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ABOUT THISMANUAL

This manual is a collection of ideas and strategies used in a Minnesota project called the
Performance-Based Contracting Demonstration Project. As part of this pilot project to
determine the usefulness of an outcome-based approach to determining the quality of services,
an extensive two-year training project on person-centered planning was implemented.
Individuals were trained to be facilitators of various methods of person-centered planning, and
some individuals were trained to train others. This manual was developed for these facilitator
instructors.

The material contained herein relies on the input and experiences of many people from across
the country.

This manual is for people who have had a great deal of experience facilitating person-centered
plans and wish to train others. The training formats in Section 2 can be used to deliver training,
or ideas throughout the manual can be used to design your own training.
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1. PREPARING TO
DELIVER A TRAINING



1.

PREPARATION FOR DELIVERING A
FACILITATOR TRAINING

SELECTION OF TRAINEES

Before scheduling atraining, consder the purposes and intentions of the training.

Sort out whether potentid participants redly have an intention to use these methods in ther
planning after the training. If they will use the methods, are they serious about implementing
the process for red change in peopl€ slives?

Sort out whether the people requesting to attend need an introductory session about person
centered planning before they make a decision about being trained as facilitators.

Sort out what type of fadlitator training people will need — individuad mentoring, a two-day
training with a follow-up sesson, along-term training project, etc.

Sort out what type of person-centered planning people want to be trained in and whether you
are qudified to ddiver that type of training or should link them to another resource.

| ssues to consider:

Why do you wish to conduct atraining? For what group?

Is each person redly committed to the ongoing facilitation of plans, or do they just want to
get abasic idea?

Should you conduct an application process to determine people's experience, familiarity
with, and commitment to concepts?

Will each person have the support of their agency for the time needed to be afacilitator?

Does each trainee understand the length of time that will be needed to develop themsdlves as
afacilitator?

How much experience has each applicant had with the basic ideas and vaues of person+
centered planning?

What will be the maximum number of people you would condder for paticipation in a
training?

DECIDE ON TRAINING FORMAT

What type of training format will you use? Different formats are explained in Section 1 and
in Section 2 of thismanud.

If you do an initid two-day training, will you reguire a follow-up training day a month or two
after theinitia two days?

Will you provide individud mentoring to each participant?

Will you have alonger program like training once a month for ayear or more?

Will you st up networking meetings for people who are doing this type of planning to get
together and share with each other?

How will you designit?



3.

LOGISTICSAHEAD OF TIME FOR A 2-DAY INITIAL TRAINING

Have you ordered the publications you will be using and do you have copies?

Have dl the handouts been copied?

Isthe place set?

Does the location have the necessxy space requirements for the training format you have
selected?

|s there enough wall space?

Who will provide paper, markers, and tape?

If participants will be required to bring markers, have they been informed?

If you will be doing Training Format #2 with small planning groups:

Is there an adequate number of smal meeting rooms if you will be doing planning cirdles as
in Training Format #2?

Have the foca people been sdlected?

Have the support circle members been invited?

Has the process been explained to the focal people and the support circle members?

Have the time requirements been explained to the focad people and support circle members
(1-3 p.m. both training days)?

Has the person’ s guardian been informed and approved the person’s participation?

DAY OF TRAINING

Do you have an overhead projector, dide projector, or other equipment you might need?
Have arrangements been made for coffee, refreshments, and lunch?
Review dl the supplies on the supply list on pages 9 and 10.



TYPESOF FACILITATOR TRAININGS

1. TRAINING FACILITATORSBY CO-FACILITATING AND MENTORING

This method would be useful if there were only one or two individuds you wished to train to
facilitate, or if you wanted to conduct a very individudized training program. Some of the

different gepsin thistype of training might indude:

Review dl the concepts of person-centered planning together
Tranee read and study some facilitator manuas and supplementary materids (see lig of
resources at the end)
Observing you fadlitating severd meetings
Practicing graphics
Co-fadlitating with you, in different steps, such as
Doing the graphics
Leading part of the discusson
Being obsarved facilitating until they were ready to do it on their own

2. LEADING A TWO-DAY TRAINING WITH FOLLOW-UP

Three different formas for an initid facilitator training with follow-up days are included here.
Of course, other formats can aso be designed.



A ONE-DAY INTRODUCTORY OVERVIEW
TO PERSON-CENTERED PLANNING

Before people can make the decison to participate in facilitator training, they often need an
introductory overview if they do not dready have an underganding of the process and the
commitment involved in learning to be a facilitator.

Hereisagenerd outline of some of the concepts and parts of an introductory day:

1. General Concepts and Vaues of Person-Centered Planning: Why Person-Centered Planning
is Important

(samples of overheads/handouts are in Section 7, pp. 70-92)
2. How Person-Centered Planning is Different from More Traditiona Planning
(Section 7, pp. 72-81, 120-122)

3. Stories of people — your own examples and examples of what you have learned through this
process.

(possible videos to use: “It's Never Too Early, It's Never Too Late” “Shifting Patterns’ — both
avalable from the Minnesota Governor’'s Planning Council on Developmental Disabilities, “It's
My Life’ from the Ramsey County Performance-Based Contracting project work-group)

4. Different styles of Person-Centered Planning (p. 82) - only go into detall on styles you are
familiar with.

Persona Futures Planning (pp. 88-103)
Whole Life Planning (pp. 114-115)
Essentid Lifestyle Planning (pp. 116-117)
PATH (pp. 118-119)

MAPS (p. 113)

5. Exercises

Participants engage in exercises to “get the Bd” of Persona Futures Planning. In groups of 2 or
3, do two or three of the charts from the Persona Profile, such as Relationships and History.

6. Why participate in facilitator training?

You can use the handout “Examples of Skills to Develop/Expand” (pp. 78) for each person to
examine why they would want to participate in fadlitator training. If they dready have some
experience with person-centered planning methods, this lig can be used to identify aress in
which to expand their Kills.



7. Components of the facilitator training program

Explan dl the components involved. If you ae traning by mentoring and co-fadlitaing,
explan the dements and time commitment. If you ae doing a two-day initid traning with
follow-up training, explain the dements and time commitment.

8. Making a persond commitment

Have participants commit to whether they wish to participate in facilitator training, schedule the
days as necessary, answer dl questions, and get dl logigtics clarified.



Facilitator instructors can use the following list of “Examples of skillsto

develop and/or expand in facilitator training” to:

Clarify peoplée's purposes who apply for the training
Aid in the selection of trainees

Assigt participant trainees in developing their own training plan



EXAMPLESOF SKILLSTO DEVELOP
AND/OR EXPAND IN FACILITATOR TRAINING

Learn the basics of Personal Futures Planning
Add more tools to my tool-box of person-centered planning approaches and information

Adding community membersto circles

Listening:
Improve my listening to people
Improve groups listening to person
Listening beyond the first layer of responses, listening “benesth the surface” — listening to "the
unsaid” — listening with “the third ear”
Listening to /planning with people who don’t use words to communicate
Being sensitive to/dedling with “ people pleasing’

Not using human services jargon — talking in ways understandable to person and their family

Visoning:
Help a planning group think beyond service system/agency answers
Assist a person develop a dream/future beyond the current predictable one
Developing both large and small goals/dreams
Developing a future rich with community detail that inspires people to action

Group Process.
Dedling with challenging group members
Dedling with conflict between family/person/case manager, etc.
Building safety/trust to say anything

I mplementation:
Dedling with barriers to the realization of people’ s dreams

Sustaining a group over time

Celébrating



PERSON-CENTERED PLANNING TRAINING SUPPLY
LIST

Address/directions/tel gphone numbers of where you're going

__ Handouts and publications:
Content of training
PCP Persond Development and Technical Assistance Planning formsif you are usng
them
____ Markersfor chartsmaps
Markers for name tags
_ Masking tape
______ Nametags
_ Poster paper
___ Presentations materias — overheads, etc.
____ Yideprojector or VCR and videotape if you will be usng those
Books and materias you wish to share about or show as samples
_____ Bvduationsif you are usng them
_ Cetificates of attendance if you are using them
_____ Container for evauation forms
_ Extenson cord
___ Refreshments
Morning:
Coffee, tea
Cream, sugar
Stirrers
Coffee pot/s
Cups
Pates
Napkins
What you will be serving: juice, rolls, bagels, fruit, etc.



Lunch:
(if you will be serving a the training site)
Afternoon:

(what you will be serving: cookies, soda, fruit, etc.)

Signs at training site for directions to meeting room
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2. FACILITATOR TRAINING FORMATS

11



FORMATSFOR DELIVERING
FACILITATOR TRAINING

THREE TWO-DAY FORMATS
AND
FOLLOW-UP TRAINING DAYS

What follows are three different formats for an initial two-day facilitator training
and subsequent follow-up training days. Elements from the three different formats
can be combined. Each instructor should plan their training based on their own
comfort level and the particular needs of a group.

These formats are based on Personal Futures Planning.  If you wish to provide
traning about Essentid Lifestyles Planning or PATH (Planning Alternative
Tomorrows with Hope), we recommend participating in the specific instructor
trainings designed for those two person-centered planning methods.

If a group has little or no experience with Person-Centered Planning methods, we
recommend providing an introductory session about this type of planning first (see
previous section). Participants can then decide if they wish to be trained to become
facilitators. We do not recommend people participate in facilitator training if they
have no familiarity with the concepts of person-centered planning and do not really
know “what they are getting into.”

We aso recommend that a trainer NEVER does only an initid training, but builds
in some training about follow-up. Other training days can be scheduled a month or
two months out from the initial training. Idedly, the trainer will aso work with a
facilitator trainee over time (say for a year or two), to ensure development of a
person's skills and that the planning groups maintain the work toward
implementation.

12



PRIOR TO ANY OF THESE TRAININGS:

1. Decide on which materids and manuds you will provide We recommend providing each
fadlitator trainee dl of the following:

A copy of “PersonCentered Planning: Finding Directions for Change Usng Persond
FuturesPlanning” — available from:

Dr. Beth Mount
Graphic Futures, Inc.
25W. 81% t., 16-B
New York, NY 10024
(212) 362- 9492

A copy of “Increasing PersonCentered Thinking: Improving the Quality of PersonCentered
Panning’ — available from:

Ingtitute on Community Integration
Universty of Minnesota

150 Fillsbury Dr. SE.
Minnegpolis, MN 55455

Copies of whichever handouts from Section 7 of this manud you wish to use during the
training

2. Decide the maximum number of participants you wish to have. Tha number will depend on
your comfort level and the degree of input you wish to provide to each participant during
traning sessons. For these three different formats, most people will be comfortable with a
maximum of 10 to 25 people Also decide if there is a minimum number you require to
conduct agroup training.

