froinô and the object are passed. The 

leader repeats the same ritual with the óbibbleô and the player on the left.  Both players on the 

right and left continue the ritual with one exception.  When the next player asks óa whatô? The 

person offering the object turns back to the previous passer and asks óa whatô? The óa whatô? is 

passed along back to the previous passer and asks óa whatô?  The óa whatô? is passed along back 

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 when the 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 of at least10 feet, and then attempt to catch a ball that they did not 

throw.  Count the number of balls that are missed (not caught); thatôs the groupôs negative score 

for that round.  After some discussion, ask the group to make as many attempts as they would 

like, toward achieving the result of no balls missed.  As this task is eventually achieved, see how 

many all-catch rounds can be made before a miss occurs.   

To make the team effort initially more difficult, start with one ball being thrown aloft (the first 

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 pieces 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 

stack of 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 two, and 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 this device 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 one string (but this 

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 skills needed 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 asks the players 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.  What is a group 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.  The coach 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 the hand-rubbing motion. (This is 

the wind rustling the leaves.)  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 around with snapping 

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 team plays 

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 a ring on the floor and instruct group that they 

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

bounces out of the bucket or doesnôt make it in at all, all the balls come out of the bucket and you 

start over.  Decide on a group time goal. 

Discussion: 

Did you reach your goal? Why or why not? 

What was the effect on the team when you didnôt reach the goals? 

When did you reach your goal? 

Did you change strategies between rounds? 

What does this activity teach us about setting 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 the 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 handed to the 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 goaléyou have to pass the balloons to the inspector, according to his/her secret 

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 you to do something but didnôt 

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 when you ask them whatôs wrong unclear 

communication make us angry? 

Whatôs the best way to deal with that anger? 

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

1. Fetch Mooch: Have a list of ñfast foodsò, ñelectrical appliancesò, and ñcartoon charactersò 

prepared.  Break your team into 2-3 groups.  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, silently act out the food.  When the guessers guess, the actor says ñFetch Moochò and 

the runner runs to the board to write their initials.  Whoever writes their initials first wins.  

Continue with Electrical Appliances and Cartoon Characters, switching actors and runners 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:  This will 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 ensuring that all players 

are a part of a word.  They arenôt done once they are safely in a word.  They need to look around 

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 goal is to get 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 to us.  Sign up on the gym door if youôd like to use this activity.  You could also 

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 into two-four teams.  Give each team a 

piece of cardboard or chart paper thatôs big enough to fit the entire team, standing.  This is their 

life-boat.  On your command they may advance forward (everyone must be holding a part of the 

lifeboat) as fast as theyôd likeðif anyone loses hold, they go back to the beginning.  As they 

advance, you call out ñAttack!ò.  The team must put down the ñlife-boatò and everyone must 

stand safely on the square.  If anyone falls off, they must begin again.  You could also do this 

activity with a parachute (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 tallest free-standing 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 strengths.  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 symbolically.  You 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 separately and then 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 ñingredientsò for an effective team.  Ask them to use the recipes their group came 

up with and replace the food items with the ingredients for an effective team that they came up 

with during their brainstorm.  When theyôre done they can illustrate their recipe with a picture of 

an effective team in action. 

9. Dream Team Banner:  Start by sitting in a circle and sharing the successes the group has 

experienced as a team.  Go around again and ask the group to share what they want their team to 

accomplish.  Encourage the group to think of team goals that arenôt necessarily connected to 

winning games.  Give each member a paper square with a hole punched in each corner.  Ask 

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 (see example 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, children illustrate 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 

season.  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. On My back: Give each teammate a piece of paper and ask them to write their name at the 

top.  Ask team members to help each other tape the paper to one anotherôs backs.  Give everyone 

a marker and ask them to graffiti each team members sign with an example of something positive 

that they contribute to the team.  They should write on everyoneôs sign and ALWAYS be 

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 
 

 

 

Rules and Consequences                                                                                                                            Yes          Sometimes        Not 

                                                                                                                                                                      I do               I do               yet 

I spend time identifying what is an age-appropriate rule and consequence  
   

I create plans with efficient ways to track studentôs behavior. 
   

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

I create management plans that are student-centered and not teacher-centered. 
   

I design plans that account for both individual behavior problems and whole class behavior problems.  
   

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

I am consistent in implementing my management plan. 
   

I teach rules that are both clear and specific. 
   

I reinforce the rules with the appropriate consequence.  
   

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

I address minor misbehaviors before they escalate into major misbehaviors.   
   

I refuse to threaten or plead with students.   
   

I explain my rationale for why we have created these rules so that my students have bought into my 

management plan.   
   

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

I use non-verbal, social, and activity rein forcers.  
   

I use proximity to improve classroom control.  
   

I communicate positive expectations of good behavior to my class.  
   

I address minor misbehaviors before they escalate into major misbehaviors.   
   

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

I use studentsô names as low-profile correctors of inattention.  
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3.3  Additional Positive Management Resources  
 

Group Workshops and Retreats: 

Kid Power: http://www.kidpower.org/SERVICES/Professionals.html.  Workshops for youth 

workers.  Focus on empowering kids through positive discipline and confidence-building.  

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 for youth-evaluation templates: 

http://www.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%2016%20-%20YAC%20Application.pdf 
 

 

3.4 Resources for Working with High Poverty Youth 

 
YMCA Instructors of Youth and Teens document has many trainings available on case management and 

other areas of need. 

 

YMCA Working with the Community also has trainings about empowering the community. 

 

YMCA General Professional Trainings include trainings 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 Office  1-800-872-9622 

 For all other trainings: 

1. YMCA of San Francisco 

Training contact- Rosanna Gomez-Martin 

415-281-6779 (direct line) 

2. YMCA of Santa Clara Valley 

Training contact- Hudson Moore 

508-351-6491 (direct line) 

*Also call this YMCA for an updated schedule of local YMCA trainings 

 

 

 

 

 

 

 

 

 

 

http://www.kidpower.org/SERVICES/Professionals.html
http://www.projectcornerstone.org/html/organizations/evaluation_toolkit.htm
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Youth and Teen Development 
Mission-Driven Quality Promise 

If your YMCA has a staff member or volunteer certified in the Introduction to Leaders Clubs or 

Introduction to Hi-Y Clubs course, and your Y follows YMCA of the USAôs Teen Leadership 

Guidelines, found in the YMCA Teen Leadership: A Club Approach manual, your Y is on its 

way to making a Mission-Driven Quality Promise about your teen clubs! The MDQPs (thereôs 

one for youth development, too!) outline the criteria for excellent programs 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 programs, youôll receive a certificate attesting to your 

commitment. Download the MDQPs from YMCAexchange, www.ymcaexchange.org, 

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

 

Youth and Teen Development 
Please note: The former ñWorking Withò Series courses (Working With 

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 I  
Requirements for this certification include: 

Å Completion of Principles of YMCA Youth Work: Working With Teens Ages 12 to 17 

Å Completion of Evaluating Youth Programs 

Å Completion of More Than a Place To Go: Integrating Assets into YMCA Youth Programs 

Å Completion of YMCA Teen Leadership: A Club Approach 

YMCA Youth Worker II  

Requirements for this certification include: 

