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Accountability and Skill 
Assessment
Prepared by Lisa Nitsch, MSW, Director of 
Training & Education

For BISC-MI’s 26th Annual Conference

• Be able to list multiple types of supervision

• Feel more confident in their ability to give good, consistent feedback

• Gain a tool that can be used to reflect on and improve facilitation skills

• List two reasons preparing for and debriefing group sessions are essential to 
providing good service

• Describe the connection between preparing for and debriefing groups to co-
facilitation

Following this presentation, 
I have failed you if you are unable to… 
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This is particularly important for us… 

• Budgets are small and trainings are expensive

• Nonprofits are more likely to “groom” new 
supervisors

• Supporting the “helpers” that seek to work at 
nonprofits is a unique experience

• Quality supervision and professional 
development is one of the best predictors of an 
employee’s and organization’s success

Thinking About Professional Development

Stay focused and 
committed to 
professional 

development

Stand in front of 
a crowd and tell 
them to focus on 

professional 
development

Agency size & 
structures are 
different

“I like when you 
come out of your 
office.”

Disclaimers
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Finding a candidate who is a good fit for your position and 
your organization is more important than finding someone 
quickly. 

o Hiring & training new employees is costly – especially if 
they don’t stay

o It’s also a costly process to move someone out if they 
underperform

o Turnover and underperforming colleagues are both 
demoralizing to your team

o Consider whether your traditional recruitment process is 
meeting your and your community’s needs

Recruitment:
Bringing In the Right Talent

What is something you wish you had been told earlier when you 
started in a new role?

Or if you’re a seasoned supervisor: What is something you forgot 
to share in an employee’s orientation process? 

(Don’t be shy.  You are not alone.)

Orientation
For Discussion
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Full orientation to a new role will likely take the full first year. 

Write out a plan so both you and the new staff person can assess their performance 
along the way. 

• First days:  Introductions, passwords, schedules, tours, observations, and office 
norms

• First weeks:  Job specific skills training, program meetings, close supervision with 
high-level feedback

• Continue observations and mock facilitation sessions with other agency staff

• First months:  Agency orientation if you have one, meetings, continued supervision. 
Use their job description to assess what skills may still need to be mastered. 

• Entering the group room and being observed

Orientation: Create a plan

When onboarding new employees, you are also building 
community,  brand ambassadors, and true advocates

• History of your program, your organization and the movement

• Service overview for your organization and your local direct services for 
survivors

• Guiding documents for your organization: mission, vision, values, strategic 
plan, handbooks

• And how their role connects to each of these

• See website

Orientation: Building Organizational Connection
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•Have you established shared values or beliefs?

•How are these demonstrated?

•When are new staff introduced to them?

•How are they used by the team?

•See Handout: 2019 Beliefs & Guidelines 

Orientation: Building a Team 

Recommended one, one-on-one hour at 
least every two weeks.

• Consider more during probation or 
in times of crisis

• This will save you time

Have a structure or outline

• Authentic personal check-in

• Task-oriented work

• Professional development & 
coaching

Supervision: Meeting Structure

Be disciplined and organized

• Be consistent with schedule: 
reschedule before canceling
• Supervision meetings are your most

important meetings. 

• Minimize interruptions.  Apologize if 
they happen. 

• Prepare an agenda and allow the 
supervisee to contribute to your 
agenda

Adjust to the various styles of workers

• Be aware of your conflict style

Take notes!
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Administrative oversight: Timeliness & quality of work 

• Connect to strategic plan, job description, program or individual

Education & skill development:

• Role Mastery (1st year at least): onboarding & job description 

• External trainings: webinars, seminars, conferences

• Coaching session: with supervisor, other leaders or mentors

• Who can provide support you cannot?

• Media: books, journals, other articles, videos

• Handout: Resource List (It’s Maryland-specific. Sorry, not sorry.)

Support & Encouragement

• Cultivate confidence

• Consider long-term goals, even if you coach them out of your program

Supervision: Task Supervision

• Not only for licensed staff

• A supervisee’s personality and behavior are significant to what happens in 
their interaction with clients, colleagues & partners.  

• Client/Stakeholder-Centered – Began with Freud and the goal is to help the 
supervisee strategically respond to the other person (Frawley-O’Dea & Sarnat, 2001). 

• What do you think might be the best way to approach this person?

• Supervisee-Centered – Became popular in the 1950s and examines the employee’s 
resistances, anxieties, and challenges in response to the other person (Falender & 

Shafranske, 2008). 

• What concerns do you have about approaching this person?