3. Decideif you wish to use avideo as part of the training, such as.
“It's Never Too Early, It's Never Too Late’ or “Shifting Rtterns’ — both available from the
Minnesota Governor's Planning Council on Developmenta Disabilities, telephone (651)
296-4018.
“Its My Life — avaldble from Tim Hammond, Ramsey County Community Human

Services, telephone (651) 266-4337, or Lynn McDonald, Arc-Ramsey, telephone (651) 778-
1414.

13



TYPE 1 FORMAT:
DEVELOPING YOUR OWN PLAN

With this format, participants develop their own plans with each other. No focusindividuas or
groups are used.

EXPECTATIONS OF TRAINING SESSION
Each participant will:

- understand the basic concepts of Person Centered Planning

- have experience using the different charts of Persond Futures Planning

- see the concepts directly applied in their own life

- work with others to use the concepts and methods to develop Personad Futures Plans for other
workshop participants

- have the opportunity to experience personaly what it is like to have person centered planning
done with your own life

PREPARATION

A meseting room is needed that has alarge enough space for groups of 3 to meet in smdl groups
and to make charts on thewalls.

Thistype of training format differs from the other two in that the fadilitator trainees learn the
methods by doing their own plans. No foca people or circle members atend the initid training.

A NOTE ON SCHEDULE

If thereisavery smdl group of participants, it might be possible to complete thistraining in one
very long day or aday and a hdf.

14



TYPE ONE FORMAT
DAY ONE —PERSONAL PROFILES

MORNING SESSION (9:00-12:00)

9:00 —9:45

9:45-10:15

10:15- 10:30

10:30-11:45

Describe the training. Go over expectations and any ground rules you wish to
esablish.

Present:
Principles of Person Centered Planning,
Basic Information on Personal Futures Planning, and
Qualities of a Facilitator

Sdlect the overheads and handouts you wish to use from section 7, pp. 70-92.
Select Graphic Exercises to do from Section 6, pp. 61-67 of thismanud.
Break

Over the bresk, decide how you will bresk participantsinto groups of three,
Should they sdlect people from other agencies to work with, or should people
who work together do the exercises together? Should they salf-sdect, or will
you make the decisons? Y ou can look for abaance of familiarity, skills,
experience, etc.

Work in groups of three
Present the Personal Profile charts (Section 7, pp. 93-96):

- Relationships

- Higtory

- Places

- Interests and gifts— what doesn’t work

- Nightmares and dreams (it' s often more positive to end with dreams
than with nightmares)

Present Optional Maps

- Choices

- Hedth

- Respect

- Home or work
- Communication
- Dally work

15



11:45-12:00

12:00-1:00

One trainee is the focus person. One person draws the charts, another facilitates
the discussion. For this person, each group completes the five main maps listed
above. If people would liketo or if thereistime, they can use dl or some of the

optiona maps.

Have smal groups discuss the main themes and patterns in each of the maps for
their focus persons (see Section 4 in the Facilitator Manud “ Increasing Person-
Centered Thinking,” pp. 30-31)

What will beimportant ideas to develop in aVison?

Large group — summarize what some of the themes and patterns are

Lunch

AFTERNOON SESSION (1:00 —4:30)

1:00-2:00

2:00-2:30

2:30—-2:45

2:45 - 3:45

3:45-4:15

4:15-4:30

Same groups of three. Second person is the focus person, other two people
dternate roles.

Discuss the themes and patternsin the charts
Break

Groups of three, third person is the focus person
Discuss themes and patternsin the charts

Any discussion or questions from the whole day

Set up for tomorrow: think overnight about their visons and potentia action
plans

16



TYPE ONE FORMAT
DAY TWO -A POSITIVE FUTURE

MORNING SESSION (9:00 — 12:00)

9:00-9:45

9:45-10:15

10:15-10:30

10:30-11:30

11:30-12:00

LUNCH

Review goa's and expectations, content for the day

Debrief from Day One:

What was it like to be the focus person?

Who would you want to invite to your planning meeting? (people can make
lists of who they would want there — what do they see in making the lists?)
What wasit like in the role of the discusson facilitator?

What was it likein the role of the graphic recorder?

Present: Visoning chartson A Desirable Future (section 7, p. 98-103) “Steps
of the Futures Planning Mesting”

Review the Persond Profile

Describe trends in the environment

A postive futurefor...

Brainstorm dtrategies

Priorities and commitments

Sat the next meeting time

Obstacles and opportunities

Issues for Organi zationa/Systems Change

Break

Same groups of three. Do visoning, strategy, commitment charts for the first
focus person

Large group discussion: What are they seeing, what questions are coming up?
What do they see about dreaming? What do they see about the quality of their
action plans? Who would it be important to have in the planning circle?

AFTERNOON SESSION (1:00 — 4:00)

1:00-1:45

Groups of three, visioning charts for the second focus person

Take an informa break as groupsfinish

17



2:00-2:45 Groups of three, visoning charts for the third focus person
2:45-3.00 Debrief entire process

3:00-3:15 Present Follow-Along Meetings (Section 7, pp. 104-107) and Other Information
on Person Centered Planning (Section 7, pp. 108-128)

With an individual who receives services and their support circle, follow—dong
mestings are critical. Present the information on how to facilitate them.

Astime dlows, you can dso present other information on Person-Centered
Panning that you fed isimportant for this group.

3:15-3.30 Trainees plansto learn to facilitate

Discuss with the trainee participants their plans to conduct futures plans with
individuas who receive sarvices. Who will actudly try this out, who will work
together?

Set up for people to do plans with foca people they support if they choose to
pursue becoming a facilitator — what mentoring will you provide, how will they
work with partners?

3:30—-4:00 Subsequent facilitator training

What will be the next training needed?

Should everyone do aplan and come back in, say, two monthsto share the
plans they have completed and get additiona training? (this may dready be
built into your training program)

When will Follow-Up training days be hdd?

Participants can fill out a* PCP Persond Developmenta and Technical
Assigance Planning” (pp. 33) sheet asatraining plan. The “Examples of
Skills to Develop/Expand” (pp. 7-8) can be used to asss in identifying
areasin which to grow and develop.

Have each person leave as clear as possible about what their next steps are —
completing a plan, doing nothing, coming back for training, etc.

Y ou can do Certificates of Attendance and Evauation formsif you wish
(samples are on pp. 129-134).

18



TYPE TWO FORMAT:
PRACTICE WITH DIFFERENT GROUPS

Thisformat uses

Smal practice groups of individuas with disgbilities and their teamg/circles
Facilitators working together or in trios to facilitate ared plan

PREPARATION

The local coordinator needs to set up focus individuds and their planning groups to come from 1
to 3 p.m. each of the two days. The number of focus individuds needed will depend on the
number of workshop participants. For each focus individud, there should be two or three
fecilitator trainees who will work together as a team. In deciding which trainees shoud work
together, it's useful to consder severd factors:

Bdance of different strengths and wesknesses

Mix of people from different organizations

Mix of roles resdentid, employment, case manager, direct support, supervisors, family,
friends, acquaintances from the community, etc.

Idedly, people would be facilitating for a focus individua for whom they do not have direct
accountability.

It is criticad tha the individud with disabilities and ther circle of support are prepared for
participation in this training. The focus individud and/or their guardian should have consented
to their paticipation. All circle members should understand that this is a training teking place
under supervison and would not normdly be done like this  Fadilitator trainees need to
understand that how much they practice this type of planning impacts another person’slife.

LOCATION

A dgte will be needed that has a room large enough for the whole group and enough smadl rooms
to accommodate the individud planning groups. For ingance, if there are five focus individuas,
one large room and five smal rooms or separate areas of a larger room will be needed. Churches
often have a number of smdler rooms that fit the bill, as do some universty student centers and
community centers.

19



EXPECTATIONS OF TRAINING SESSION
Each participant will:
Understand the basic concepts of PersonCentered Planning
Have experience using the different charts of Persona Futures Planning

See the concepts directly applied in the life of ared person and their planning circle

Work with others to use the concepts and method to develop a Persona Futures Plan for an
individua who receives services

20



TYPE TWO FORMAT
DAY ONE —PERSONAL PROFILES

MORNING SESSION (9:00-12:00)
Sdlect the material you wish to present from the handouts enclosed in Section 7.

A. Present

1. Gods, Expectations and Format of the Training Sesson — describe the training and what
will happen
2. Principles of Person-Centered Planning (pp. 70-82)
3. Qualities of a Facilitator (pp. 83-87)
4. Basic Information on Personal Futures Planning (pp. 88-92)
5. Futures Planning: the Personal Profile charts (pp. 93-96)
Rdationships
History
Paces
Interests and gifts— what doesn’'t work
Nightmares and dreams (it's often more pogtive to end with dreams than with
nightmares)

6. Present Optional Maps
Choices
Hedth
Respect
Home or work
Communication
Daily work

B. Break — take a break as needed

Over the break, make sure that the matches between focus person and facilitator partners are
decided upon. When deciding which facilitators should work together in partners or trios,
look for a baance of sKills, experience, persond style, and knowledge of the focus person. In
groups of two or three (depending on how many people you have), have people practice at
leest one or two charts with each other — Reaionships and Background/History are good
ones.

Whether people work in partners or trios will depend on the number of focus individuds —
two's are better than threg' sif you have enough focd people.

C. First Practice Session
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D. Ingructions to groups before lunch and set-up for afternoon planning sesson (at least hdf an
hour before lunch):

Be back before 1:00 to meet your group

Have your room set up with paper, circle of chairs

Nametags and refreshments available

Decide how fecilitator partners will trade off roles — grgphics and discusson facilitation

for which sections of the meeting
Will the group want to invite other people to join them for the next day’s afternoon
sesson?
Let people know you will be avaladle in the afternoon if they have problems in ther
smdl group.

LUNCH

PRACTICE SESSION — PERSONAL PROFILE (1:00—3:00 P.M.)

Trainees work in pairs or trios to facilitate and complete the charts of the Persond Profile. As
groups are set up, go around to make sure everyone has what they need and if they have any
questions. Sit in on different groups to make suggestions about sequence, gpproach, problems,
etc.

AFTERNOON DEBRIEFING (3:00—4:00 P.M.)

Have the whole group of trainees meet together to see what they have to share. What did they
see? What did they learn? What problems did they encounter?

The group could go around to the different smdler rooms and have people share their best chart.
Y ou can make comments about particular graphics that were done well or other issues of note.