Å Completion of all Youth Worker criteria, plus completion of all Fundamentals of Youth Work courses or the 

corresponding trainer-level courses 

 YMCA Youth Worker III  

Requirements for this certification include: 

Å Completion of all Youth Worker II criteria, plus completion of a combination of courses designated for  

Youth Worker Level III creditðthese courses provide a total of nine days credit Individuals who qualify for 

Youth Worker certification should submit a copy of a letter requesting a specific level of Youth Worker 

certification, with copies of course certification cards or a program certification course transcript attached, to 

YMCA of the USA, Attn: CertificationsïYW, 101 North Wacker Drive, Chicago, IL 60606. A certificate is 

available for each 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 With Teens Ages 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 17 (0-7360-5085-X), $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 facilitate age-appropriate 

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 understanding of 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 of YMCA Youth Work: Working With Teens 

12 to 17 (0-7360-5085-X), $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: 

Å Two years of experience training adults 

Å Two years of experience developing or administering YMCA youth/teen programming 
Å Principles of YMCA Youth Work: Working With Teens Ages 12 to 17 certification or Working with 10-14 

Year-Olds or Working with 15-18 Year-Olds 

Å Training Others I (PTO) certification 
Å 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 17 (0-7360-5085-X), $49. 

Includes: Trainer materials. 

This trainer/faculty update prepares current faculty members and trainers in the old Working With Series (10- 

to 14-Year-Olds, 15- to 18-Year-Olds) to train the new prerequisite course for all teen/youth worker courses: 

Principles of YMCA Youth Work: Working With Teens Ages 12 to 17. 

Prerequisites: 

Å Current status as faculty member or trainer in the Working With 10- to 14-Year-Olds and/or Working With 

15- to 18-Year-Olds courses or Principles of Youth Work 
Å Training Others I (PTO) certification 
S P E C I A L I N T E R E S T C O U R S E 

Adolescent Sexuality Issues 
CD611B 

Number of hours: 8 

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

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 gay and lesbian 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: 

Å Principles of YMCA Youth Work - Working with Teens 12-17 (certification in the retired Working with 10-14 

and 15-18 courses will be recognized until 12/31/07) Å Recommended: Active Listening and Effective 

Communication Certification 
Bring: Proof of prerequisite certifications. 

Additional C redit Available:  
Level III. One day credit 
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S P E C I A L I N T E R E S T C O U R S E 

Adolescent Sexuality Issues Trainer 
CD672T 

Number of hours: 13 

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

Prerequisites: 

Å Two years of experience working with adolescents in YMCA programs 

Å Two years of experience training adults 

Å Adolescent Sexuality Issues certification 
Å Principles of YMCA Youth Work - Working with Teens 12-17(certification in the retired Working with 10-14, 

15-18 and Fundamentals of Youth Work will be recognized until 12/31/07) 
Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Additional Credit Available:  
Level III. One day credit after teaching the course one time. 
S P E C I A L I N T E R E S T C O U R S E 

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 strategies for managing data and will develop a case 

management procedure for back-home application. 

Additional Credit Available:  

Level III. One half-day credit. 
S P E C I A L I N T E R E S T C O U R S E 

Case Management Trainer 
CD669T 

Number of hours: 7 

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

Prerequisites: 

Å Two years of experience working with adolescents in YMCA Programs  
Å Two years of experience training adults 

Å Case Management certification 
Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Additional Credit Available:  
Level III. One half-day credit after teaching the course one time. 
S P E C I A L I N T E R E S T C O U R S E 

Conflict Management and Negotiation 
CD607B 

Number of hours: 16 

This course will expand the participantôs knowledge of behaviors, emotions and environments that contribute 

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

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

Prerequisites: 

Å Principles of YMCA Youth Work - Working with Teens 12-17(certification in the retired Working with 10-14 

and 15-18 courses will be recognized until 12/31/07) Å Recommended: Peer Mediation certification 

Bring: Proof of prerequisite certifications. 

Additional Credit Available:  

Level III. Two days credit. 

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

Springfield course #SHSY89. 
S P E C I A L I N T E R E S T C O U R S E 

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: 

Å At least two years of experience in YMCA or non-YMCA youth work 

Å Conflict Management and Negotiation certification 
Å Principles of YMCA Youth Work - Working with Teens 12-17 (certification in the retired Working with 10-14, 

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

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

Å Recommended: Peer Mediation certification 

Additional Credit Available:  

Level III. Two days credit after teaching the course one time. 
S P E C I A L I N T E R E S T C O U R S E 

Evaluating Youth Programs: 

Outcome-Based Evaluations 
CD630B 

Number of hours: 4 

Manual: The Purple Kit: A Tool for Evaluating Asset Building 
(0-7360-4836-7), $20. 

Demonstrating that our programs make a difference in the lives of young people is not always easy. Utilizing 

the 40 developmental 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 

asset-based approach. Working with one of your own programs, you will develop a take-home 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 results. The course is 

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 the asset-based 

model along with tips for deepening the process by including youth. 

Additional Credit Available:  
Level III. One half-day credit. 
S P E C I A L I N T E R E S T C O U R S E 

Evaluating Youth Programs Trainer 
CD630T 

Number of hours: 7 

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

(0-7360-4836-7), $20. 

This course trains participants to certify staff members or volunteers in the course material for Evaluating 

Youth Programs: Outcome-Based Evaluations. 

Prerequisites: 

Å Two years of experience training adults 

Å Two years of experience developing or administering YMCA youth work programs 

Å Evaluating Youth Programs certification 

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

Å Principles of YMCA Youth Work - Working with Teens 12-17(certification in the retired Working with 10-14, 

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

Additional Credit Available:  

Level III. One half-day credit after teaching the course one time. 
S P E C I A L I N T E R E S T C O U R S E 

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 III. One half-day credit. 
S P E C I A L I N T E R E S T C O U R S E 

Fundraising Events Trainer 
CD677T 

Number of hours: 7 

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

Prerequisites: 

Å Two years of experience developing or administering youth work programs 

Å Two years of experience training adults 

Å Fundraising Events certification 
Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Å Recommended: Principles of YMCA Youth Work ï Working with Teens 12 to 17. 

Additional Credit Available:  

Level III. One half-day credit after teaching the 
course one time. 
S P E C I A L I N T E R E S T C O U R S E 

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 participants to the skills needed to access 

those funds. The session will discuss how to find out what funds are available and will outline effective 

grantwriting styles. This course is designed for staff who develop or administer youth work programs. 

Additional Credit Availa ble: 
Level III. One half-day credit. 
S P E C I A L I N T E R E S T C O U R S E 

Grantwriting Trainer  
CD678T 

Number of hours: 7 

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

Prerequisites: 

Å Two years of experience training adults 

Å Two years of experience writing and/or administering grants for youth work programs 
Å Grantwriting certification 

Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 
Å Recommended: Principles of YMCA Youth Work: Working With Teens 12 to 17 certification 

Additional Credit Available:  

Level III. One half-day credit after teaching the course one time. 
 
F U N D A M E N T A L S O F Y O U T H W O R K S E R I E S 

Active Listening and Effective Communication 
YT603B 

Number of 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 positive communication techniques to situations requiring discipline. 
F U N D A M E N T A L S O F Y O U T H W O R K S E R I E S 

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

This course trains participants to certify staff members or volunteers in Listening, Feedback and Positive 

Discipline. 

