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Small Group Activity
· Each participant in small group will take 3 minutes and write a written response to the following question below:
· As a supervisor, discuss a difficult conversation you’ve had with one of your staff.  What would you have wanted more of to make it effective?

· What would you have wanted less of?

· Each group will have a spokesperson to lead the discussion, take notes, and report back to the large group if asked to share their responses.

Notes:  _____________________________________________
____________________________________________________
____________________________________________________
____________________________________________________
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Assessment Activity:  Complete a Coaching 
Assessment Planner
· Pull out your Team STEPPS ASTD Coaching Self-Assessment Form, Handout # 2 that you completed as pre-work prior to attending today’s training
· Use Handout # 3, Coaching Assessment Planner
· You will fill out the planner by responding to the 3 questions on the upcoming slide below.
· An example is provided of a strength to upgrade to demonstrate how the form can be completed.
· You will have 10 minutes to write your responses.











Handout # 2
Team STEPPS-Team Strategies and Tools to Enhance Performance and Patient Safety 
ASTD-American Society for Training and Development
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Handout # 3Strengths Action Planner


Strength to Upgrade
What are your next steps?
What support do you need?
How will you monitor your progress?
1.
 
 
 
2.
 
 
 
3.
 
 
 

Strength
How can you leverage these strengths to coach staff 
 1.
 
 2.
 
 3.
 




Handout # 4Strength to Upgrade
What are your next steps?
What support do you need?
How will you monitor your progress?
1.  Providing   Feedback
 I will use my coaching conversation conference planner to prepare for my next 1:1 conference with staff to provide feedback. 
 I will reach out with one of my peers and ask them to be my accountability partner. I will also let my supervisor know about the strength I’m working on upgrading.
 I will review my conference 1:1 notes every Friday to assess how I’m doing and report my progress every Tuesday to my accountability partner and ask for feedback. I will report my progress to my supervisor and ask for their feedback.
2.



 
 
 
3.
 
 
 

Strengths Action Planner Example




Strength
How can you leverage these strengths to coach staff 
1. Listening for Understanding
 I can use my ability to listen effectively by using active and reflective listening techniques to provide feedback about my observations about areas where the person is doing well and areas they can upgrade.
 2.   Building Rapport and Trust
 I can use my ability to follow through on my commitments and create trusting relationships to be able to provide feedback in a non-threatening manner.
 3.  Motivating Others
 I can leverage my strength of enthusiasm and ability to encourage others to support them in my commitment to improving areas they can upgrade.




Assessment Activity:  Complete a Coaching Strengths Planner responding to the following questions.  You will have 10 min to complete the Strengths Action Planner. 
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Section 4 – Coaching Strategies for Performance & Development

[image: ]
[bookmark: _Hlk99457899]Notes:  _____________________________________________
____________________________________________________
____________________________________________________
____________________________________________________
____________________________________________________
____________________________________________________

[image: ]
Notes:  _____________________________________________
____________________________________________________
____________________________________________________
[image: ]
[bookmark: _Hlk90162572]Notes:  _____________________________________________
____________________________________________________
____________________________________________________
Handout # 5
Examples of Coaching Conversation for Development
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Handout # 6
Example of Coaching Conversation for Performance 
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Handout # 7 
Coaching Conversation Plan[image: Table
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Post-Work Instructions in Preparation for Boost Session
We look forward to seeing you at the next Boost session!  Below are instructions for the post-work to complete prior to attending the session.  Review the Action Plan you created in today’s training to leverage 2-3 strengths when coaching and a plan to upgrade 2-3 strengths you want to improve.  Review and further develop the plan which will take approx. 20 minutes.

1. Use your Coaching Conversation Planner and incorporating the 5 E’s Step Process, plan 2 conversations with staff.  Conversations can be for development or performance. You can also incorporate the Ready-Set-Go- 5 minute Coaching Questions as questions to ask in your planner that are in your Participant Manual on page 45.

2. Meet with your staff in the next two weeks and use your planner for a coaching conversation for development or performance.  