Set people up for Day Two and have them think overnight about a vison for the person and what
they want to accomplish with their group on Day Two.
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TYPE TWO FORMAT
DAY TWO —-A POSITIVE FUTURE

MORNING (9:00 — 12:00)

A. Present the Visoning mesting charts: “ Steps of the Futures Planning Meeting” (section 7
handouts, pp. 98-103)

Review the Persond Profile

Describe Trends in the Environment

A Pogtive Future For...

Brainstorm drategies

Priorities and Commitments

St the next mesting time

Obstacles and Opportunities

Issues for Organization/Systems Change

Select any other handouts you wish to use from Section 7 as overheads and/or handouts.
B. Have trainees do their own Vision chart for their own life, usng posters and markers.
Set up the visoning — develop adream for their own life, no limits on time or money.

Y ou can use music in the background if you wish (see list of Musical Resources in Section 6,
p. 64 or use your own favorites)

Large group sharing — what did they see about dreaming
C. How to do Follow-Along/Implementation Sessons
With an individua who receives services and their support circle, follow-adong meetings are
critical. The most important part of the plan is the follow-up for actud implementation.
Sdlect Follow-Along Overheads and handouts you will use from Section 7, pp. 104-107.
D. Present: Other Information on Person-Centered Planning
Sdlect other information from Section 7 you wish to provide (pp. 108-128), such as.

"Positive Change is More Likely Under These Conditions”
A Comparison of Three Types of Planning

Contexts Affecting Choice

Responsesto "l Want...”
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E. Individua Processes. Developing Themsdlves as Fecilitators

Discuss with the trainee participants their plans to conduct futures plans with individuals who
recelve sarvices. Who will actudly try this out, who will work together?

Set up for people to do plans with foca people they support if they choose to pursue
becoming a facilitator — what mentoring you will provide, how they will work with partners.
(Your training program may dready have these dements).

Use “Examples of SKillsto Develop/Expand” (pp. 7-8) and “ PCP Persond Development and
Technicd Assstance Planning” sheets (pp. 33). Each trainee can make atraining plan for
themsalves. What skills do they want to develop?

F. Set Up for Afternoon Sessions

Remind people it isimportant to set follow-up meeting times and invite othersto join the
planning circle. Repesat ingructions from Day One:

Be back before 1:00 to meet your group

Have your room set up with paper, circles of chars

Nametags and refreshments available

Decide how facilitator partners will trade off roles— grgphics and discussion facilitation
for different sections of the mesting

Will group want to invite other people to join them for subsequent meetings?

Let people know you will be avalable in the afternoon if they have problemsin their
smdl group

LUNCH
PRACTICE SESSION (1:00 — 3:00 P.M.)

Smadl groups meet to complete the Day Two visoning meeting charts

Vidt the different groups and provide suggestions as needed. The input you provide will be
based on both your persond style and the needs of different groups.

Y ou can ask facilitators ahead of time: What feedback do you want meto give you? Work out

with each group ahead of time whether they would like suggestions during the process, or & the
end.
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AFTERNOON DEBRIEFING (3:00—-4:00 P.M.)
Debrief entire process.

Y ou can use the “Process Review Checkligt” and * Content Review Checklist” in Section 3 (pp.
38-48 of this manuad) to have each group evauate themselves, and for your review.

Group discussion:

How did it go? What did they see?
What's set up for follow-up in each group?

End the day with discusson and plans

When will this group get back together again?

Should everyone do a plan and come back in say two months to share the plans they have
completed and get additiond training? (this may dready be part of your training

program)

When will Follow-up Training days be held?

How will they continue to train themsdves?

What will be the next areas of training needed?

Have each person leave as clear as possible about what their next stepsare- completing
aplan, nothing, coming back for training, etc.

Y ou can do Certificates of Attendance and Evaluation formsif you wish (samples on pp. 129
134).
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TYPE THREE FORMAT:
DEMONSTRATION WITH ONE FOCAL
PERSON

In this format, the trainer(s) facilitate a futures plan with a focd person who receives services
and their support circle. The trainees observe and discuss each part.

PREPARATION

For this format, a focad person with disabilities and their support circle will need to be scheduled
for both days. The focd person will need to be someone who will be comfortable taking in
front of whatever sze group is set up for the training (it is recommended to not be more than 20-
25 people).

When facilitating the plan, have the focus person and their support circle St close to the charts.
Participant trainees should st behind them, and take notes about the things they notice, what to
ask about, or want to discuss.

If televison support is avalable a the fadility in which the traning is conducted, it is dso
posshle to have the plan be completed in one room while the trainees St in ancther room
watching by closed-circuit TV.

EXPECTATIONS OF TRAINING SESSION
Each participant will:

Understand the basic concepts of Person-Centered Planning

Learn the different charts of Persond Futures Planning

See the concepts directly applied in the life of ared person and their planning circle

Learn to see and draw out the important themes and patterns in each chart that can lead to the
development of a postive future
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TYPE THREE FORMAT
DAY ONE —PERSONAL PROFILE

MORNING (9:00 — 12:00)

9:00—-10:00 Present Goals, Expectations, and Format of Training Sesson
Sdlect the overheads and handouts you wish to use from Section 7

Present

1. Principles of Person-Centered Planning (Section 7, pp. 70-82),
2. Qualities of a Facilitator (pp. 82-87),

3. Basic Information on Personal Futures Planning (pp. 88-92),
4. Futures Planning: The Personal Profile Charts (pp. 93-96):

- Relationships

- Higtory

- Places

- Interests and gifts— what doesn’t work
- Nightmares and dreams

10:00—-11:00 Tranersfacilitate: Relationships and Places maps with focus person and
support circle

11:00—-12:00 Whole group: Identifying important patterns and themes. Focus person and
circle can stay for this discussion, or take a break (See scheduling note at end of
this section).

1. What are the patterns in the Relationship map? What do you notice?

2. Towhat extent is the person dways with people with disabilities, or dways
in human service groupings?

3. Do they know alot of community members, but only as acquaintances rather
than friends?

4. How much like the patterns of typica community membersis the pattern of
relationships for this person?

5. Are there any hints of a more desirable future in this map?

6. What are the patterns in the places map?

7. Isit apattern of vigiting places like atouris, or red sharing and belonging?

8. What ideas are embedded in this map for amore desirable future?
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AFTERNOON (1:00 —4:00)

1:00-2:00

2:00-2:30

2:45-3:15

3:15-4:00

Trainersfacilitate: Higtory, Interests and Gifts Doesit Work Maps

Whole group identify: Important patterns and themes (focus person and their
support circle can take abresk or stay for discussion)

What are the important themesin the History map? What important life
experiences have been missed? What would be important to this person, based
on ther hisgory?

Wheat are the patternsin the Interests and Gifts/ Doesn't Work map —what will
be important in the person’s future?

Tranersfacilitate: Nightmares and Dreams

Whoale group summarize: What will be ideasto pursue on Day 2 in developing a
Positive Future? (again, focus person and their support circle can take abresk or
dtay for discussion)

Whole group summarize: What will be ideas to pursue on Day 2 in developing a
Positive Future? (again, focus person and their support circle can take abresk or
stay for discussion)

Present: Optiona Maps (pp. 93-96)

Choices

Hedth

Respect

Home or Work
Communication
Dally Routine

ANOTHER SCHEDULE FOR THE DAY

NOTE: If it isnot working for the focal person and their support circle to stay for the whole day,
or to have the planning mesting interrupted for trainee discusson times, you could structure the
day to do the entire planning meeting in atwo-hour block each morning, and then work through
discussion of the different maps and issues in the afternoon.

In the afternoon, trainees could aso practice some of the maps with each other, asin Type 1

Format.
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TYPE 3FORMAT
DAY TWO -A POSITIVE FUTURE

MORNING (9:00—12:00 A.M.)
9:00-9:30 Debrief Day One
Any thoughts overnight? What's working and not working for the group?

9:30-10:00 Present: The Day 2 charts “ Seps of the Futures Planning Meeting”  (pp. 98-
103)

Review the Persond Profile

Describe Trends in the Environment

A Postive Futurefor...

Brainstorm Strategies

Priorities and Commitments

Set the Next Meeting Time

Obstacles and Opportunities

Issues for Organizationa/ Systems Change

10:15-11:00 Tranersfacilitate with the foca person and their support circle the following
charts:

Review the Parsond Prcfile
Describe Trends in the Environment
A Postive Futurefor....

11:15-12:00 Whole group debrief — important themes, what could have been developed,
different options for different parts of vison, how to get group digned (foca
person and their support circle can stay for discussion or take a break)

LUNCH
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AFTERNOON (1:00-4:00 P.M.)
1:.00-1:45 Trainers facilitate with the focal person and their support circle:

Brainstorm Strategies

Priorities and Commitments

Set up the next meeting time

Optiond chartsif needed: Obstacles and Opportunities/ Issues for
Organizationd & Systems Change

Make sure there is some kind of follow-up agreed upon before the support
circle breaks up.

1:45-2:.00 Complete and thank focus person and their circle
Break

2:.00—-2:45 Discuss different strategy options that could have been proposed in the 1:00 to
1:45 session and debrief entire two-day process

2:45-3:15 Present: Formats for Follow-Along Meetings (Section 7, pp. 104-107)

What will be important in follow-aong?
Who ese should beinvited to join the group?

With an individua who receives services and their support circle, follow-aong
mestings are critical. Present the information on how to fadilitate them.

Astimedlows, you can sdlect to present any information in “ Other
Information on Person-Centered Planning” (pp. 108-128) important for this

group.
3:15-3.30 Trainees plansto learn to facilitate
Discuss with the trainee participants their plans to conduct futures plans with
individuas who receive sarvices. Who will actudly try this out, who will work
together?
Set up for trainees to do plans with focal people they support if they choose to
pursue becoming afacilitator — what mertoring will you provide, how will they
work with partners?
3:30-4:00 Subsequent facilitator training

What will be the next training needed?
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Should everyone do a plan and come back in, say, two months to share the
plans they have completed and get additiond training? (This may aready be
part of your training plan). When will Follow-Along Training Days be
scheduled?

Participants can fill out a*PCP Persond Development and Technica
Assgtance Planning” (p. 33) handout as atraining plan. Use “Examples of
Skills to Develop/Expand” (pp. 7-8) to asst in identifying areas for growth and
development.

Have each person leave as clear as possible about what their next steps are —
completing a plan, nothing, coming back for training, etc.

Y ou can do Certificates of Attendance and Evduation formsif you wish
(samples on pp. 129-133).

ANOTHER SCHEDULE FOR THE DAY

NOTE: If it is not working for focal person and their support circle to stay for the whole day, or
to have the planning mesting interrupted for trainee discusson times, you could structure the day
to do the entire planning medting in a 2-hour block each morning, and then work through
discussion of the different maps and issues in the afternoon.