Prerequisites: 

Å Two years of experience working with adolescents 

Å Two years of experience training adults 
Å Principles of YMCA Your Work - Working with Teens 12-17 (certification in the retired Working with 10-14, 

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

Å Listening, Feedback, and Positive Discipline certification 
Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Additional Cred it Available:  

Level III. One half-day credit after teaching the course one time 
S P E C I A L I N T E R E S T C O U R S E 

Managing Risks in Teen Programs 
CD618B 

Number of hours: 4 

This course examines safety and risk concerns in working with adolescents. The content 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 III. One half-day credit. 
S P E C I A L I N T E R E S T C O U R S E 

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 course is designed 

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

Prerequisites: 

Å Two years of experience training adults and working with YMCA teen leadership club programs (e.g., 
Leaders Club,Hi-Y or Y-Club, Youth and Government, Earth Service Corps, and Counselor-in-Training) 

Å Principles of YMCA Youth Work - Working with Teens 12-17(certification in the retired Working with 10-14, 

15-18 and Fundamentals of Youth Work will be recognized until 12/31/07)  
Å YMCA Teen Leadership Director or YMCA Teen Leadership: A Club Approach certification 

Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Middle School Afterschool Director 
YT542D 

Number of hours: 7 

Manual: Leading by Design/Caring by Design book and video kit (item #B758), $54.95 plus $6.95 shipping 

and handling. To order manual, call School Age Notes at 800-410-8780 or 615-279-0700. 

This course is designed to provide staff with the administrative and program format to operate an after-school 

program for middle school students. Emphasis is on the importance of differentiating middle school 

afterschool programming from school-age care programming and developmentally-appropriate 

supervision and increased youth involvement in the structure development process. 

Prerequisite: 

Å Principles of YMCA Youth Work - Working with Teens 12-17(certification in the retired Working with 10-14 

and 15-18 courses will be recognized until 12/31/07) 

Additional Credit Available:  

Level III. Credit: two days 

 

Middle School Afterschool Trainer 
YT562T 

Number of hours: 12 



 

 52 

Manual: Leading by Design/Caring by Design book and video kit (item #B758), $54.95 plus $6.95 shipping 

and handling. To order manual, call School Age Notes at 800-410-8780 or 615-279-0700. 

This course trains participants to certify staff members or volunteers in the course Middle School Afterschool 

Director. 

Prerequisites: 

Å Principles of YMCA Youth Work - Working with Teens 12-17 (certification in the retired Working with 10-14, 

15-18 and Fundamentals of Youth Work will be recognized until 12/31/07) 
Å Middle School After-School Director certification 

Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 
S P E C I A L I N T E R E S T C O U R S E 

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 

(0-7360-4836-7), $20. 

This course is designed to assist YMCA program providers serving youth in the out-of-school hours in using 

Search Instituteôs developmental assets framework as a program assessment and planning tool. 
S P E C I A L I N T E R E S T C O U R S E 

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 
(0-7360-4836-7), $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: 

Å Two years of experience training adults 

Å Two years of experience developing or administering YMCA youth work programs 
Å More Than a Place to Go: Integrating Assets Into YMCA Youth Programs certification 

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

Å Principles of YMCA Youth Work - Working with Teens 12-17 (certification in the retired Working with 10-14, 

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

Additional Credit Available:  

Level III. One-half-day credit after teaching the course one time. 
S P E C I A L I N T E R E S T C O U R S E 

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. Participants will be introduced to methods of engaging adolescents in the 

teensô own environment and will develop a customized plan for identifying where and how to engage teens in 

their Y service area. 

Prerequisites: 

Å Understanding Your Community and Its Culture certification 
Å Principles of YMCA Youth Work - Working with Teens 12-17 (certification in the retired Working with 10-14 

and 15-18 courses will be recognized until 12/31/07)  

Bring: Proof of prerequisite certifications. 

Additional Credit Available:  

Level III. One-half-day credit. 
P E C I A L I N T E R E S T C O U R S E 
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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: 

Å Two years of experience working with adolescents in YMCA programs 
Å Two years of experience in training adults 

Å Outreach Skills certification 

Å Understanding Your Community and Its Culture certification 
Å Principles of YMCA Youth Work - Working with Teens 12-17 (certification in the retired Working with 10-14, 

15-18 and Fundamentals of Youth Work will be recognized until 12/31/07) 
Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Å Recommended: Managing Risks in Teen Programs (formerly known as ñSafety Issuesò) certification 

Additional Credit Available:  

Level III. One-half-day credit after 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 resolution. This 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 mediator. This course is designed for staff who develop or administer youth work programs. 

Prerequisite: 

Å Recommended: Listening, Feedback, and Positive Discipline certification 

Additional Credit Available:  
Level III. One-half-day credit. 
S P E C I A L I N T E R E S T C O U R S E 

Peer Mediation Trainer 
CD674T 

Number of hours: 7 

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

Prerequisites: 

Å Two years of experience training adults 

Å Two years of experience developing or administering YMCA youth work programs 
Å Peer Mediation certification 

Å Active Listening and Effective Communication 

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

Å Principles of YMCA Youth Work - Working with Teens 12-17(certification in the retired Working with 10-14, 

15-18 and Fundamentals of Youth Work will be recognized until 12/31/07) 
Å Recommended: Conflict Management and Negotiation certification 

Additional Credit Available:  
Level III. One-half-day credit after teaching the course one time. 
S P E C I A L I N T E R E S T C O U R S E 

Understanding Teens and Substance Abuse 
CD605B 

Number of hours: 8 

Manual: Keeping Kids Drug Free: The YMCAôs Positive Alternative (0-87322-418-3), $32. 

This course is an introduction to 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 implementation strategies. 

Prerequisite: 

Å Principles of YMCA Youth Work - Working with Teens 12-17 
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(certification in the retired Working with 10-14 and 15-18 

courses will be recognized until 12/31/07) 
Bring: Proof of prerequisite certification. 

Additional Credi t Available: 
Level III. One day credit. 

 
P E C I A L I N T E R E S T C O U R S E 

Understanding Teens and Substance Abuse Trainer 
CD662T 

Number of hours: 13 

Manual: Keeping Kids Drug Free: The YMCAôs Positive 
Alternative (0-87322-418-3), $32. 

This course trains participants to certify staff members and volunteers in Understanding Teens and Substance 

Abuse. 

Prerequisites: 

Å Working knowledge of addiction process and the effects of alcohol, tobacco, and other drugs 

Å Two years of experience training adults and experience working in substance abuse prevention, intervention, 
and treatment recommended 

Å Understanding Teens and Substance Abuse certification 
Å Principles of YMCA Youth Work - Working with Teens 12-17(certification in the retired Working with 10-14, 

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

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

Additional Credit Available:  
Level III. One day credit after teaching the 

course one time. S P E C I A L I N T E R E S T C O U R S E 

S P E C I A L I N T E R E S T C O U R S E 

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 III. One half-day credit. 
S P E C I A L I N T E R E S T C O U R S E 

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: 

Å Two years of experience working with adolescents in YMCAprograms 
Å Two years of experience training adults 

Å Understanding Your Community and Its Culture certification 
Å Principles of YMCA Youth Work - Working with Teens 12-17 (certification in the retired Working with 10-14, 

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

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

Additional Credit Available:  
Level III. One half-day credit after teaching the course one time. 
S P E C I A L I N T E R E S T C O U R S E 

Working With Low -Income Kids 
CD609B 
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Number of hours: 4 

Participants will explore how material poverty can affect the needs and issues of young people. The course 

also identifies the similarities and differences between low-income 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 III. One-half day. 
S P E C I A L I N T E R E S T C O U R S E 

Working With Low -Income Kids Trainer 
CD670T 

Number of hours: 7 

This course trains participants to certify staff members or volunteers in Working With Low-Income Kids. 