3. When you return for the Boost training we will debrief and ask for your feedback/experience of these activities. We will be sending you reminder emails to nudge you about the TOLs for you to complete prior to the Boost. 
4. Be thinking about the following questions to discuss in small groups at the Boost training.
· What is your plan to leverage your top 2-3 strengths to coach staff?  What have you incorporated and how has this worked for you?
· What strengths have you identified you want to upgrade and how will you leverage your existing strengths to help you improve in these areas?
· Who can you support you in your development?
· How will you monitor your progress?
· What was your experience of engaging in a coaching conversation for performance?  Was it difficult or relatively easy to do?  How was the conversation for development?
· Is there anything you might want to incorporate or do differently next time when engaging in a conversation with staff?
[bookmark: _Hlk87535548]
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Additional Articles/websites/videoclips/handouts
https://unboxedtechnology.com/the-importance-of-coaching-at-the-workplace/
Why You Should Coach Your Team - businessnewsdaily.com
Coaching and Mentoring - Nigel MacLennan - Google Books
What is the GROW Coaching Model? (incl. Questions + Examples) (positivepsychology.com)
ASTD Coaching Self-Assessment Form,” Source:  TeamSTEPPS® 2.0 (Module 9. Coaching Workshop), Self-Assessment Form (ahrq.gov)
Best coaching conversation - YouTube
Up In The Air: Coaching Leadership Style - YouTube
The Coaching Habit: The Kickstart Question - YouTube
Great Questions to Use When Coaching Someone - YouTube
The GROW model in action - YouTube
GROW for coaching and problem solving (live role play) - YouTube
Training Resources for APS Supervisors
Center APS Technical Assistance Resource
https://apstarc.acl.gov/Education/toolkits.aspx 

APSWI Adult Protective Services Workforce Innovations
https://theacademy.sdsu.edu/programs/apswi/ 








[bookmark: _Hlk98776626]Ready – Set – Go! 5 - Minute Coaching Questions

· What options do you see regarding this situation?

· What do you see as a challenge?

· What are your thoughts about the best way to approach this?

· What might get in the way?

· What do you think the next step?

· How can I support you?

· When can I check back with you?








Are You Ready to Give Healthy Feedback?
Brené Brown’s 10-Step Preparation Checklist 

 1.  I’m ready to sit next to you rather than across from you.
 2.  I’m willing to put the problem in front of us rather than between us (or sliding it toward you).
 3.  I’m ready to listen, ask questions, and accept that I may not fully understand the issue.
 4.  I want to acknowledge what you do well instead of picking apart your mistakes.
 5.  I recognize your strengths and how you can use them to address your challenges.
 6.  I can hold you accountable without shaming or blaming you.
 7.  I’m willing to own my part.
 8.  I can genuinely thank you for your efforts rather than criticize you or your failings.
 9.  I can talk about how resolving these challenges will lead to your growth and opportunity.
10. I can model the vulnerability and openness that I expect to see from you.





Power Questions…
[bookmark: _heading=h.1t3h5sf]Listening. “Tell me what’s going on.” “What got you to this point?” “What happened to bring 
you two to this place?”
	Clarifying purpose. “What’s important about this for you?” “What matters most for you in all of this?” 
	Equipping.  “What strengths, needs, wants are evident in the other’s communication style?”  
	“Where do your strengths, needs and wants fit in all of this?”  “What strengths could you draw from to effectively engage the other?”  “How might you approach this difficulty if your communication style was similar to theirs?”

Exploring options. “What have you tried to work this out?”  What did you discover in those 
efforts?” “What seems to have worked well?” “What else might work?”

Removing obstacles. “What might get in the way?” “What are your foreseeable challenges?” 
“How might you overcome these?”  

Empowering.  “What might you do differently to get a different result?” “What is the outcome you hope to achieve?” “What next steps will assist you in achieving this outcome?” “How might resolving this difficulty contribute to your professional growth and development?”  
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RISK Assessment Tool from APSWI Training Core Competencies- Module 18 Risk Assessment of Victims of Elder AbuseRisk assessments are a process and help APS professionals assess clients’ vulnerability and needs, develop and monitor care plans, and make decisions about how to use their time and resources.
-NAPSA Core Competency Module 18: Risk Assessment




Directions: Using a current case, complete the risk assessment chart based on your observations and the information gained during your investigation. 
For each Risk Factor that you identify:
1. List the apparent risk next to the #.
1. Circle or highlight whether you find that risk to be low, medium or high.
2. Work through the 3 S’s by noting how Soon might the client be harmed, how Severe might they be harmed and how Sure are you that the harm will occur (i.e. the likelihood). 
b. Make sure to include why you believe that to be true.  
Discuss any risk indicators. 
Provide a global assessment of that particular risk.
Note any factors that may mitigate that risk.
Create a service plan for each risk. 