In the afternoon, trainees can practice the maps with each other, as in Type 1 Format. It would

adso be useful to have each trainee do their own “Positive Future Map” as in Type 1 Format, Day
2.
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OTHER TRAINING EXERCISES

Other types of exercises or materid that you might wish to use ether at the initid traning days
or infallow-up training days.

1. ROLE PLAYS

Have place cards or sgns made up with some different types of rolesin a planning circle, such
as.

foca person

case manager

parent

resdential program supervisor
job coach

graphic recorder

discussion facilitator

Y ou can aso use some of the "Difficult Group Member” roles described in Section 9 of the
Facilitator's Manua "Increasing Person-Centered Thinking,” such as:

broken record attacker
doubting thomas gossiper
headshaker know it dl
dropout (non-participating member) back seat driver
whisperer interrupter
loudmouth teacher's pet
interpreter

Do a role play of a planning meeting with these different roles assgned to different trainees. If
the group islarge, you can have some bregk up into smaller groups.

Insead of place cards, you can prepare different hats with the different labels on them for
participants to wear during the exercises, or make up another method such as different vedts.

2. PANEL OF CONSUMERSAND/OR FAMILY MEMBERS
If you are in a geographic areawhere you have facilitated different places, or severd people have
had person-centered planning circles, you can have apane of foca people, thar family

members, or others who might be important circle members, come in and talk about how the
process had been, how it has differed from more traditiona planning, etc.
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PCP PERSONAL DEVELOPMENT AND TECHNICAL
ASSISTANCE PLANNING

1. Areas| see | already bring as strengths to Person-Centered Planning and facilitation:

2. Training/development areas - areasto learn, expand, or strengthen:

TA or Support Needed Frequency/Schedule

3. Best times of day/week for me for peer support network meetings:
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FOLLOW-UP TRAINING DAY S

A useful way to dructure the initid facilitetor training is to have the initid two training days and
then schedule a follow-up training day perhaps sx weeks or two months after. This dlows
trainees enough time to develop a circle and lead a planning meeting on ther own or with a
fellow trainee.

On this follon~up training day, trainees can bring the charts that they completed, share, and get
further training. The trainers can assess the qudlities of the plans that were done and look for
areas to complement the areas that need strengthening. The benefits are to observe which areas
were strong and wesk in getting across to this particular group.

Additiond follow-up training days can aso be scheduled based on how you have designed the
training program. For indance, a half-day or full-day every month or two for a year-long or two-
year long program can be schedul ed.

Some of the activities and topics that can be addressed on these days include:
1. Participants share which charts they are proud of
2. Participants discuss particular problems they had in the planning or with the group
3. Topicsto address:

adding community mentorsto circle

qudlity of the visons developed (pp. 33, 35 in Facilitator’s Manual)

grength of the follow-up plans (pp. 105-107, this manud)

drategizing and brain stcorming to move the dreams into redlity

agency and system change issues

any materia from the section " Other Information on Person-Centered Planning” (pp.
108-128, this manud)



4. Exercises.
A.“POSITIVE CHANGE ISMORE LIKELY UNDER THESE CONDITIONS’
Teke the handouts from the handout section of this manua (pp. 109, 107) and have people
identify which of the ten dements they have in ther group and which they ae missng.
Strategize on finding and adding the dements missing.
B.“INTER-VISIONARY TEAM”
Take the handouts from the Facilitator's Manud, “Increesng Person-Centered Thinking” (pp.
21-22) and look and see which members they have in their group and where they can find
members/roles to add.
C.“PROCESS AND CONTENT REVIEW CHECKLISTS’

Take the checklists from Section 3 of this manud (pp. 37-48) and have the trainees rate the
qudlity of their own plans and process.

D. “QUESTIONSFOR REFLECTION AND DRAWING THEMES' (FACILITATOR’S
MANUAL, PP. 30-31)

Participants can review their own maps and maps of other participants to reflect on the themes
which were reveded in the different charts they completed, and identify other issues for planning
groups to pursue.
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3. EVALUATING THE QUALITY OF A PLAN/
PROCESS AND CONTENT REVIEW
CHECKLISTS
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EVALUATING THE QUALITY OF
PERSON-CENTERED PLANNING

AREASOF PLANNING TO EVALUATE

This section contains five checklists which atrainer can use to evauate the qudity of the
planning which participant trainees complete and to identify areas for additiond training:

1. Undergtanding and application of the PHILOSOPHY, ASSUMPTIONS, AND BELIEFS of
persortcentered planning.

--See the checklist "How PersonCentered is Y OUR Person-Centered Planning”
2. PROCESS used in conducting personcentered planning

-- See the two checklists on PROCESS REVIEW

3. CONTENT of PersonCentered Planning and skillsin cregting an action plan

-- Seethe checklist on REVIEW OF CONTENT AND ACTION PLAN

4. Monitoring the ongoing FOLL OW-ALONG, IMPLEMENTATION, AND REVISION of
the person-centered plan and person-centered action plan.

The plan may change as past of the life process. Was the plan implemented as written? How
were changes incorporated and addressed?

--Seethe checklist on FOLLOW-ALONG AND IMPLEMENTATION

The trainer can evauate the plans and processes, then have the trainees rate their own work, and
discuss differences and agreements.

37



HOW PERSON-CENTERED IS YOUR PERSON-
CENTERED PLANNING?

Please take a moment to answer the following questions to determine the per son-centeredness of
your planning.

* Did theindividua choose this personcentered process to assist in their planning (was an array
of options presented in a clear and understandable fashion)?

* Did theindividud select who they wanted to assst in their planning?

* Did theindividua sdlect who they wanted to facilitate their planning?

* Did theindividud make the invitations?

* Does the planning group include nor+paid community members?

* Did theindividud choose when and where to have the planning/meetings?

* Did theindividua determinein whét life areas planning would occur?

* Did the dreams and desires of the individua form the foundation for the process?

* Did the individua and the people who know hinvher the best and love himvher the most
contribute the most?

* Wad/is the process positive and respectful ?

* Were the strategies used to gain the individua's perspective respectful ?

* Did the process identify and build upon the individud's gifts and talents?

* Was an ided home for thisindividua identified?

* Were ideas for anided job or community contribution for thisindividua generated?

* Were other images of a desirable future identified?

* Does the visor/plan identify ways to asss the individual:
- expand and deepen their network of relationships
- contribute to community life
- expand the number and type of vaued socid rolesthey experience
- incresse their experience of choice, control, and saif-determination

* Were the strategies and supports identified that are likely to cause the individua upset and
frudtration?

* Did the group identify others to invite to join the circle, especiadly community members?

* Aredl the planning meetings flexible and dynamic?

* |stheindividud participating in al phases of the process?

* Does the individua have aformd role in the qudity assurance?

** Adapted from Fina Report of the Person Centered Planning Filot, Center for Community
Incluson, Manes UAP, University of Mane

38



IMPROVING THE QUALITY OF QUESTIONS

CONTRAST THESE QUESTIONS
WITH...

MORE VISION-ORIENTED,
COMMUNITY-LIFE QUESTIONS AND
APPROACHES

Group understanding of the person’s past:

How did thet fed — hard?

How does/did that fed!....

(of circle): If you had gone through those
experiences, how would you fed?

| deal home:

Do you want to live with (a specific person)?

Which of the people here would you like to
live with?

(Person says they want to live with a specific
daff person, family member, ec.).

That’s not going to happen, so who else would
you liketo live with?

If you could live with anyone, who would you
most like to live with?

Where would you most liketo live? If you
could live anywhere, where would that be?

What isit about that person that you redly
like? (Have group think about what that
person provides — where could someone else
like that be found?)

| deal work/job:

Do you want a community job?

What kind of community job do you want?

That kind of job wouldn't work out, what
about...?

If wesaw... a work, what kind of job could
we see him/her doing?

(Tekealig of interestg/gifts) What are dl the
places where people do anything with these
interests? Where are dl the places/people who
would like to receive those gifts?

(after group haslisgted) Which of those would
be mogt exciting to youw/interest you the most?

If... were going to have that kind of job, what

kind of support would he/she need? What
would have to be there to make it successful?
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EVALUATION OF PERSON-CENTERED PLANNING
PROCESS REVIEW

Name of focus person:

Name of facilitator:

Name of facilitator:

Name of reviewer:

Date of review:

E=Excdlent
G=Good
N=Needs work/Not yet

Facilitator Reviewer
Evauation Evaduation

1. Did the facilitator/s use current best practices
drategies in facilitating the person centered
plan? Give examples.

2. Was pacing used effectively to move the
person-centered planning process dong at arate
that worked for the focus person and their circle
of support? Give examples.

3. Were good ligtening skills used? Give
examples.

4. Was team work used to enhance the
effectiveness of the personcentered planning
process? Give examples.
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5. Were corfflict resolution methods used when
needed? Give examples.

6. Was consensus building used to promote the
work of the support network? Give examples.

7. Was the sdf-determination of the focus person
fostered so the person-centered plan is created
by and with the focus person and not for them?
Give examples.

8. Were rdlationships built with members of the
circle of support so they will, on an on-going
bas's, participate in the work of the action plan?
Give examples.

9. Did appropriate celebrations occur? Give
examples.
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PERSON-CENTERED PLANNING PROCESS REVIEW

Name of focus person:

Name of facilitator:

Name of facilitator:

Name of reviewer:

Date of review:

E=Excdlent
G=Good
N=Needs work/Not yet
GREAT GOOD

1. Degree to which facilitator/s created awelcoming
environment for group participation?

NEEDS
WORK

Reviewer's observations and comments on Strategies used
by facilitator/s.

2. Degree to which the facilitator/s created and fostered an
environment that supports, nurtures and empowers the
active participation of the focus person?

Reviewer's observations and comments on strategies used
by facilitator/s.
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GREAT GOOD

3. Degree to which the facilitator/s crested and fostered an
environment that supports, nurtures and empowers the
active participation of dl members of the support network?

NEEDS
WORK

Reviewer's observations and comments on strategies used
by facilitator/s.

4. Does the facilitator/s dicit from the support network a
perspective of what makes sense for this unique person?

Reviewer's observations and comments on Strategies used
by facilitator/s.

5. Degree to which the facilitator/s assisted the support
network listen to, value and create avison for the focus
person?

Reviewer's observations and comments on strategies used
by facilitator/s.

6. Follow-aong meetings. Degree to which the facilitetor/s
assgted the support network implement and follow-through
on the vison for the focus person?

Reviewer's observations and comments on strategies used
by facilitator/s.
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7. Are there particular skill areas the facilitator/s could strengthen®?