 
Prerequisites: 

Å Two years of experience working with adolescents in YMCA programs 
Å Two years of experience training adults 

Å Working With Low-Income Kids certification 

Å Principles of YMCA Youth Work - Working with Teens 12-17 (certification in the retired Working with 10-14, 
15-18 and Fundamentals of Youth Work will be recognized until 12/31/07) 

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

Additional Credit Available:  

Level III. One half-day credit after teaching the course one time. 

YMCA Earth Service Corps Director 
YT541D 

Number of hours: 7 

Manual: YMCA Earth Service Corps: Administratorôs Guide 
and Club Handbook, second edition (0-7360-4687-9), $30. 

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

program in their community. Earth Service Corps combines leadership development with environmental 

education and action projects in a program implemented by young people through high-school or 

community-based 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 service-learning approach in education; collaboration 

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

programðleadership development, environmental education, action projects, and cross-cultural exchange. 

Prerequisites: 

Å Principals of YMCA Youth Work, Working with Teens 12-17(certification in the retired Working with 10-14 

and 15-18 courses will be recognized until 12/31/07) 

Å Recommended: YMCA Teen Leadership: A Club Approach certification, Introduction to Service-Learning 
certification, and Grantwriting certification 

Bring: Proof of prerequisite certifications. 

Additional Credit Available:  

Level III. Credit: one day. 

YMCA Earth Service Corps Trainer  
YT561T 

Number of hours: 12 

Manual: YMCA Earth Service Corps: Administratorôs Guide and Club Handbook, second edition (0-7360-

4687-9), $30. 

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

Prerequisites: 

Å Two years of experience training adults and working with YMCA teen leadership club programs (e.g., Y 
Earth Service Corps, Counselors in Training, Leaders Clubs, Hi-Y, or Youth and Government) 

Å YMCA Earth Service Corps Director certification 

Å Training Others I (PTO) certification 
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Å Complete Trainer Candidate Application 

YMCA Teen Leadership: A Club Approach 
YT550D 

Number of hours: 8 

Manual: YMCA Teen Leadership: A Club Approach (0-7360- 

6233-5), $59. 

This course is designed for staff responsible for teen club programs involving teens 11-17. It explores the 

YMCAôs unique approach to working with teen leadership programs, through a club framework. More 

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 related to the three core goals of teen programs: Leadership, Service-Learning, and Social 

Development; Education, Career, and Life Skills; and Health, Safety, and Well-Being. This information is 

applicable to any type of teen club and will feature six models of YMCA Club programs: Leaders Clubs, 

Youth and Government, Hi-Y/Y-Clubs, Earth Service Corps, Model UN, and Black/Hispanic Achievers. 

Prerequisite: 

Å Principles of YMCA Youth Work - Working with Teens 12-17 (certification in retired Working with 10-14 and 
15-18 courses will be recognized until 12/31/06) 

Bring: Proof of prerequisite certification. 

Additional Credit Available:  
Level III. Credit: one day. 

 

YMCA Teen Leadership: A Club Approach Trainer  
YT570T 

Number of hours: 13 

Manual: YMCA Teen Leadership: A Club Approach (0-7360-6233- 

5), $59. 

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

Approach course. 

Prerequisites: 

Å Principles of YMCA Youth Work - Working with Teens 12-17 (certification in retired Working with 10-14 and 
15-18 courses will be recognized until 12/31/07) 

Å YMCA Teen Leadership: A Club Approach or YMCA Teen Leadership Director 
Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 
F U N D A M E N T A L S O F Y O U T H W O R K S E R I E S 

Character Development and Self-Esteem 
YT604B 

Number of hours: 8 

Building self-esteem and character in young people is a primary goal of YMCA programming. In this course, 

participants will learn how developing caring, honesty, respect, and 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 self-esteem in young people. 
F U N D A M E N T A L S O F Y O U T H W O R K S E R I E S 

Character Development and Self-Esteem Trainer 
YT604T 

Number of hours: 13 

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

Esteem. 

Prerequisites: 

Å Two years of experience working with adolescents in YMCA programs 

Å Two years of experience training adults 
Å Principles of YMCA Youth Work - Working with Teens 12-17 (certification in the retired Working with 10-14, 

15-18 and Fundamentals of Youth Work will be recognized until 12/31/07) 
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Å Character Development and Self-Esteem 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 

(0-7360-5333-6), $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 program; learn 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, and the YMCA all benefit 

by sponsoring this program; and learn how to design a program that will fit their service areas. 

Prerequisites: 

Å Working With Program Volunteers certification or Volunteerism: Living the Legacy or Volunteerism and 
the YMCA 

Å Recommended: Principles of YMCA Youth Work: Working With Teens Ages 12 to 17 certification 

Bring: Proof of prerequisite certifications. 

Additional Credit Available:  

Level III. Credit: One day. 

Black/Minority Achievers Program Trainer  
CD679T 

Number of hours: 11-8 

Manual:  The YMCA Black Achievers Program Handbook 

(0-7360-5333-6), $16. 

This course prepares participants to train and certify staff members and volunteers in Black/Minority 

Achievers Program 

Director. 

Prerequisites: 

Å Two years of experience training adults and working with a YMCA Black/Minority Achievers program 
Å Working With 10- to 14-Year-Olds or Working With 15- to 18-Year-Olds certification or Principles of YMCA 

Youth 
Work: Working With Teens Ages 12 to 17 

Å Black/Minority Achievers Program Director certification 

Å Recommended: Teen Leadership Director certification 
Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Å Note: 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 Director. The waiver request must 

be attached to the trainer candidate application form for consideration. 

Youth Achievers Program Director 
CD641D 

Number of hours: 10 

Manual: Youth Achievers Program Manual, $25. Order manual through YMCA of the USA at 

800-872-9622, 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 to 12. It seeks to strengthen self-esteem among young children 

through a culturally specific curriculum based on the philosophy of ñAfrocentrism,ò introduced by Dr. Molefi 

Asante of Temple University. The Youth Achievers Program Director course teaches participants how to  

administer the program and train staff and volunteers to lead structured, age-appropriate, academic, and 

cultural learning activities in three eight-week cycles. Each cycle, or EJOS, features four themes; each theme 

focuses on two specific components 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 part of an after-school or day 

camp program or as a special activity on its own. 

Prerequisite: 

Å Recommended: Working With 5- to 9-Year-Olds and/or Working With 10- to 14-Year-Olds certification or 

Principles of YMCA Youth Work: Working With Teens Ages 12 to 17 

Additional Credit Available:  

Level III. One day credit 

Youth Achievers Program Director Trainer 
CD680T 

Number of hours: 15 

Manual: Youth Achievers Program Manual, $25. (Order manual through YMCA of the USA at 800-872-9622 

or fulfillment@ ymca.net.) course trains participants to certify staff members or volunteers in Youth Achievers 

Program Director. 