[bookmark: Introduction]

RISK ASSESSMENT CHART
	RISK FACTORS
(Conditions which put a person at risk of harm)
	RISK INDICATORS
(Observable signs that indicate that risk may be present)
	GLOBAL ASSESSMENT
(History and context around this particular risk)
	FACTORS THAT MITIGATE THE RISK
(Client’s strengths, motivation, support network)
	SERVICE PLAN
(Identify services that might be of help and follow up if connections were made.)

	#1.


· Soon


· Severe


· Sure

Based on 3 S’s, the level of risk is: Low, Med, High?
	
	
	
	

	#2.


· Soon


· Severe


· Sure

Based on 3 S’s, the level of risk is: Low, Med, High?

	
	
	
	

	#3.


· Soon


· Severe


· Sure

Based on 3 S’s, the level of risk is: Low, Med, High?

	
	
	
	

	#4.


· Soon


· Severe


· Sure

Based on 3 S’s, the level of risk is: Low, Med, High?

	
	
	
	

	#5. 


· Soon


· Severe


· Sure

Based on 3 S’s, the level of risk is: Low, Med, High?
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Priming for Trust - Three Key Questions to Ask Yourself:

« How do | want this person to feel after our conversation?
« How can I set the context for an empathetic exchange?
« What can | do to allow them to engage in this difficult conversation with an open mind/heart?

Setting the Context with Candor and Caring:
« I would like for us to talk about the ABC project and how it's going for you.

« I would like to hear your thoughts/feelings about how we can improve the communication
between you and the workgroup.

Exploring Desired Outcomes and What You Hope Will Be Gained from the Conversation

« Ihope you will understand the importance of the project / the value in developing your skillset.
« I wantto clarfy, open-up our communication and eliminate the confusion.

‘Sharing Perspectives with Candor and Caring

« Irealize this was a very challenging project for you, with some unexpected dynamics..and the
restlts were not what either of us expected.
« People usually know when they have failed to hit the mark, so be empathetic, yet firm.

Discovering What Is Important To Both of You:

« I would like to hear more about how this nfolded for you and what you think worked well, what
did not? What were your biggest challenges and barriers?

« Listen well, then share your perspective and together get a clearer view of what happened.

Contracting for Improvement and Success:

* Using constructive foresight, discuss what and how things need to be done differently i the
future, and then clarify expectations, as well as next steps.

* What will success look like? How will you measure it? How often will you need to
communicate? What will you each do if the changes are not working?

Celebrating Accomplishments:

* Notice and affirm successful steps in the desired direction.
« Celebrate both small and large benchmarks toward success.

Adaptation: Transfoming Diffcult Conversations — Co-crealing Conversations® The Creating WE® Insiituie
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Conversations into Opportunities for Growth — Worksheet

Is this a professional development /performance issue?

Describe the concern in a clear, cohesive, and concise sentence.

Priming for Trust - Three Key Questions to Ask Yourself:

« How do | want this person to feel after our conversation?
« How can I set the context for an empathetic exchange?
« What can | do to allow them to engage with an open mind/heart?

Setting the Context with Candor and Caring:

Exploring Desired Outcomes and What You Hope Will Be Gained from the Conversation:

‘Sharing Perspectives with Candor and Caring:

Discovering What Is Important To Both of You:

Contracting for Improvement and Success:

Celebrating Accomplishments:

Adaptation: Transfoming Difficult Conversation: Insitute!

Co-creaing Conversations The Creating
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Supervisor as Coach
Learning Objectives

. Explain the similarities and differences between coaching and
mentoring

. ldentify when coaching and mentoring should be used.

. Explainhow coaching plays a critical role in staff
development to create high performing teams.

. ldentify strengths and areas for development and
improvement in coaching abilities.