8. Comments:




EVALUATION OF PERSON-CENTERED PLANNING

Name of focus person:

Name of facilitator:

Name of facilitator:

Name of reviewer:

Date of review:

E=Excdlent
G=Good
N=Needs work/Not yet

Facilitator Reviewer
Evduation ISTHE PLAN BASED ON: Evduation

1. A podtive view of the focus person's gifts and
capacities?

2. The preferences and interests of the focus
person?

3. The focus person's unique persondity?

4. Criticd issuesin the focus person'slife (for
example, hedlth, safety, physical assstance,
reputation, etc.)?

5. An accurate reflection of the focus person's
vigon for the future

6. A vison that stretches beyond system
aternatives?

7. A vison for the future rich enough to call the
group to action?
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AFTER PARTICIPATING IN PERSON-CENTERED PLANNING MEETINGS

Facilitator
Evauation

10.

11.

Reviewer or
Group Member
Evduaions

Do you fed a sense of promise and hope?

Do you fed like you know the focus person?

Do you have enough informetion to support
the focus person?

Do you know what to do to support the focus person?

Isit easy for the focus person and circle of support
to understand the plan (e.g., no jargon)?

Do you fed that the vison/plan will assst the focus personto :
a. Deepen and expand their network of relationships?

b. Contribute to community life?

c. Expand the number and type of vdued socid roles?

d. Increase the presence of the focus personin loca
community life?

e. Increase the focus person’ s experience of choice,
control and sdif-determination?

Has the facilitator and circle of support asssted the
focus person to discover a dream beyond their current
living and work Stuation?

Do you think the action plan will help the focus person
reach their vision for the future?

Is the action plan logicdl, easy to use and implement?

Does the plan prioritize support being provided by
nor+paid community members?

How did you fed after participating in the person
centered planning process?
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EVALUATION OF PERSON-CENTERED PLANNING
REVIEW OF FOLLOW-ALONG AND
IMPLEMENTATION MEETINGS

Name of focus person:
Name of facilitator:
Name of facilitator:
Name of reviewer:

Date of review:
E=Excdlent

G=Good

N=Needs work/Not yet

Facilitator
Evduation

Reviewer or Group
Member Evauation

1. Wasthe plan since the last meeting
implemented as written? Give examples,

2. Was the plan revised to address any changes
that occurred with the focus person and their
circle of support? Give examples.

3. Were the changes incorporated and addressed
in an updated action plan? Give examples.

4. Were the changes addressed in atimely
manner? Give examples.
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5. Were ongoing relationships built with the
circle of support so they will, on an on-going
bag's, participate in the work of the action plan?
Give examples.

6. Were the actions referred againgt the long

range vison? Were action steps identified
toward the long range vison? Give examples.

7. Did the group identify othersto inviteto join
the circle? Give examples.
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4. ADULT LEARNING PRINCIPLES
TEACHING STRATEGIES & METHODS
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The materids in this section describe teaching/learning Srategies and methods that can be used
when offering traning and leaning sessons. When planning your traning and learning
sessons, determine how the following strategies and methods can be incorporated to enhance the
experience. Examples ae incduded of when to use the drategies and methods. The

teeching/learning methods described are  quedtioning, graphic  organizing, and cooperdive
learning.

Each teaching/learning method indludes

A description of the teaching/learning method
Purpose of the teaching/learning method
Ingtructor’srole

Learner’srole

Prior knowledge needed by the learner
Steps/stages/parts of the method

When to use the teaching/learning method
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QUESTIONING

DESCRIPTION OF THE TEACHING/LEARNING METHOD

“If the god of education is to maximize the potentid of students, it is imperative that educators
use a vaiey of questions to expand sudents interest in themselves and society” (Coomer,
Hittman, & Fedje, p. 182).

Quedtions teke many forms, according to Coomer, Hittman & Fedie  They include the
fallowing:

Technical questions have absolute, concrete, and reedily available answers.  Technica
questions are limiting because they do not alow students to be active in their learning.

1. Cause and effect. What are the effects of a particular action?
2. Facts. Answering a question that can be readily attained.
3. Means-end. Attempt to identify means, procedures, or methods to an identified end.

Conceptual or communicative questions relate to what people think and believe. These
questions are asked within the physicd and socid environment. The focus is on the andyss
and darification of concepts and interpretations.

Critical or emancipatory questions query whether bdiefs ae defensble and true
Knowledge helps us critique meanings and bdiefs in teems of truth and raiondity. The
process of decisons are andyzed, taught, and evauated. There are no right-wrong or yes-no
answers. Often these questions cannot be answered once and for al.

There are many components of a question, according to Strong, Hanson, and Silver. A question
is a socid act, a language act, a raionship, an invitation to think, and the process for seeking of
an answe.

In The Question Matrix, Wiederhold discusses Bloom's Taxonomy that is an accepted hierarchy
of cognitive processing. This taxonomy identifies from lower to higher order questioning as
follows: knowledge, comprehension, gpplication, analyss, synthes's, and evauations.

Ingtructors need to be mindful of the ethical responsbility they possessin the educationd
process. According to Coomer, Hittman, & Fedje, “teaching is an ethica activity by nature,
some reasons for questioning are more ethica than others” They go on to make the point “that
guestioning can be used in an unethica way to inhibit udent’s participation in learning or at
least not simulate it. Sometimes questioning has been based upon the idea that learners are
going to respond to the same materid and the same technique in the sameway” (p. 173).
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PURPOSE
Todlow the learner to explore physcaly, emotiondly, intdlectudly, and mordly.
To gimulate and motivate the learner.
To actively involve the learner in the learning process.
To develop tools for communication and understanding.
To develop skills for functioning in the present ever-evolving informeation age.
To teach the learner how to think.
Toinvolve the learner in subject matter.
To assis the learner to become critically aware of their world and its organization.
To create meaning for the learner.

INSTRUCTOR'SROLE
To have patience with the learner, wait, let them struggle, don’t be arescuer.
To pressthe learner’ s understanding by raising questions of significance.
To facilitate open, respectful, and non-judgmenta environments.
Tovdidate al answers.
To define clear goals and objectives for the learning experience. Stay on track.
To mode humility: you do not have to have dl of the answers.
Tomode questioning for the learner.
To useavaiety of types of questionsin order to broaden the thinking skills of the learner.
To offer the learner an opportunity to reflect on their answers and perhaps to develop more
in-depth answers.

LEARNER'SROLE
To respectfully engage in didogue.
To have patience with the questioning process.
To continudly reevauate thinking and perspectives.
To deliberate conscious efforts.
To reflect on the question.

PRIOR KNOWLEDGE
- Generd concepts of thinking.
Practicd ways of thinking.
The place of the question within thinking.
Types of questions to be raised a particular geps in the thinking drategies (The Book of
Quedtions).
Knowledge of the content of the question.

STEPSSTAGESPARTSOF THE METHOD
- Quegtioning is not amethod. It is used asatool in the context of other teaching methods.
Instructors should ponder the following questions when developing teaching Strategies:
1. How do | decide what questions to ask?
2. How do my current ingructiona strategies limit the development of the learner?
3. How do the pre-planned questions encourage learners to think?
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4. What are my potentid contributions as an indructor who uses a pre-planning and
examined view of questioning? (Coomer, Hittman, & Fedje, 173).

WHEN TO USE

Questioning as a teaching method is appropriate for al learners, based on their age and
developmentd levd.

Quedtions are in every environment. The ingtructor should look for and utilize the questions
generated in dl environments.
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GRAPHIC ORGANIZERS

DESCRIPTION OF THE TEACHING/LEARNING METHOD

Graphic organizers are drategic learning tools to be used in cooperative lessons to help learners
organize thinking paterns. This indructiond tool facilitates a concept-centered approach to
learning as opposed to a factua role-memorization approach. Madtering these tools can
empower |learners to become sdlf-directed learners (Bellanca, 1991).

Graphic organizers are cregtive tools that dlow you to cepture and integrate large quantities of
information in smal amounts of space. The type of information that can be captured through
graphic organizers is endless. The information that is captured is recorded in colorful graphics
and short phases. According to Mafgulies, graphic organizing dlows you to “record a great ded
of information on one page and to show relaionships between various concepts and ideas. This
visud representation helps you to think about the subject in a globd fashion and leads to the
flexibility of your thinking” (1991, pg. 12).

Gragphic organizing is a tool that can be used in many settings and applications.  Through graphic
organizing group members of dl ages and abilities are empowered to share their knowledge and
experience in order to identify and record information.

PURPOSE
To promote and develop the higher cognitive processes through reflecting, questioning,
andyzing, evauding, and gathering informetion.
To help the learner evauate and expand understanding about facts, concepts, thinking
processes, and cooperdtive interaction.
To encourage the learner to investigate and examine al possible sides of an issue.

INSTRUCTOR'SROLE
To explain to the learner the concept of graphic organizers.
To explain to the learner how graphic organizers will benefit them in their learning process.
To demondtrate the process of the specific graphic organizer.
To provide hands-on practice with the graphic organizer.
To provide feedback to the learner on their use of the graphic organizer.
To explain that each graphic organizer may have specific roles (Bellanca, 1992).
To explain that each graphic organizer has different waysin which it isimplemented.

LEARNER'SROLE
To work cooperatively with others to develop thinking processes.
To investigate, examine, and question dl sides of an issue.
To develop critical awareness.
To become a sdlf-directed learner.



PRIOR KNOWLEDGE
Cooperative group skills.
Have background knowledge on the selected topic for the discussion.

STEPSSTAGESPARTSOF THE METHOD
Each specific graphic organizer may have its own steps/'stages/parts.

Sdect atopic for investigation and eva uation.

Describe the process and use.

Divide the learnersinto smal cooperative work groups.
Direct the learner to ligt the pluses of the specific topic.

Direct the learner to list the minuses of the specific topic.
Direct the learner to generate a list of interesting questions.
Encourage the learner to play the role of the devil’ s advocate.
Discuss dl sdes of the issue.

WHEN TO USE

- Toas3g the learner to evaluate both sides of a controversia issue. This process would be
epecidly hepful with controversid issuesin order to ook a many sdes of anissue.
To fadilitate discusson and critical examination of different points of view regarding a
specific issue.
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COOPERATIVE LEARNING

“On July 15, 1982, Don Bennet, a Sedtle busnessman was the firsd amputee ever to climb
Mount Ranier. He climbed 14,410 feet on one leg and two crutches. It took him five days.

When asked to dtate the most important lesson he learned from doing so, without hesitation he
said, ‘You can't do it alone.”” (Krouzes & Posner, 1987).