Prerequisites: 

Å Two years of experience training adults and working with YMCA programs 

Å Working With 5- to 9-Year-Olds or Working With 10- to 14- Year-Olds certification or Principles of YMCA 
Youth Work: Working With Teens Ages 12 to 17 

Å Recommended: Black/Minority Achievers Program Director or Youth Achievers Program Director 

certification 
Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Introduction to Service-Learning 
GN009B 

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 Service-Learning and 

Advanced Service-Learning Tools courses into one comprehensive session. This course introduces participants 

to service-learning and explores its application to YMCA membership and programs. This interactive training 

walks participants through the service-learning 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 YMCA member 

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 Scuba; Arts 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: 

Å This course is based on the newly revised (2004) resource, The YMCA Service-Learning Guide (0-7360-

5585-1), $19. Participants are encouraged to purchase the guide and read through it prior to the course. 

However, The YMCA Service- Learning Guide is not a required text for the course. 

Introduction to Service-Learning Trainer  
GN030T 

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 to Service-

Learning. 
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Prerequisites: 

Å Two years experience training adults 
Å Introduction to Service-Learning certification 

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

Training Others I  
GN210B 

Number of hours: 3 

This course is designed 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 role of the Trainer 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 the USA training and 

certification system. Training Others I 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 repeated for additional Trainer-level certifications. 

Training Others I Trainer  
GN210T 

Number of hours: 6 

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

Prerequisites: 

Å Three to five years of experience training adults 

Å Faculty certification in any program category (must have attended a Faculty Academy or completed the 
faculty correspondence course) or Lifeguard Trainer 

Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Understanding the Mission of the YMCA 
GN021B 

Number of hours: 4 

This course will include an overview of the YMCAôs history and heritage. The course will help participants 

understand the goals and philosophies of the YMCA and discover how their work supports the mission of the 

organization, regardless of the position they hold. 

Understanding the Mission Trainer 
GN021T 

Number of hours: 7 

This course prepares participants to train and certify staff members and volunteers in the courses 

Understanding the Mission of the YMCA and Building a Career Plan. 

Prerequisites: 

Å Two years of experience as a paid or volunteer staff member of the YMCA 
S P E C I A L I N T E R E S T C O U R S E 

Collaboration Skills 
CD601B 

Number of hours: 8 

Manual: YMCA Community Development (0-87322-344-6), $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 effective collaborations 

and avoiding common pitfalls. This course is designed for staff and volunteers who develop or administer 

youth work programs. 

Additional Credit Available:  
Level III. One day credit. 

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

Springfield course #SHSY88. 
S P E C I A L I N T E R E S T C O U R S E 

Collaboration Skills Trainer  
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CD660T 

Number of hours: 13 

Manual: YMCA Community Development (0-87322-344-6), $16. 

This course trains participants to certify staff members and volunteers in Collaboration Skills and Asset-Based 

Community Development. 

Prerequisites: 

Å Two years of group work and training experience with any type of Y program or committee  

Å Two years of community development experience 
Å Collaboration Skills certification 

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

Additional Credit Available:  

Level III. One day credit after teaching the course one time. 
S P E C I A L I N T E R E S T C O U R S E 

Community Development: Principles, Processes, 

and Asset-Based Practices 
CD619B 

Number of hours: 8 

Manual: YMCA Community Development (0-87322-344-6), $16. 

This course serves as an introduction to community development based on ñassetò rather than a ñdeficitò 

approach. It draws heavily on the work done by John P. Kretzmann and John L. McKnight in the book 

Building Communities from the Inside Out and 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 III. One day credit. 

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

Springfield course #SHSY88. 
S P E C I A L I N T E R E S T C O U R S E 

Community Development: Principles, Processes, 

and Asset-Based Practices Trainer 
CD619T 

Number of hours: 13 

Manual: YMCA Community Development (0-87322-344-6), $16. 

This course trains participants to certify staff members and volunteers in Asset-Based Community 

Development. 

Prerequisites: 

Å Asset-Based Community Development certification 
Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Additional Credit Available:  

Level III. One day credit. 

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

Springfield course #SHSY88. 

Leadership Skills for Trainers: Training Others III  
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 experienced trainers. This newly 

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 facilitationðexcellent communication skills and a style of authenticity that engenders trust and 

rapport. This training will build a trainerôs ability to establish a ñpresenceò that is both powerful and 

supportive. More specifically, the three-day course will:  
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Å Improve overall ability to present, facilitate, and lead groups 

Å Deepen understanding and expand working knowledge of experiential learning methods 

Å Provide opportunities for practice, experimentation, and real-time feedback on facilitation skills 

Prerequisites: 

Å Trainer- or faculty-level certification within the YMCA of the USA training system 

Å Training Others I (PTO) certification 

Å A minimum of two years proven experience as a trainer of adults (must be verified by your supervisor) 
Bring: Proof of prerequisite certifications. 

Additional Credit Available:  

3 days 

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

Springfield course #SHSY30. 

Leadership Skills for Trainers: Training Others III  

Trainer  
CL250T 

Number of hours: 29 

Includes: Trainer Others Trainer manual 

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

course series. 

Prerequisites: 

Å Senior Director certification 

Å Current YMCA employee or volunteer 

Å Proficiency in the course subject 
Å Minimum of two years of experience training adults 

Å Training Others I (new version) and III certifications 
Å Complete Trainer Candidate Application 

Understanding and Promoting Civic Engagement 
WK400B 

This is a non-certification course. 

Understanding and Promoting YMCA Civic 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 stakeholders in public 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, program participants, 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 YMCAôs mission and future. 

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 800-872-9622. 

In a world in which mergers, acquisitions, and corporate restructuring are increasingly common, the ability of 

organizations to evolve and adapt to changing circumstances is critical to their survival. Yet this is not an 

organic process--it 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 levels of uncertainty in which today's organizations operate as well as the 

spheres within an organization in which you are able to effect change. The course introduces a three-step 

model for implementing change and, as the first in a two-course series, helps you develop a blueprint for 

change initiative specific to your organization. 

Key Topics: 

Å Analyzing the Change Environment 
Å Identifying Change Opportunities 

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

Assessing Allies and Resistors 
THIS COURSE IS NOT OFFERED THROUGH PROGRAM SCHOOLS OR LOCAL TRAININGS. To 

register for eLearning courses, contact the YMCA of the USA at 800-872-9622 

Identifying the need for change and outlining the contours of the change initiative are only the first 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 politics of change. obstacles, and gather the necessary data for an informed decision-making 

process. This course, the second in a two-course program, introduces the skills and strategies necessary to 

navigate successfully the organization's sociopolitical waters to carry 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 change initiative, and legitimize 

your own change arguments. 

Key Topics: 

Å Change Actors 

Å Leading the Change Coalition 

Å Consolidating Change 
Å Please take ñDeveloping an Agenda for Actionò prior to enrolling in this course 

Course Format: 

This course requires six hours over 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 800-872-9622. 

In these highly uncertain and turbulent 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 credibility of their agenda. This course, the third in the 

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

Å help learners develop a ñroadmapò for negotiating support for their action agenda; Å convey an understanding 

of the principles of bargaining power and influence in the process of negotiating a strategic initiative; 

Å help learners apply this conceptual model to their action agenda in their organization; 

Å help learners analyze the political agendas of others in the organization, identify sources of support for their 

agenda, and develop a strategy for building support for their initiative. 