DAAS - Division of Aging and Adult Services




image13.svg
                                      Supervisor as Coach Learning Objectives                     1. Explain the similarities and differences between coaching and mentoring 2. Identify when coaching and mentoring should be used. 3. Explain how coaching plays a critical role in staff development to create high performing teams. 4. Identify strengths and areas for development and improvement in coaching abilities. DAAS - Division of Aging and Adult Services
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             A coach  …  Provides guidance to an  individual to help them reach  their full potential  Engages an individual in a  thought - provoking creative  process  Uses skillful questioning  Doesn’t offer solutions  Prompts individuals to expand  their capacities     DAAS  - Division of Aging and Adult Services
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             A mentor  …  Shares their knowledge, skills  and experience   Acts as an experienced and  trusted advisor  Imparts their own experience  and advice to those with less  experience  Is likely to be a “SME” and have  senior knowledge  Shares ideas about how to be  successful in a specific position  and future roles     DAAS  - Division of Aging and Adult Services
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        Similarities Between Coaching and Mentoring   Involve a 1:1  relationship  Core purpose is  development  Can both be a part  of a leadership  development  program   Involve a  development  plan/outline of goals  Some mentors ask  questions and  coaches share advice  Help people get to  where they want to  go DAAS  - Division of Aging and Adult Services
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Coaching tends to address more
immediate topics related to skill
development and performance. Goals
are clarified and a plan is developed of
how to get there. The coach helps the
individual learn how to achieve the
goal.

Relationship maybe more short -term
(approx. 6 months to a year) with a
specific goal in mind.

More structured with regularly
scheduled meetings; weekly or bi -
weekly. Coach is more likely to drive
the sessions with the individual.

Itis co-created by coach and coachee
to meet the coachee’s specific goals.

Assists the individual with finding their
own solution rather than offering
advice or opinions. Coach does not
necessarily discuss personal
experience. Asks thought provoking
guestions which helps the coachee
make important decisions and develop
desired skill sets.

Is specific and measurable. Goals are
defined in advance and can be tracked
and measured. Demonstrates
improvement and change within the
desired performance area.

Generally focused on long -term career
development. Clarifies where the
individual wants to go with their
career professionally and what future
roles/positions they would like to hold.
A plan is developed of how to get
there often with the mentor’s input.
The mentor is available for the
individual to use as a resource.

More of a long -term relationship
lasting a year or longer.

Meetings tend to be more informal
and on an as needed basis as required
by the protégé’. Protégé’ is more likely
to drive the sessions with the mentor.

The agenda is set by the protégé’ and
the mentor supports the agenda.

Assists the individual with finding their
own solutions but may share advice or
their own personal experiences. The
protégé’ is likely to ask more
questions, tapping into the mentor’s
expertise and perspective.

Interest is in the overall development
of the protégé’. Benefits can include
improved morale and higher staff
retention however more difficult to
measure key indicators.
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                                                                                                                                                                          Subject Coaching Mentoring  Focus  Coaching tends to address more  immediate topics related to skill  development and performance. Goals  are clarified and a plan is developed of  how to get there. The coach helps the  individual learn how to achieve the  goal.  Generally focused on long -  term career  development. Clarifies where the  individual wants to go with their  career professionally and what future  roles/positions they would like to hold.  A plan is developed of how to get  there often with the mentor’s input.  The mentor is available for the  individual to use as a resource.  Timeframe  Relationship maybe more short - term  (approx. 6 months to a year) with a  specific goal in mind.  More of a long - term relationship  lasting a year or longer.  Structure  More structured with regularly  scheduled meetings; weekly or bi -  weekly. Coach is more likely to drive  the sessions with the individual.  Meetings tend to be more informal  and on an as needed basis as required  by the protégé’. Protégé’  is more likely  to drive the sessions with the mentor.  Agenda  It is co - created by coach and  coachee  to meet the coachee’s specific goals.  The agenda is set by the protégé’  and  the mentor supports the agenda.  Interaction Structure  Assists the individual with finding their  own solution rather than offering  advice or opinions. Coach does not  necessarily discuss personal  experience. Asks thought provoking  questions which helps the coachee  make important decisions and develop  desired skill sets.  Assists the individual with finding their  own solutions but may share advice or  their own personal experiences. The  protégé’ is likely to ask more  questions, tapping into the mentor’s  expertise and perspective.  Evaluation  Is specific and measurable. Goals are  defined in advance and can be tracked  and measured. Demonstrates  improvement and change within the  desired performance area.  Interest is in the overall development  of the protégé’. Benefits can include  improved morale and higher staff  retention however more difficult to  measure key indicators.
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                    Role of APS  Supervisor as a  Coach  Acts more like a  facilitator rather than a  teacher  Uses guided questions  to build critical thinking  skills   Helps learners realize  their own potential to  analyze, reflect and  problem solve    DAAS  - Division of Aging and Adult Services
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                   Why is coaching  important?   Increases Accountability  Builds Self - Awareness  Increases Employee  Engagement  Prepares Workforce  Increases Clarity of Goals  and Objectives    DAAS  - Division of Aging and Adult Services


image29.png
When do we
coach?