Supervision: Reflective/Clinical
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• Counter-transference issues:
• Over-identifying with clients/colleagues/partners
• Projections can get in the way of helping
• Unresolved personal issues
• Problems previously worked through can be triggered

• Diversity Issues:
• Imposing values on others
• Racial and cultural heritage affects perception of assessment, 

planning, intervention or interaction
• Discomfort with differences between us and others

• Reflective supervision is NOT therapy. 
• Issues may be identified and suggestions can be made for 

resolution, but the staff person is not a client
• Being “therapeutic” and permitting a supervisee to continue to 

operate contrary to agency policy or best practice is unethical to 
those we serve and other staff

Supervision: Common Issues in Reflective Supervision

• An employee may respond better to a  different 
supervisory style than you normally provide

• Some employees may be facing their first 
major issue in the workplace under your 
supervision

• Employees may resent a supervisor that is new 
or different from them

Supervision Challenges
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See Handouts:
Prep & Debrief Form

• Expected for every facilitator and every
group: It is SO obvious

• So you can truly co-facilitate
• Emphasize the feedback portion

Facilitator Skills Checklist
• Used during observations

Group Feedback Form
• Completed Anonymously

Case Review Procedure

Group Observations

Professional Development: Training & Assessment Tools

• Check and double-check your self-talk.

• Don’t abuse your power in the group room

• Don’t pick and choose which rules apply to who

• Don’t bully or mock anyone

• Check your own privilege at all time

• Drop the rope: if you engage in a battle of wills with a participant, you’ve already 
lost.

• When participants try to distance themselves from you as a facilitator, model 
empathy. Remember, they are the expert in their own life.

• Take accountability when you mess up. 

• Be human – show them you make mistakes, have emotions, and are learning & growing.

• Self-disclosure - too much vs. too little.  Who is it benefiting?

Common Facilitation Issues
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• If one facilitator is leading the group, the other 
should be managing the room 

• Be a team in front of the group 

• How to handle it when you disagree with your 
co-facilitator in the group room 

• How to model gender relations in the group 
room

• How to give feedback to your co-facilitator

• There may be things that make your co-
facilitator uncomfortable 

• Learn your co-facilitator’s cues

Logistics of Co-Facilitation

• Feedback is used to:

• Reinforce good performance

• Change unwanted performance

• Good feedback is always

• Clear

• Immediate

• Mission Focused

• See Handout: Coaching Guide

Feedback & Coaching
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• Kris is mean

• Eli is sloppy in their data entryRed

• Kris is unprofessional

• Eli isn’t meeting data standardsWhite

• Kris interrupted and talked over clients

• Eli’s data entry error rate is 25%Blue

Red, White, and Blue Language

•Waiting too long to give feedback

•Giving vague, non-descriptive feedback

•Feedback that assigns a motive to the employee’s 
actions

•Feedback that doesn’t offer any way for the employee to 
improve

Feedback Mistakes
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Let’s Practice Giving Feedback

1. You have a particularly difficult group member who is constantly opposing what facilitators say. Today, your co-facilitator 
ignored this participant in group and shut them down whenever they tried to speak. You even noticed your co-facilitator roll 
their eyes at the participant multiple times during today’s session.  

2. Your co-facilitator led today’s lesson and went into “lecture mode.” You feel they took up too much space and shut down 
participants who disagreed with what they said instead of engaging the group in a discussion.   

3. The last few weeks, your co-facilitator who has been working in the program much longer than you, has not made time to prep 
for and debrief group with you. They show up to group five minutes before it starts and don’t stick around after it ends. They tell 
you they’re busy and there’s not much to review in prep and debrief anyway. 

4. During today’s group, a participant refused to answer your questions or follow your instructions. Your co-facilitator would ask 
the question again or repeat the instructions, but did not acknowledge the behavior or do anything to intervene. 

5. During today’s group, a participant challenged almost everything you said. Before getting the chance to pull the participant 
aside to privately check in, your co-facilitator stops the lesson to talk to the whole group about the importance of respecting 
both facilitators. You would have preferred to talk with the participant one-on-one and felt like your co-facilitator tried to 
“rescue you” in front of the group.

Let’s Practice Giving Feedback: Scenarios 
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• Termination should be considered when correction would be 
unproductive or otherwise damaging to your organization, staff, 
clients, or customers

• Termination is never taken lightly

• Often, termination of an employee with come with a morale cost that 
resonates across the department or organization

Termination

1. Hiring a candidate who is a great fit for the position should be 
prioritized over hiring quickly.

2. Retaining good talent begins with a quality orientation… and a 
quality orientation starts before the employee’s first day. 

3. There are many helpful ways to solicit and give feedback. It 
should be clear, be prompt, and provide a path for improvement.

4. Making the time to nurture a strong team is cost effective, saves 
time, and creates the best environment for those you serve. 

Takeaways 
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And most importantly, have fun! 