Key Topics: 

Å In this course, participants learn about: 

Å Conditions that necessitate coalitions 
Å The dynamics of bargaining power 

Å The importance of credibility 
Å Gaining support for an agenda 

Å Justifying their actions 

Å Communicating their agenda 
Å Determining how may issues to focus on 

Å Please take ñAssessing Allies and Resistorsò prior to enrolling in this course 

Course Format: 

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 800-872-9622. 

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. This course, 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 conditions in the organization 

to ensure successful implementation; Anticipate and prepare for the future. 
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Key Topics: 

Å In this course, participants learn about: 
Å Solidifying their coalition 

Å Mapping differences among coalition members 
Å Propagating ideas and diversifying their network 

Å The two dimensions of coalition leadership 

Å Avoiding traps of insular coalitions 
Å Recognizing and responding to changing conditions within the organization 

Å The Change Outcome Matrix and responding to different outcomes 

Å Ongoing and proactive change 
Å Please take ñNegotiating Support for Your Agendaò prior to enrolling in this course 

Course Format: 

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

 

 

General Training 
Residence and Facility Management Core Competency 

Mission-Driven Quality Promise 

On page 32 of the General Training section youôll find certification courses related to service-

learning. If your YMCA has a staff member or volunteer certified in the Introduction to Service-

Learning course (or, prior to 2005, the Advanced Service-Learning Tools course or, prior to 

1999, the Youth Development Through Service-Learning course), and your Y follows the 

guidelines found in the YMCA Service-Learning Guide, your Y is on its way to making a 

Mission-Driven Quality Promise about your service-learning programs! The MDQPs outline the 

criteria for excellent programs 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 service-learning 

programs, youôll receive a certificate attesting to your commitment. Download the MDQPs from 

YMCA exchange, www.ymcaexchange.org, and use it to evaluate and improve service-learning 

programs right away! 

 

General Training  
Residence and Facility Management 
In order to better serve associations, local and regional trainings will be conducted. For more information, contact YMCA 

of the USA or go to www.ymcaexchange.org. 

Related courses listed under other categories: 

Å AQðPool Operation on Location (POOL) 

Å AQðYMCA Aquatic Management (YAM) 

Å MBðCreating a Clean, Well-Maintained Culture 

In Your YMCA 

Å WKðFacility Design Trends 

Custodial Technician 
GN030D 

Number of hours: 17 

Includes: $55 Cleaning Management Institute testing fee 

http://www.ymcaexchange.org/
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Manual: Custodial Technician I Handbook or Custodial Technician Modules One through Five. 

This is a technical course designed for custodial supervisors and staff. A section is dedicated to the role of the 

custodian in demonstrating the four values of the YMCA. The role of the custodians in fulfilling the mission of 

the Y and their importance to the success of the overall operation of the Y is highlighted. Custodial training 

materials (participant manuals) developed by industry-recognized Cleaning Management Institute have been 

adopted by YMCA of the USA for use in covering the following course topics: 

Å Basic and advanced cleaning procedures 

Å Introduction to OSHAðRight to Know Standard, and Bloodborne Pathogens Standard 

Å The chemistry behind cleaning 

Å Hard and carpeted floor care 

Å Bathroom care 

Å Custodial supplies, materials, and equipment 

Å Organization of custodial storage areas for efficiency 

Å Troubleshooting charts for tough custodial problems A special natatorium section has been created by the 

BFS/Property Management department. This material identifies and describes elements related to safety and 

custodial tasks and procedural techniques necessary to properly maintain a YMCA natatorium. 

Note: Handbook is available through Cleaning Management Institute. Call for prices. Contact Nicole Older, 13 

Century Hill Drive, Latham, N.Y., 12110. Phone: 518-783-1281, ext. 3152. Fax: 518-783-1386. For credit card 

orders, go to www.cminstitute.net. 

Custodial Technician Trainer 
GN026T 

Number of hours: 22 

Manual: Custodial Technician I Handbook or Custodial Technician Modules One through Five. 

This course prepares participants to train and certify staff members and volunteers in the Custodial Technician 

course. 

Prerequisites: 

Å Two years of custodial experience 
Å Custodial Technician certification or bring to the course a check for $67 made payable to YMCA of the USA 

($55 for leaning Management Institute testing fee and $12 for YMCA of the USA certification) 

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

Bring: Manual. 

Note: Handbook is available through Cleaning Management Institute. Call for prices. Contact Nicole Older, 13 

Century Hill Drive, Latham, N.Y., 12110. Phone: 518-783-1281, ext. 3152. Fax: 518-783-1386. For credit card 

orders, go to www.cminstitute.net. 

Maintenance Technician 
GN031D 

Number of hours: 17 

Includes: YMCA Maintenance Manual (available for free download at www.ymcaexchange.org) 

Successful YMCA facility operation requires a fundamental knowledge of buildings and the issues involved in 

providing cost-efficient and effective maintenance. This is a technical course designed for all YMCA  

supervisors and staff who have building maintenance responsibilities. This course provides information and 

strategies related to the maintenance of the building envelope, interior, mechanical equipment, and delivery 

systems. Participants will also receive information related to building safety, OSHA, and utility management. 

To increase your maintenance skills and become more valuable to your YMCA association, take this course 

written and taught by YMCA maintenance professionals. 

Maintenance Technician Trainer 
GN029T 

Number of hours: 22 

Manual: YMCA Maintenance Manual (available for free download at www.ymcaexchange.org). 

This course prepares participants to train and certify staff members and volunteers in the Maintenance 
Technician course. 

Prerequisites: 

Å Two years of maintenance experience 
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Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Int roduction to Property Management 
GN015B 

Number of hours: 4 

Manual: YMCA Maintenance Manual (available for free download at www.ymcaexchange.org). 

This course introduces basic concepts needed to understand and manage YMCA physical assets so that they 

are clean, safe, functional, and up-to-date. Various aspects of facility management are addressed, with an 

emphasis on government regulations, preventive maintenance, and risk management practices as related to 

property. 

Property Management Trainer 
GN075T 

Number of hours: 7 

Manual: YMCA Maintenance Manual (available for free download at www.ymcaexchange.org). 

This course prepares participants to train and certify staff members and volunteers in Introduction to Property 

Management. 

Prerequisites: 

Å Two years of experience in YMCA property management certification 
Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Å Recommended: Introduction to Property Management certification and/or Facilities Management module 

Operational Skills for Residence Staff 
GN017B 

Number of hours: 8 

Manual: Residence Development and Operations Manual. Call YMCA of the USA at 800-872-9622 for a free 

copy of the manual. This course is designed to help residence directors, managers, and other staff who serve 

residents to understand the philosophy, policies, and procedures essential to effective residence management 

and resident member services. 

Operational Skills for Residence Staff Trainer 
GN076T 

Number of hours: 13 

Manual: Residence Development and Operations Manual. Call YMCA of the USA at 800-872-9622 for a free 

copy of the manual. This course prepares participants to train and certify staff members and volunteers in 

Operational Skills for Residence Staff. 