DESCRIPTION

Cooperative learning is working together to accomplish shared gods.  Within  cooperative
activities individuals seek outcomes that are beneficid to themsdves and beneficid to al other
group members.  Cooperdtive learning is the ingdructional use of smdl groups so that students
work together to maximize their own and each othe’'s learning. Students are given two
responghilities. to learn the assgned materid and to make sure that al other members of thar
group do likewise. In cooperdive learning Studions, students perceive that they can reach ther
learning gods only if the other students in the learning group do so dso. Students discuss the
material to be learned with each other, hep and assst each other to understand it, and encourage
each other to work hard (Johnson, Johnson, & Holubee, 1990).

PURPOSE
To enhance learning.
Tofed better about themselves.
To get dong better with others.
To fulfill academic aswdl asfulfill socid skills objectives.
To increase participant learning (research shows cooperative learning works better than
competitive or individudigtic learning) (Johnson & Johnson, 1989).

TEACHERSROLE
Being aguideon thesde.
Explain the task and specify the positive interdependence.
Specify objectives for the lesson.
Make anumber of pre-ingructiond decisons.
Monitor student’s learning. Observe (don't go for coffee!)
Read “Cooperation in the Classroom” teaching materids with care.
Evduate student’ s learning and help students process how well their groups functioned.
Plan and teach at least one cooperative lesson each week.
Plan and teach at least five cooperative skills over the course (examples — using quiet voices
and staying with the group).
Avoid asking questions that can be answered “yes’ or “no.”
Feedback given to sudents should be descriptive and specific, not evauative or generd.
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LEARNER'SROLE
Learn assgned materid
Make sure al other group members learn materid.
Listen accurately.
Criticize ideas not people.
Participate actively.
Not change your mind unless logically persuaded to do so.
Students need to reflect on their learning.
Learner’s hidden thinking processes become overt and subject to observation and
commentary.

PRIOR KNOWLEDGE
Communication skills.
Decisorn-making skills.
Trugt building kills.
Leadership ills.

Conflict management kills.

STEPSSTAGESPARTSOF THE METHOD
The essentid eements of cooperation must be understood for this to work.

Positive interdependence — students must believe they sink or swim together.
Face to face promotion of one another.

Individua accountability.

Socid skills (leadership, decison making, trust building, communication, conflict
management).

Process how well the group functioned.

WHEN TO USE

Informal 3-5 minute focused discussons before and after the lecture
2-3 minute turn-to-your partner discussions interspersed throughout a
lecture.

Forma One class period — severa weeks. Teach specific content, ensure active
cognitive processing. Provide long term support.

Specific examples:

1. Advocacy — learning to advocate for yourself aswell as others.

2.

3.

4,
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5. TRAINING FACILITATORSABOUT
FOLLOW-ALONG AND IMPLEMENTATION
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TRAINING FACILITATORSIN LEADING FOLLOW-

ALONG MEETINGSIMPLEMENTING PLANS

FORMATSAND METHODS

Many different methods and formats are possible for providing input and srengthening a
facilitator’ s skills over time. These methods include:

1

Co-fadlitating ameeting

Especidly thefirst few times, the trainer and facilitator can co-lead the follow-up
mesting.

. Feedback after the meeting

The trainer can take notes during the meeting and meet privately with the facilitator
afterward to provide feedback and discuss together what went well and what could be
improved next time.

. Feedback/suggestions during a meeting

The trainer can make suggestions during the meeting epecidly if the trainer and
facilitator have an easy back-and-forth style that worksin a particular circle.

. Planning a meeting ahead of time

It makes a difference to meet ahead of time and plan what should be covered at the
follow-up mesting, rather than “waking in cold.” It dso makes a difference for the
facilitator to meet with akey person from the circle to dign on what should be covered
at aparticular follow-up mesting.

5. On-going mentoring
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AREASTO EVALUATE

In terms of strengthening a facilitator’ s skills and making progress in assgting a focus person
move toward their vison, note the following items from the Fecilitator Manud (Section 8:
Follow-Along Mestings):

1. Isthevison pogter clearly digplayed a each and every meeting? Arethe actions
proposed and being referenced againg thisvison?

2. Should the vison be revidted? Wasit not strong enough initidly, or have the person’s
life circumstances changed such that it should be redone?

3. Is progress being made on the gods that are more easily achievable? |s there a sense of
accomplishment?

4. |s progress dso happening on the larger, more difficult parts of the vison that might teke
more substantia changeto fulfill? Areat leest small steps happening toward those?

5. How can the planning circle expand? Who dse can be invited, especidly community
members?

6. At the end of each mesting, isatime set for the next get-together? Does this time frame
make sense in terms of what people have committed to do? (Note that if there are many
human services g&ff attending, they might think in terms of quarterly or semi-annua
blocks of time, rather than authentically looking a what really makes sense))

7. Are there celebrations that occur for gppropriate events and accomplishments?

The traner can dso regulaly use the “Process Review Checklid” and “Content Review
Checkligt” from Section 3 (pp. 37-48 of this manud) to evauate different arees.
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6. MUSIC AND GRAPHICS
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GRAPHIC ORGANIZING, RECORDING, OR

COMMUNICATION

Graphic organizing, recording, or communication is a cregtive tool that dlows you to capture and
integrate large quantities of information in smal amounts of space. The type of information that
can be captured through graphics is endless. The information tha is cagptured is recorded in
colorful graphics and short phrases. Graphic organizing, recording, or communication is a tool
that can be used in many settings and applications.  Through these methods, group members of
al ages and abilities are empowered to share their knowledge, thoughts, and experience in order
to identify and record information.

Trainees should be encouraged to:
Practice-Practice-Practice!
Enhance their skills by continuing to learn about graphic recording (see Recommended
Reading About Graphicsin this section)
Develop their persond log of graphics symbols that can be used when facilitating Person

Centered Planning.

See the examples of grgphicsin this section.

EXAMPLES OF GRAPHIC ORGANIZING,

RECORDING, OR COMMUNICATION TEACHING

STRATEGIES

1. FEEL THE MOVEMENT

Maeids

Ingtructions

Colored markers

Poster paper

“Mudc-Five’ (tape or CD), one minute sdections of different pieces of

musc

CD or tape player

Ask the trainees to take one piece of poster paper and a sdection of
markers. The trainees can get comfortable at a table, on the floor, or tape

the poster paper on awall.
Ask the trainees to get comfortable and get ready to hear five one-minute

sdections of music. They will lisen to the music and draw what they fed.

The ingructor will play the five one-minute selections of music.

When the music stops, the ingructor will ask the trainees what they learned
from the activity.
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2. DRAW THE WORD

Materids - Poster paper
- Markers
- Lig of 20 words developed by the instructor
Ingtructions - Ask the trainees to take one piece of poster paper and a sdection of

markers. The trainees are asked to get comfortable at a table or on the
floor, or tape the poster paper on the wall.

A the trainees to get ready to hear alist of words that they will capture in
graphics.

Theingtructor readsthe list of 20 words that they developed.

When the 20 words have been read by the ingtructor, he or she will ask the
trainees what they learned from the activity.

3. DRAW THE WORD

Materids - Poster paper
- Markers
- Select agtory to read — example: The Big Orange Splot
Ingtructions - Ask the trainees to take one piece of poster paper and a sdection of
markers. The trainees can get comfortable at a table, on the floor, or tape
the poster paper on awall.
Ask the trainees to get comfortable and to get ready to hear a story tha
they will capture in graphics.
The ingructor will read the trainees a story for approximatdy five to seven
minutes.
When the five to seven minutes is up the indructor will ask the trainees
what they learned from the activity.

4. SHOW SOME BASIC TIPS

Adding a base “grounds’ the person.

“Star” figures provide more flexibility to show movement than “stick” figures. %

It's easy to use lots of circle to show a crowd.

000
oio %O

63



MUSIC

Music is apowerful tool that can be used to enhance the learning for trainees and set the tone for
the learning experience. When planning your training and learning sessions, identify times and
activities where music can be included, such as:

To et the mood.

At the beginning and at the end of the training and learning experience.
During bresks.

To draw participants back to alarge group activity.

As background during cooperative and individud activities.

When planning your training and learning sessons, incorporate a variety of music to enhance the
learning for the participants. Ask participants what types of music they would like to hear during
the learning experience. Ask participants to bring music to the learning experience they would
liketo hear. Share your favorite music with the participants.

Thefollowing isaligt of favorite music used by Marsha Forest and Jack Pearpoint.

MUSICAL RESOURCES

Jg‘?q\ @}bﬂ JW{K\

We are frequently asked how to get the music we use at our workshops. We are pleased to
provide the information. We love the aimosphere set by the following tapes.

Anything by Carlos Naka and his Native American FHute Music iswonderful. Our two
favorites are the tapes "Journeys' and "Changes.”

Strutz and Farah: "Americas," "Mosaico,” or “Prima Magic." (Masa Records).
Another popular tapeis "Baka Beyond Spirit of the Forest.” (Rykodisk).

"Outback™ is adso on the Rykodisk labd.

Otmar Liebert plus Luna Negrais on the Sony labd.

Create your persond lig of favorite music:
1.

2.
3.
4



EXAMPLES OF GRAPHICS
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RECOMMENDED READING ABOUT GRAPHICS

Beyond Words: A Guide to Drawing Out Ideas
Milly R. Souneman

Ten Speed Press

P.O. Box 7123

Berkely, CA 94707

Graphic Fadilitation, | See What Y ou Mean, Fundamentas of Graphic Language
David Sibbet

The Grove Consultants | nternationa

832 Folsom &., Suite 810

San Francisco, CA 94107

Telephone (800) 49GROVE or (415) 882-7760

Fax (415) 543-2021

Inclusion Press Publications and Videos
Inclusion Press Internationd

24 Thome Crescent

Toronto, Ontario M6H 2S5 Canada
Td: 416-658-5363

Fax: 416-658-5067
www.inclusion.com

Mapping Inner Space

And

MAPS, MINDSCAPES, AND MORE (Video)
Zephyr Press

P.O. Box 66066-W

Tucson, AZ 85728-6006

Open Space Technology

Harrison Owens. Abbott Publishing
7808 River Fdls Drive

Potomac, MD 20854

The Fifth Discipline
by Peter Senge, Doubleday, 1990
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PERSONAL LOG OF GRAPHICS
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/. OVERHEADS AND HANDOUTS

Thisisawide selection. Each trainer should select the materials he/she wishes to

use, depending on the training format, group, and trainer's style. Materials may
be used as overheads, handouts, or both. Copyrighted materials require
permission to use before copying and distribution.
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OVERHEADSAND HANDOUTS

A. PRINCIPLES OF PERSON-CENTERED
PLANNING
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THE PURPOSE OF HUMAN SERVICES FOR PEOPLE
WHO REQUIRE LONG TERM SUPPORT

To help people discover and move toward a desirable persond future.

