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OBJECTIVES
 Understand the origin, purpose, format and structure of the

Supervision Matters (SM) program at the University of
Maryland’s Child Welfare Academy.

 Understand the ‘Transfer of Learning’ (TOL) process.

 Describe the coaching model and skills utilized.

 Learn how to facilitate a TOL coaching conversation

 Identify ways that administrators can enhance the
supervisor’s transfer of learning during SM and during the
facilitated TOL coaching conversations.

 Describe the 1:1 post-training coaching component and how
coaches are recruited and trained.



ORIGIN AND PURPOSE OF 
SUPERVISION MATTERS 

• Original curriculum was written by national 
expert Marsha Salus, MSW and we were given 
permission to adapt it for our purposes.

• The purpose is to provide new supervisors with 
training, support and coaching within the first 
few years of becoming a supervisor so that they 
can lead effectively within their organizations.



STRUCTURE OF SUPERVISION MATTERS

Supervisors participate in an all day orientation with their administrators 
and then meet separately for 10 days of training spread out over the next 
5 months. 

Administrators attend a companion series of 5 days of training during the 
same timeframe so that they become familiar with the same material.

Supervisors and their administrator participate in two Transfer of Learning 
facilitated conversations during the training.

Supervisors can opt to participate in confidential 1:1 coaching after the 
completion of the classroom training. 



TRANSFER OF LEARNING

1. Supervisor BEFORE training (most influential)

2. Trainer BEFORE training

3. Supervisor AFTER training

4. Trainer DURING training

5. Caseworker AFTER training

6. Caseworker DURING training

7. Caseworker BEFORE training

8. Supervisor DURING training

9. Trainer AFTER training (least influential)



TRANSFER OF LEARNING

90 % of learners will transfer a new skill into their 
practice as a result of:

• Theory

• Demonstration

• Practice

• Corrective feedback during the training 

WHEN it is followed up with job embedded 
coaching.



TRANSFER OF LEARNING

1. Supervisor BEFORE training (most influential)

2. Trainer BEFORE training

3. Supervisor AFTER training

4. Trainer DURING training

5. Caseworker AFTER training

6. Caseworker DURING training

7. Caseworker BEFORE training

8. Supervisor DURING training

9. Trainer AFTER training (least influential)



SUPERVISORY RESPONSES
In order to for transfer of learning
to be successful, supervisors must
assume an “encouraging” and a
“requiring” response to staff
development activities.

Encouraging Response:

• Discuss the training course with the 
case manager before he/she goes to 
the class.

• Attempt to create a readiness to learn.
• Encourage the case manager to apply 

learning upon returning to the job.

Requiring Response

• Know what the staff member 
learned.

• Design activities to promote 
transfer. 

• Provide coaching and feedback.
• Assess achievement. 



Taking a “preventing,” or 
“discouraging” or even “neutral 
position to professional 
development activities results in 
barriers to the transfer of 
learning process.

Preventing 
Response:

• “I know what you 
learned in training but 
we don’t do it like that.”

Discouraging 
Response:

• “That’s good 
information, but it’s 
not realistic.”

Neutral 
Response:

• “Whatever makes you 
happy as long as you 
get your work done.”



COACHING

• In SM, we teach coaching skills to supervisors
so that they know how to incorporate these
skills with staff

– In formal supervision
– After the caseworker returns from a training
– During “anytime” coaching

• We also teach them so that they’ll be familiar
with the skills if they decide to enter into 1:1
coaching themselves.



The Coaching Model We Utilize
Center 

together

Clarify the 
focus

Identify the 
goal

Develop 
action plan

Gain 
commitment

Assess 
progress 



COACHING SKILLS

Presence

Listening

Reflecting/Clarifying

Questioning

Feedback/assessment (as appropriate)

Creating accountability



FACILITATED CONVERSATIONS

• Over the phone or in person

• 30-60 minutes

• The focus is on taking a topic from Supervision
Matters, identifying a skill related to that topic,
and strategizing ways to strengthen that skill with
the support of the person’s boss.



AVOID THE D’S

Disciplinary Defensive

Directive Dismissive



ONE-ON-ONE POST TRAINING COACHING

• Optional 6 months of coaching conducted 

face-to-face and over the phone.

• Coaches are volunteers in the field who 

have received specific coach training.

• Topics range from application of skills 

learned during training to individual work 

challenges.



COMMON THINGS PEOPLE 
WORK ON IN COACHING SESSIONS:

Identifying and addressing 
performance goals

Decreasing feelings of being 
overwhelmed, stressed, anxious

Challenges in working relationships Determining next steps

Breaking old patterns Shifting priorities 

Facing challenges Dealing more effectively with change



WE’RE CONSIDERING…

• Sitting in on supervision and unit meetings to 
provide observations and targeted feedback to 
each supervisor

• Conducting confidential 360 degree 
assessments so that supervisors can increase 
self-awareness and strengthen their leadership 
and management skills

The following add-ons to the program:



FEEDBACK FROM SUPERVISORS

The top skills that supervisors intended to immediately 
implement as a result of Supervision Matters:

• Communicating clear expectations

• Giving and receiving effective feedback

• Utilizing conflict management skills

• Providing effective clinical supervision and coaching

• Utilizing Signs of Safety

• Evaluating staff performance

• Building a cohesive team



FEEDBACK FROM SUPERVISORS REGARDING THE 
TRAINING AND THE TOL CALLS

• “I learned that I don’t need to give an answer instantly and 
instead can ask a question to elicit an answer from the 
seeker.”

• “I plan on actively participating in a conflict style that I have 
historically avoided.”

• “I will recognize success more readily and frequently.”

• “I learned to be more open to change.”

• “I feel more empowered and confident.”



FEEDBACK FROM ADMINISTRATORS

“During one of our TOL calls, my 
supervisor disclosed that she 
worked for multiple years in 

isolation.  I had an ‘ah-ha’ moment 
because I better understood her 
perspective on staff and problem 

solving.  Supervision Matters 
helped me figure out how to better 

coach her.”



Feedback from Administrators

“It was very enlightening for me having 
now gone as an administrator as 
opposed to when I attended as a 

supervisor. I was able to see what my 
previous administrator experienced and 

learned valuable insight in terms of 
managing my role as a administrator, 
making sure I provided oversight and 

support for my supervisor, and ensuring 
that my supervisor had the tools to 

provide the same for her staff.”
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