Prerequisites: 

Å Two years of experience in YMCA residence operations 

Å Recommended: Operational Skills for Residence Staff certification 
Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

How to Develop a Maintenance Reserve Program 
GN300D 

Number of hours: 3.5 

Designed for those in property management as well as the executive leadership of the YMCA, this course will  

prepare and equip participants with the knowledge and tools required to develop a maintenance reserve plan. 

Through group discussion and exercises participants will learn how to determine current facility conditions and 

status, how to establish current and future capital repair 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 staff members in the How to Develop a Maintenance 

Reserve Program class. 

Prerequisites: 

Å How to Develop a Maintenance Reserve Program Certification 
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Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

YMCA Preventive Maintenance Programs 
GN310D 

Number of hours: 3.5 

Designed for those in property management as well as the executive leadership of the YMCA, this course will 

teach the philosophy and strategies of a proactive approach to the maintenance facilities, property and 

equipment. This course orients participants to the proper approach to preventive maintenance including 

debunking PM myths, development of a commitment to PM and methods of developing and implementing an 

effective PM program. 

YMCA Preventive Maintenance Programs Trainer 
GN310T 

Number of hours: 6.5 

This course will prepare participants to train and certify staff members in the YMCA Preventive Maintenance 

Program class. 

Prerequisites: 

Å YMCA Preventive Maintenance Programs certification 

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

YMCA Cleaning Management 
GN330D 

Number of hours: 16 

This course will help participants develop an understanding of the role that custodial services play in 

membership services and in a well-planned property management program. Participants will learn the 

principles of the chemistry of cleaning and effective cleaning techniques. Participants will also receive tools to 

conduct an assessment of their YMCAôs current cleaning management practices, and learn how to design an 

effective cleaning management plan, including staffing and supervising a productive team. 

YMCA Cleaning Management Trainer 
GN330T 

Number of hours: 19 

This course will prepare participants to trainer and certify staff members in the YMCA Cleaning Management 

course. 

Prerequisites: 

Å YMCA Cleaning Management certification 
Å Training Others I (PTO) Certification 

Å Complete Trainer Candidate Application 

Core Competencies 

Building a Career Plan 
GN020B 

Number of hours: 4 

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

of the organization, and the typical stages of upward job succession in todayôs YMCA. Participants will also 

receive and learn how to use a career planning tool in which immediate and long-term employment goals are 

stated, strategies for accomplishing these goals are formulated, timetables for completion are set and other 

resources are identified. Additionally, participants will learn how to engage their supervisors in discussing 

career ambitions and the need for additional training in the context of ongoing performance appraisal and 

review. 

Communication Skills 
GN022B 

Number of hours: 8 

Research indicates that interpersonal and communication skills are the two most important competencies for 

success in the YMCA. This eight-hour course provides training in effective listening, expressing ideas clearly, 
and building productive working relationships. Participants will learn concepts and practice skills to become 

more effective communicators. 
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Communication Skills Trainer 
GN022T 

Number of hours: 13 

This course prepares participants to train and certify staff members and volunteers in the courses 

Communication Skills and Building a Career Plan. 

Prerequisites: 

Å Two years of experience as a paid or volunteer staff member of the YMCA 

Å Familiarity with adult-learning training techniques and proven presentation skills 

Å Building a Career Plan certification 
Å Communication Skills certification 

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

Introduction to Group Work Skills  
GN023B 

Number of hours: 4 

Working with groups and interacting with members and program members have both been rated in the top five 

most important competencies for success in the YMCA. This four-hour course covers basic small group 

practices; working together to reach goals; and positive skills in relating to YMCA members, program 

members, and colleagues. 

Group Work Skills Trainer  
GN023T 

Number of hours: 7 

This course prepares participants to train and certify staff members and volunteers in the courses Introduction 

to Group Work Skills and Building a Career Plan. 

Prerequisites: 

Å Two years of experience as a paid or volunteer staff member of the YMCA 

Å Familiarity with adult-learning training techniques and proven presentation skills 

Å Building a Career Plan certification 

Å Group Work Skills certification 

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

In troduction to Problem-Solving and Conflict Management Skills 
GN024B 

Number of hours: 4 

Behaviors associated with recognizing and solving problems were rated in the top 10 core competencies by 

YMCA research respondents. To enhance the capabilities of YMCA staff to work successfully in a changing 

environment, this course includes a basic model for problem-solving and decision making and helps 

participants build skills in conflict management and negotiation. 

Problem-Solving and Conflict Management Skills Trainer 
GN024T 

Number of hours: 7 

This course prepares participants to train and certify staff members and volunteers in the courses Introduction 

to Problem-Solving Skills and Building a Career Plan. 

Prerequisites: 

Å Two years of experience as a paid or volunteer staff member of the YMCA 

Å Familiarity with adult-learning training techniques and proven presentation skills 
Å Building a Career Plan certification 

Å Problem-Solving Skills certification 

Å Training Others I (PTO) certification 
Å Complete Trainer Candidate Application 

Introduction to Time Management 
GN036B 

Number of hours: 4 
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Focusing on time management skills, this course will broaden participantsô awareness and skill development in 

managing time at work, goal-setting, and maintaining a balance between work and personal life demands. 

Time Management Trainer 
GN036T 

Number of hours: 7 

This course prepares participants to train and certify staff members and volunteers in the courses Introduction 

to Time Management and Building a Career Plan. 

Prerequisites: 

Å Two years of experience as a paid or volunteer staff member of the YMCA 
Å Familiarity with adult-learning training techniques and proven presentation skills 

Å Building a Career Plan certification 
Å Time Management certification 

Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

General 

Working With Program Volunteers  
GN011B 

Number of hours: 4 

This course is for every YMCA committed to working with program volunteers and interested in the 

Volunteer Champion Strategy. This strategy, which incorporates volunteer development into every Y staff 

memberôs work, is based on a team approach to customizing a system for each YMCA. It is ideal for the staff 

member whoðofficially or unofficiallyðis responsible for working with volunteers or the executive director 

who contemplates instituting a volunteer development program. It includes techniques for recruiting, 

screening, training, evaluating, and recognizing volunteers. It can also be beneficial to front-desk personnel; 

staff who supervise coaches, mentors, and program leaders; and those involved in fundraising, human 

resources, training, marketing, membership, and public relations. 

Program Volunteers Trainer 
GN071T 

Number of hours: 7 

Manuals: The Seven Rs of Volunteer Development: A YMCA Resource Kit (0-87322-756-5), $60; and The 

Volunteer Champion Guide (0-7360-3378-5), $12. Recommended: The YMCA Service-Learning Guide (0-

7360-3757-8), $12. To order manuals, contact the Program Store, 800-747-0089. 

This course prepares participants to certify staff members and volunteers in the Working With Program 

Volunteers course. 

Prerequisites: 

Å Two years of experience training adults and working with program volunteers 
Å Working With Program Volunteers certification 

Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Working With People with Disabilities 
GN112B 

Number of hours: 8 

This training is designed for YMCA staff and volunteers who are working with people with disabilities (both 

adults and children and including both our members and program participants). The training begins with a 

review of prior or existing knowledge including the Americans with Disabilities Act, the inclusion philosophy 

and core competencies. The training also covers a personal understanding and commitment to inclusion, an 

overview of common disabilities, the importance of (and ways to) engaging stakeholders, accommodating 

individuals with disabilities in existing programs and facilities (including teaching and inclusion tips and 

strategies), behavior guidance strategies, designing adaptive programs and learning how to link to the 

resources in your community. The training concludes with a review of the suggested guidelines for working 

with people with disabilities. This training provides a basic introduction and overview with concrete tips. For 
more advanced training, participants are encouraged to research local opportunities or national training 

delivered by those who make working with people with disabilities their core competency. 