Discovering avison. >
Cresting opportunities.
Delivering support.

To offer needed help in ways that protect and promote valued experiences now:

Growing in persond relationships.

Sharing ordinary community places & activities.
Contributing

Making choices.

Beng trested with respect and having a valued socid role.

To offer needed help in ways that support and strengthen community competence:

Supporting family and friends who care.
Strengthening links to community networks.
Expanding membership in community associations.
Increasing the openness of the local economy.
Improving the effectiveness and inclusveness of
sarvices and benefits available to dl locdl citizens.

70
Reprinted with permission of John and Connie O'Brien (1989) Framework for Accomplishment.
Lithonia, GA: Responsive System Associates.




DEVELOP
©OPPORTUNITI

DISCOVER
INDIVIDUAL
INTERESTS
& GIFTS

CONNECTIONS

EUPPORT & SAFEGUARDS
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HOW DO WE DESCRIBE PEOPLE?

From

System-Centered

- Focus on labels

- Emphasis on deficits,
needs

- Invest in standardized
testing and assessments
- Depend on
professionals to make
judgments

- Generate written
reports

. See peoplein the
context of human
service systems

- Distance people by
emphasizing difference

Toward

Per son-Center ed

- See people first
- Search for capacities,

gifts

- Spend more time

getting to know people

- Depend on people,

families and direct
service workers to
build good descriptions

. Gather folklore from

people who know
person well

- See peoplein the

context of their local
community

- Bring people together

by discovering
common experience

Reprinted with permission of the Boggs Center (1991) Building Person-Centered Support.
UAPNJ at UMDNJ, may not be reprinted without permission.



HOW DO WE THINK ABOUT AND
PLAN FOR THE FUTURE?

From

System-Centered

- Plan alifetime of
programs

- Offer limited number of
usually segregated
program options

- Base options on
stereotypes about people
with disabilities

- Focuson filling dlots,
beds, placements,
closures

- Overemphasize
technologiesand clinical
strategies

- Organizeto please
funders, regulators,
policiesand rules

Toward

Per son-Center ed

- Craft adegirablelifestyle

- Design an unlimited

number of desirable
experiences

- Find new possibilities

for each person

- Focus on quality life

- Emphasize dreams,

desires, and meaningful
experiences

- Organize to respond to

people

Reprinted with permission of the Boggs Center (1991) Building Person-Centered Support.
UAPNJa UMDNJ, may not be reprinted without permission.



WHO MAKES

THE DECISIONS?

From

System-Centered

- Professional control
Professional knows best
- Delegate work to direct
service workers

- Rely on standardized
interdisciplinary teams to
generate plans

- Organize effortsin
conference rooms for the
convenience of
professionals

- Take action to follow
rules and regulations

- Spend lots of time
planning with little time
to take action

- Respond to need based on
job description

- Create distance through
process

WHO ISIN
CONTROL?

Toward

Per son-Centered

- Shared decisions with

person, family & friends

- Empower direct service

workers to make good
decisions

- Create person-centered

teams to solve problems

- Organize effortsin

community to include
person, family and direct
service workers

- Reflect together asabasis

for setting priorities

- Spend lots of time taking

action, with regular times
to reflect

- Respond to people based

on shared responsibility

- Share struggle by working

together

Reprinted with permisson of the Boggs Center (1991) Building Person-Centered
Support. UAPNJa UMDNJ, may not be reprinted without permission.
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WHAT DO WE BELIEVE ABOUT
COMMUNITY?

From

System-Centered

- Community is rejecting

- Protect and congregate
people with labels

- Focus on fearful,
dangerous, and
exploitative side of
community

- Smulate safety in
segregated setting

- Avoid prgudice by
reinforcing segregation

- Seek quick-fix solutions
that reinforce rejection

Toward

Per son-Center ed

- Community can be

welcoming

- Negotiate acceptance by

building relationships

- Find safety and build trust

networks

- Find associations,

settings, and people who
facilitate new experiences

- Invite involvement by

finding and building open
spaces

- Investinlong term

commitment to build
opennessin local
community life

Reprinted with permission of the Boggs Center (1991) Building Person-Centered Support.
UAPNJa UMDNJ, may not be reprinted without permission.



WHAT DO WE BELIEVE ABOUT
SERVICE SYSTEM S?

From

System-Centered

Services are not responsive to
individual needs

Services exist to maintain the
interest of professionals
Budgets are structured to
maintain investmentsin
building and property
Services are hopelessly
entangled by bureaucratic
complexity

Services are impersonal

Services hurt more than they
help

Quality dependson
bureaucratic safeguards

New initiatives are only worthy
if they can be quickly
implemented on alarge scale
basis

Toward

Per son-Center ed

Services can adapt and respond
to people

Resources can be distributed to
serve the interest of people
Budgets can be structured to
provide individualized
packages of support to people
People paid by service systems
can be supported as they learn
to respond to peoplein amore
personal way

People paid by service systems
can provide caring, personal
support

Services can provide support
that people find helpful

Quality depends on good
information and creativity
Initiatives are worthy even if
they must start small and
develop over time

Reprinted with permission of the Boggs Center (1991) Building Person-Centered Support.
UAPNJa UMDNJ, may not be reprinted without permission.
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Reprinted from Inclusion News (1996). What is Person-Centered Planning? Toronto: Inclusion News

78



Theterm
" Per son-Centered Planning"

refersto:;

afamily of approachesto
organizing and guiding
community change in alliance
with people with disabilities and
their families and friends
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COMMON FOUNDATION OF
BELIEFSTO ALL PERSON-CENTERED
PLANNING APPROAHCES

The person at the focus of planning, and those who love the person, are
the primary authorities on the person’slife direction

Essential questions are:
1. Who isthe person?
2. What community opportunities will enable this person to pursue

his/her interestsin a positive way?

The purpose of Person-Centered Planning is learning through shared
action

Person-Centered Planning aims to change common patterns of
community life

- stimulate community hospitality
- enlist community members in assisting focus person to define
and work toward a desirable future

Person-Centered Planning requires collaborative action

Person-Centered Planning fundamentally challenges practices that
separate people and perpetuate controlling relationships

Honest Person-Centered Planning can only come from respect for the
dignity and completeness of the focus person

Assisting people to define and pursue adesirable future testsone's
clarity, commitment and courage
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FEATURES OF PERSON-CENTERED
PLANNING APPROACHES

. Focus on preferences, talents and dreams

. Emphasis on contribution and participation of
person and significant others in process

. Define unrestricted vision of lifestyle the
Individual would like

. Organizing resources that are asloca, informal,
generic and "non-professional” as possible

. Emphasis on settings, services, routines, and
supports available in community at large

. Approach to planning process that tolerates

uncertainty, setbacks, false starts and
disagreements
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DIFFERENT KINDS OF PLANNING

Essential Lifestyle Planning

Understanding how a person wantsto live

Personal Futures Planning

Developing adream from a deep understanding of a person
Variations.

MAPS (McGill Action Planning System — used especialy in
schools)

~ Whole Life Planning

+ Career Planning

PATH (Planning Alternative Tomorrows with

Hope)

Action steps toward implementation of adream
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OVERHEADSAND HANDOUTS

B. QUALITIESOF A FACILITATOR
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Basic Values and
Assumptions

e Listening
 Creativity

e Commitment
» Discovery

o Community

e Challenge




The Facilitator asa Community Builder

 The facilitator inspires afuture vision for life in the
community.

» The facilitator is not a spokesperson for services that
are a barrier to community membership.

» The facilitator constantly looks for ways that ordinary
people can make a difference in the course of
everyday life.

 The facilitator is not "frozen" by system issues and
Inadeguate resources.

» The facilitator knows how to help people tell stories
and dream, argue and fuss over what to do, and laugh
and cry in the process.

» The facilitator has not given up on the capacity of
fellow human beings and is not resigned to live with
the status quo.

The futures planning process is more like a living room:
based jam session for anybody on the block who is

Interested led by whoever is crazy enough to take charge
of arowdy group.

From Making Futures Happen by Beth Mount
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The Facilitator asa Community Builder
How do Personal Futures Planning meetings
reflect the spirit of community

e They are usually held in acomfortable place in the
neighborhood of the person asking for help.

* People qualify to attend by being interested. They are
neighbors, family members, friends, and human service
workers.

» They often meet in the evening, if that timeisthe easiest
for everyone to get together.

» Someone prepares something to eat and drink.
 People wear blue jeans and tennis shoes.

» The facilitator keeps afocus for the group in away that
allows people to cut loose.

 Children and pets are known to roam around the room.
» The person with adisability is central to the meeting.

* People gossip, take breaks, and are usually late coming

back together.
From Making Futures Happen by Beth Mount
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Some L ogistical
Considerations

* Never underestimate the skills of agood
facilitator.

« Wallpaper and markers can open the doorsto a
new world

* There are many good walls--but few great ones.

e [t'shard to find the vision in the human sarvice
world.

 The person whose life is being focused upon has
the loudest voice.

» Required for admission--a personal relationship.

o Of al the meetings you might choose to--or
need to--attend, this one will be worth it.
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OVERHEADSAND HANDOUTS:

C.BASIC INFORMATION ON PERSONAL
FUTURESPLANNING
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What is Personal Futures Planning?

o A creative process designed to help a group of
people craft alife of meaning and contribution
for the person who is the focus of the planning.

 Personal Futures Planning is not just another
technique to be added to the human service
Industry of fashionable fixes.

* Meaningful Futures Plans are not constructed
carelessdy or mass-produced.

 Personal Futures Planning is an ongoing
process of mutual education, discovery and
adventure.

 An effective Futures Plan should inspire
people to act on behalf of the person with a
disahility.

From Making Futures Happen by Beth Mount
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Personal Futures Planning

|S not:
--new way to do Individua Service Plan

--New assessment process
--subgtitute for assessment in PP
--different way to do staffings

What it Is.

A process for

discovering

capacity and
making connections between people and

thelr communities
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FoOURr BASIC MEETING FRAMEWORKS

1. EXPLORING COMMITMENT: 2. DISCOVERING OPPORTUNITIES:
WHO SHOULD BE INVOLVED? THE PERSONAL PROFILE
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3. FINDING NEW DIRECTIONS: 4. TAKING ACTION:
THE PLANNING MEETING SOLVING PROBLEMS OVER TIME
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EXPLORING COMMITMENT:
WHO SHOULD BE INVOLVED?