To ....

Motivate

Support skill development

Build confidence

Offer a different
perspective

Challenge

Support staff with feeling
listened to, respected,
and understood....

DAAS - Division of Aging and Adult Services




image30.svg
                                                                                                                                                                                                          When do we  coach? To ….  Motivate  Support skill development   Build confidence  Offer a different  perspective  Challenge  Support staff with feeling  listened to, respected,  and understood….      DAAS  - Division of Aging and Adult Services
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                                                                                                                                                                                                                                                                                                             How  Coaching Can  Change Your  Work…  Better Conversations  Better Relationships  Model Success  Lead anyone, anywhere DAAS  - Division of Aging and Adult Services


image33.png
7

N

== -
Z Listening like

a coach is...

Being totally present

Preparing your thoughts to listen rather than
speak

Listening beyond the words

Listening to the emotions, strengths, values,
and passion

DAAS - Division of Aging and Adult Services




image34.svg
                      Being totally present  Preparing your thoughts to listen rather than  speak  Listening beyond the words  Listening to the emotions, strengths, values,  and passion     Listening like  a coach is…    DAAS  - Division of Aging and Adult Services
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                Temporarily removing one’s own agenda  Using one’s own strengths to develop staff  Partnering with staff     Thinking like  a Coach is…    DAAS  - Division of Aging and Adult Services
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Ready- Set- Go!
5-Minute Coaching Questions

* What options do you see regarding this
situation?

* What do you see as a challenge?

* What are your thoughts about the best
way to approach this?

* What might get in your way?
 What do you think is the next step?
* How can | support you?

* When can | check back with you?

DAAS- Division of Aging and Adult Services
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            Ready  - Set  - Go!  5 - Minute Coaching Questions DAAS  - Division of Aging and Adult Services    • What options do you see regarding this  situation? • What do you see as a challenge? • What are your thoughts about the best  way to approach this? • What might get in your way? • What do you think is the next step? • How can I support you? • When can I check back with you?
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Group Activity

Discuss a difficult
conversation you’ve
had with one of your
staff:

 What would you
have wanted more
of to make it
effective?
What would you
have wanted less
of?
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                     Group Activity        DAAS  - Division of Aging and Adult Services Discuss a difficult  conversation you’ve  had with one of your  staff: • What would you  have wanted more  of to make it  effective? • What would you  have wanted less  of?
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                              What is a strengths - based  approach?  Something that you’re good at  What you are known for  What comes easily to you  Energizing , feels good  Can be developed  Can atrophy due to lack of use  Drives performance  Flow         DAAS  - Division of Aging and Adult Services
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                                  Benefits of  strengths- based  approach on  work  performance   Decreased burnout & turnover   Increased Motivation   Better Managed Workload   Increased Productivity   Improved Team Performance DAAS  - Division of Aging and Adult Services
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The
strengths-
based
approach is
founded on
five core
principles:

It focuses on what is right, what is
working and what is strong.

Strengths are part of our basic human
nature; every person has them and
deserves respect for them.

Our areas of greatest potential are in the

areas of our greatest strengths.

We succeed by fixing our weaknesses
only when we are also making the most
of our strengths.

Using our strengths is the smallest thing
we can do to make the biggest
difference.

DAAS - Division of Aging and Adult Services




image46.svg
                                 The  strengths - based  approach is  founded on  five core  principles: DAAS  - Division of Aging and Adult Services  It focuses on what is right, what is  working and what is strong.  Strengths are part of our basic human  nature; every person has them and  deserves respect for them.  Our areas of greatest potential are in the  areas of our greatest strengths.  We succeed by fixing our weaknesses  only when we are also making the most  of our strengths.  Using our strengths is the smallest thing  we can do to make the biggest  difference.
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prioritize and list your top B
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= How can you leverage these
strengths to coach your staff?