Prerequisites: 
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Participants must be familiar with these two resources: 

Å Developing a Culture for Inclusion: Working with Individuals with Disabilities in the YMCA. A YMCA 
workshop design available on line at  http://www.ymcaexchange. org/front/programs/ 

Å The 3 ñPsò of an Efficient and Effective Inclusion Program:Philosophy, Protocol and Practical. A YMCA 
on-line training available at http://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 members and volunteers in the Working with people With 

Disabilities course. 

Prerequisites: 

Å Working With People With Disabilities 

Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 

Participants must be familiar with these two resources: 
Developing a Culture for Inclusion: Working with Individuals with Disabilities in the YMCA. A YMCA 

workshop design available on line at http://www.ymcaexchange.org/front/programs/ The 3 ñPsò of an Efficient 

and Effective Inclusion Program: Philosophy, Protocol and Practical. A YMCA on-line 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 have an interest in YMCA international work but have not 

been actively involved in the past. It is designed to introduce participants to the world YMCA and to motivate 

them to become involved in international programs, relationships, and World Service at their own local 

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

associationôs image, and brings a new dimension to a Yôs connection to the mission. The course includes easy-

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

full resource table along with a resource catalog will allow participants to order free materials to assist them in 

their planning and implementation of international programs and events. Busy staff will appreciate the ready-

to-use curriculum guides which can help integrate international into all YMCA program areas. Course 

participants will learn about the work of overseas YMCAs, the importance of understanding and appreciating 

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

opportunity to brainstorm about their own international connection and be prepared to implement some next 

steps upon completion of the course. Bring: List of your Yôs involvement, if any, in international programs, 

in relationships with YMCAs in other countries, or in contributing to World Service. 

Working Wit h the World Trainer  
GN074T 

Number of hours: 5 

This course prepares participants to certify staff members and volunteers in the Working With the World 

course. 

Prerequisites: 

Å Two years of experience training adults and working with international programs or program activities 

Å Working With the World certification 
Å Training Others I (PTO) certification 

Å Complete Trainer Candidate Application 
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4. Future Professional Development and Opportunities to Grow 

4.1 Youth Development Networks and Resources for Workers   
 

Professional Support Networks 

 

Within the San Francisco Bay Area many support networks exist that are geared toward 

connecting youth 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 Best Practices Course:  

San Francisco State University College of Extended Learning and San Francisco Unified School 

Districtôs ExCEL After School Programs are offering a course on After School Best Practices 

(CAD 350). Students who successfully complete the 8 week course will earn two credits through 

SFSUôs College of Extended Learning. Designed for individuals working in San Francisco 

ExCEL After School Programs, this course will provide participants with opportunities to 

develop a variety of skills to enhance their professional capacity within the programs in which 

they currently work. Through participation in workshops, participants explore current theories 

and practical examples for developing, implementing and maintaining a successful program. 

Guided independent research following each workshop allows participants to connect session 

information to their local sites. This course incorporates a series of on-going workshops offered 

by the SFUSD SHPD ExCEL After School Programs central office. 

 

2. Community College Youth Worker Training:  

The Oakland Community Afterschool Alliance (OCASA) has brought together representatives 

from Peralta Community Colleges, Oakland Unified School District, Oaklandôs workforce 

development office, elected officials and community organizations to design and pilot a youth 

worker training program at Laney College in Oakland. They plan to pilot courses for 30 students 

in the fall of 2007. The program is geared toward entry-level workers working in after school 

programs. The first semester classes will include Introduction to Youth Development, CPR/First 

Aid and Introduction to Tutoring. Students will also be able to receive credit for work 

experience. If approved, the full design will be five 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 a consortium of human science colleges at ten universities that 

offers a multi-institutional post-baccalaureate degree program in youth development (Online 

degree program). The youth development program offers a thirty-six-credit masterôs degree as 

well as two certificates for individuals who do not wish to pursue a masterôs degree: specialist 
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certificates in youth development or youth program management and evaluation. Twenty-eight 

credits for this program are offered through the consortium, with the remaining eight credits 

offered through the studentôs ñresidential institution.ò These last eight credits permit faculty and 

degree candidates to take courses furthering their specialization or negotiate practicum 

experiences, where they can work with their faculty adviser to enhance and apply the skills they 

have acquired. (National Collaboration for Youth: National Youth Development Learning 

Network e-Newsletter ï Professional Development Series) 

 

4. Universities offering certificates in youth development: 

1) Cornell University 

2) Harvard University 

3) Case Western University 

4) Concordia University ï distance learning (online) 

 

5. Universities offering degree programs in youth development: 

1) University of California Cooperative Extension - San Diego County 

2) Kansas State University ï Youth Development Distance Learning program (online 

MA)  

3) Clemson University ï distance learning (Online MS) 

4) Concordia University ï 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) Can you tell us a little bit about the typical professional background of current (full time/part time) 

BGCP staff members? 

 

2) What knowledge, skills and mindsets do you feel are most important for incoming staff members 

to have? 

 

3) How effective have incoming staff members been at transitioning into their positions? Where do 

you think they fall short? 

 

4) Can you please describe BGCPôs ongoing staff training?   

 

5) What are the best aspects of BGCPôs ongoing staff training program?  Weakest aspects? 
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6) What, if any, additional training would you like to see offered at BGCP?  

 

7) What are future career trajectories for BGCP staff members if theyé 

a) Plan to stay with BGCP? 

b) Plan to leave BGCP, but continue to work in the youth development field? 

c) Plan to enter another field 

 

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

 

9) Can you think of any professional development opportunities that youôd like BGCP to provide in 
the future that would keep you motivated in your work with BGCP? 

 

10) Is there anything else related to professional development thatôs important for me to know? 

5.2 Staff Interview Protocol 
 

1) Can you tell us a little bit about your professional background?  What did you do before coming to 

work at BGCP? 

 

2) In general, how prepared would you say new staff members are to meet the demands of working at 

BGCP? 

 

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

 

4) Can you please describe BGCPôs ongoing staff training? 

 

5) What are the best aspects of BGCPôs ongoing staff training program?  Weakest aspects? 

 

6) Do you feel that BGCPs training program meets your needs as a staff member?  

 

7) What, if any, additional training would you like to see offered at BGCP? 

 

8) What would keep you connected with BGCP?  

 

9) What would make you think about leaving the Clubs? 

 

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

 

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

 

12) Can you think of any professional development opportunities that youôd like BGCP to provide in 

the  

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

 

14) Is there anything else related to professional development thatôs important for me to know? 
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5.3 Manager Follow-up Survey 
 
Dear ____, 

 

Just wanted to thank you again for meeting with us a few weeks ago. We are hard at work in 

order to create the best recommendations possible, and we have several follow-up questions we 

are hoping you can help us out with: 

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

2. How does your staff performance review work?  

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

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

5. What is the rationale for the ninety-day waiting period in place before new staff receive 

orientation?  

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

 

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 