= According to your self
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= Prioritize these in the order you
think are the most important for
you to improve to better coach
your staff-- list the 3 most

important.
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                Look at the behaviors you  identified as your strengths,  prioritize and list your top 2 - 3  strengths below.  How can you leverage these  strengths to coach your staff?  According to your self - assessment, which skills or traits  were your lowest scores?   Prioritize these in the order you  think are the most important for  you to improve to better coach  your staff  -- list the 3 most  important. Assessment  Activity :     DAAS  - Division of Aging and Adult Services
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                 Supervisor as Coach Section 4  Coaching Strategies for Performance & Development DAAS - Division of Aging and Adult Services      
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                                            Evaluating  Performance  &  Development • Evaluation • Monitoring • Documenting • Observation DAAS  - Division of Aging and Adult Services      
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                                                                                                                                                                                                       The 5 E’s for  Elevating the  Coaching  Conversation  Engaging   Evoking   Exploring   Establishing   Evaluating  DAAS  - Division of Aging and Adult Services
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Coaching Conversation Planner

Effective coaching conversations start before you engage your staff. Successful outcomes require

your intentional thoughts, preparation, and planning. It's essential to clarify the focus of the
conversation, what you are going to say, and determine the desired impact you want to have, The
Planner is a tool you can use to organize and guide the conversation from beginning to end.

Phase Your Thoughts

Engaging

Evoking

Exploring

Establishing

Evaluating
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What is your objective for this
conversation?
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Conversation
Planner

How will progress or success be
measured?

What are the needs of this
person/team you need to consider?

What are the opportunities &
challenges in this discussion or the
underlying situation?
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                            Coaching  Conversation  Planner  What do you want to discuss?  What is your objective for this  conversation?  How will progress or success be  measured?  What are the needs of this  person/team you need to consider?  What are the opportunities &  challenges in this discussion or the  underlying situation? DAAS  - Division of Aging and Adult Services
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Coaching e Work in pairs with a partner.

Conversation e Take 5 minutes prior to using your

D ic Rolepl Coaching Conversation Planner to
yad c ) O L .~ draft coaching questions that you will
Activity

ask your staff in each of the 5 E’s

process. (/t can be a conversation for
Development or Performance.)

* Take turns roleplaying the supervisor
and the staff member with your
partner, moving through the 5 E’s.
Switch roles after 5 minutes.

 We will debrief together as a large
group after 15 minutes.
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             Evaluating  Performance &  Development • Work in pairs with a partner. • Take 5 minutes prior to using your  Coaching Conversation Planner to  draft coaching questions that you will  ask your staff in each of the 5 E’s  process.  ( It can be a conversation for  Development or Performance.) • Take turns roleplaying the supervisor  and the staff member with your  partner, moving through the 5 E’s.  Switch roles after 5 minutes. • We will debrief together as a large  group after 15 minutes. DAAS  - Division of Aging and Adult Services  Coaching  Conversation Dyadic Roleplay  Activity   
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Supervisor as Coach
Transfer of Learning Activity

= Goal#1 - Develop and implement an Action Plan of how you will
leverage your 2-3 Strengths as a Coach.

= Goal #2- Design and implement an Action Plan to improve 2 -3
strengths you want to upgrade at the lower end of your Strengths
Assessment.

= Goal # 3- Using your Coaching Planner draft a coaching conversation for
development or performance using the 5 E’s process and Ready — Set —
Go! 5 Minute Coaching Questions on P. 35 of you Participant Guide.

" Goal #4- Meet with two of your staff and have a coaching conversation
in the next four weeks.

Be prepared to debrief and provide feedback about the Strengths Action Plan and Coaching
Conversation if this training will be followed by a Boost Session.

DAAS - Division of Aging and Adult Services




image64.svg
          Supervisor as Coach Transfer of Learning Activity  Goal # 1 - Develop and implement an Action Plan of how you will leverage your 2 - 3 Strengths as a Coach.  Goal # 2 - Design and implement an Action Plan to improve 2 - 3 strengths you want to upgrade at the lower end of your Strengths Assessment.  Goal # 3 - Using your Coaching Planner draft a coaching conversation for development or performance using the 5 E’s process and Ready – Set – Go! 5 Minute Coaching Questions on P. 35 of you Participant Guide.  Goal # 4 - Meet with two of your staff and have a coaching conversation in the next four weeks. Be prepared to debrief and provide feedback about the Strengths Action Plan and Coaching Conversation if this training will be followed by a Boost Session .    DAAS - Division of Aging and Adult Services
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Thank you for your participation!
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            Closing and Evaluations Thank you for your participation! DAAS  - Division of Aging and Adult Services
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