O
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e
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X
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OVERHEADSAND HANDOUTS:

D. FUTURES PLANNING - PERSONAL
PROFILE MEETING CHARTS
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A FRAMEWORK FOR EXPLORATION: THE PERSONAL PROFILE
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THE PERSONAL PROFILE

BASIC FRAMEWORKSfor getting to know the focus per son

Relationship Map Identifies opportunities for personal support and assistance

Helpsto illustrate the most important people in the focus person’slife.
People interested in planning together over time, and opportunities for
building relationships.

Places Map Describes the pattern of current daily life.
Helpsto illustrate how the focus person spends her time. How much
timeis spent in segregated or community settings, and existing
opportunities for building community.

Background Map Provides an overview of the life experience of the person and
family.

Helpsillustrate positive experiences from the past to build on.
Appreciation of the traumas, loss, and grief in life. Celebration of
accomplishments, and opportunities now as a result of the past.

Preferences Map Describes personal preferences, gifts and interests, as well as
conditions to avoid.

Helps to illustrate patterns in the gifts, potential, and unigque contributions
of the person. Describes patterns in conditions that challenge

devel opment.
Dreams Map Describes ideas about personal dreams and desires for the

future. Describes how people feel about the opportunities and obstacles they see
to making things happen.

Helps to understand inner images about desires, and both the hopes and
fears about the future through the eyes of the focus person.
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RELATIONSHIP MAP

FAMILY CHILDREN

LEISURE -
RECRFATION

NEIGHBORS

CHURCH
JOBS

PAID
SERVICE

SCHOOL
PROVIDERS

FRIENDS SociAL-Civic

ACTIVITIES
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OVERHEADSAND HANDOUTS

E. FUTURESPLANNING MEETING CHARTS
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"NOTHING HAPPENS
UNLESSFIRST A DREAM.

- Carl Sandburg




STRUCTURE FOR THE FUTURES PLANNING
MEETING OUTLINE

Review the Persona Profile Describe Trends in the Environment
+ -
Working Working
with us Agang Us

Step 1: Describing What Is: Review Profiles

A Postive Future For....

Step 2: Images of the Future

Brainsorm Start Here

1.

2.

3.

4,
Step 3: Strategies Step 5: Prioritiesand Step 6: Set next

Commitments mesting time
- +
Step 4. Obstacles and Opportunities Step 7: Issuesfor
Organizationa/Systems Change
99
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How Do We Define A Dedirable Future?

* Residential service * Home

 VVocational service * Ajob

 Recreation therapy e Fun

 Socialization skills training  Friends

 Retirement e Changesto learn
 ISPs, IHPs, IEPs » Help as necessary
 Active treatment  Personal involvement
 Public Support for... and civic action to...

/\

Comprehensive life-long

professional continuum To build amore
of coordinated inclusive, more just
community Services community for all

/ \
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Five Questionsthat Guidethe
Development of a Dream

« How can we expand and degpen people's
friendships?

e How can we increase the presence of apersonin
local community life?

* How can we help people have more control and
choiceinlife?

» How can we enhance the reputation people have
and increase the number of valued ways people can
contribute in community life?

* How can we assist people to develop
competencies?

From Making Futures Happen by Beth Mount
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CONTRASTING IMAGESOF THE FUTURE

CHARACTERISTICS OF
TRADITIONAL PROGRAM PLANS

» Goals focus on specific negative
behaviors of the focus person to change
or decrease

* The plan identifies program categories
and service options that are often
segregated.

» Many goals and objectives reflect
potentialy minor accomplishments that
can be attained within existing programs
without making any changes

» These plans will look similar to the
plans and ideas written for other people.

*» These planswill probably not even
mention persond relationships or
community life

CHARACTERISTICSOF A POSITIVE
FUTURE WORTH WORKING FOR

* Images of future contain specific,
concrete examples of positive activities,
experiences, and life situations to
increase

* |deas and possihilities reflect specific
community sites and settings and
valued roles within those settings.

» Some ideas will seem far out,
unredistic, and impractica, and will
require major changesin existing
patterns such as. funding categories,
service options, how people (and staff)
spend their time, shared decision
making, where people live and work,
etc.

* These plans will redlly reflect the
(unique) interests, gifts, and qualities of
the person, and the unique
characteristic, settings, and life of the
local community.

» These ideas will emphasize creative
ways to focus on the devel opment and
deepening of personal relationships
and community life.
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EXPERIENCES WE WANT ALICE TO HAVE MORE OF:
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OVERHEADSAND HANDOUTS

F. FOLLOW-ALONG SESSIONS
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TASK: FOLLOW ALONG MEETINGSAND RENEWAL
ACTIVITIES

Weve learned that heartfdt commitment and caring between people is centrd to fadilitating
change over time. While there is no way to mandate, control, or contrive these fedings, we can
invite their development through the spirit and attention to the entire planning process.

The follow-aong meetings help planning groups maintain their commitment to the focus person
a wdl as lean from the process of implementation. A dructure for follow-aong meetings
enables groups to review actions taken snce the last meeting, both successful and less successful
efforts. Following this review the group then bransorms new draegies for action. The
facilitator concludes this meeting by setting a date and time for the next mesting.

v WHAT v NEW V¥

HAPPENED? STRATEGIES

What’s What's 1.

working not 2. 1 NEXT MEETING TIME
+ working COMMITMENTS

The follow-along mesetings provide repeated occasons for group members to solve problems
over time. Reviewing postive actions and outcomes on a regular basis is an important enewa
draegy. The medting format will vay snce every planning group is different, requiring a
drategy for follon-aong that fits the energy, commitment, and deveopmentd stage of itsdf in
particular.

Facilitators need to remember that maintaining the commitment of a group of people over
time is one of the most challenging requirements of the futures planning process. Do not
underestimate the hard work required to bring a group of people together to solve problems again
and again over time. Do recognize that inviting people to work together in a condructive
manner toward a pogtive vison is one of the most important responshilities of an effective
facilitetor.

105



ACTION STEP: DESIGN A STRATEGY FOR FOLLOW-
ALONG

From the very sart of the planning process, the facilitator looks for people who agree to meet
regularly to solve problems over time. The method for follow-aong may vary from group to
group as long as some continuity and commitment to the processis planned. The facilitator
should congder these questions when designing a follow-along process.

1. Composing a Committed Intervisionary Team

Who are the most involved people who should be included in the group?
How often should people meet to gain momentum in the process of change?

How often should the facilitator meet individudly with the focus person and/or family
between mesetings?

2. Follow-Along

Wheét is the best method for follow-aong for this group? Wheat is the best meeting
gructure? Who will keep arecord during the meeting?

Should there be subcommittees or smdler brainstorming groups around certain issues?
Can someone e se lead these groups?

3. Increase Facilitation Skills

Who can facilitate the groups over time? Who can learn to facilitate the group in time?
Are there two people who can work as partnersto facilitate the group?

What are the strengths of the facilitator?

What are the areas for development for the facilitator?

Wheét are the best strategies for obtaining these skills?

What would it take to support the focus person to lead his or her own group? Who could
be their partner in such an effort?

4. Improve the Conditionsthat Increase the Likelihood of | mplementation
Which of the ten conditions for change are in your favor?

What are the areas for development?
Develop adtrategy for increasing the presence of these conditions.

Reprinted with permission of Beth Mount (1997) Person-Centered Planning: Finding Directions
for Change Using Personal Futures Planning. New Y ork, New Y ork: Graphic Futures.
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DISCOVERY: CREATING TEN CONDITIONS THAT INCREASE THE LIKELIHOOD
THAT A POSITIVE FUTUREWILL BEIMLEMENTED

1. Positive change is more likely when the person, parents, or a committed advocate want life to be
different somehow. Change is more likely when at least one person feels stuck in their current situation,
when people are aware of other options, and have the energy to change things. Change is more likely
when people's energy is focused by a clear set of values and assumptions.

2. Positive change is more likely when the person has the opportunity to see her/himsdf in light of her/his
gifts and capacities. This capacity view is more likely to be maintained when a group of people develop a
shared appreciation of the capacities of the person, and then work together over time to develop and
support these qualities.

3. Positive change is more likely when the person has a specific persona vision for a different life. This
vison is more likely to lead to change when it is sengitive to individud interests and local community
life.

4. Positive change is more likely when a group of people are willing to meet on aregular basis to solve
problems over time on behalf of the focus person. This support group devel ops a shared appreciation of
the capacities and desires of the focus person and members work together to identify obstacles and solve
problems.

5. Positive change is more likely when a skilled facilitator is available to support a group over time.
Under ideal conditions, an effective facilitator not only supportsindividud circles of support, but aso
builds the conditions that lead to change.

6. Positive change is more likely when the support group includes at least one person with a strong
commitment to act on behaf of the person. This champion(s) takes a very active role in making emergent
ideas happen. Paid or unpaid, the critical characteristic of this person is a persona commitment to the
qudity of life of the focus person.

7. Positive change is more likely when the support network includes at least one person who builds
connections and opens doorsin the local community. This community builder is often deeply rooted in
the local neighborhood and community and know how to create opportunities and support in the
community.

8. Positive change is more likely when the person is connected to other people facing similar obstacles or
challenges. This network may be formal or informal, such as a group of parents concerned about
integrated education or a People First group.

9. Positive change is more likely when at least one human service agency is willing to change to support
the dreams of the focus person. Organizations providing flexible, individualized supports to help people
implement their personal dreams are most effective. These individuaized forms of support give power
directly to people and ultimately, increase the persona wealth and control available to people.

10. Positive change is more likely when the person has access to people who make major decisions about
resources at the local community, regional, or state level. Influence with people in authority helps people
express their issues and work constructively to find aternatives to existing limitations.

REPRINTED WITH PERMISSION OF BETH MOUNT (1997) PERSON-CENTERED PLANNING: FINDING DIRECTIONSFOR
CHANGE USING PERSONAL FUTURES PLANNING. NEW YORK, NEW YORK: GRAPHIC FUTURES.
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OVERHEADSAND HANDOUTS:

G. OTHER INFORMATION ON PERSON-
CENTERED PLANNING
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POSITIVE CHANGE IS MORE LIKELY UNDER THESE CONDITIONS
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Change happensfor a person when...

. At least one person takes acentral role in making things
happen

. A network of people share acommon vision for the
person & work toward it

Network members build on existing relationships
Family members join the effort

. At least one person has strong ties to the local
community

. At least one person is skilled in assisting others to
clarify vision & solve problems

Focus is on enriching life experiences & doing things
together vs. attaining objectives

. Agency leaders work for change

110
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CONTRASTING REALITIES: NO WONDER THERE IS TENSION!
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CREATING THE CONTEXT FOR A PLAN TO BEIMPLEMENTED

Does the person, parents, or a committed advocate want life to be different
somehow? Do people fed stuck in their current situation and do they have the
energy to change things?

Are afew people willing to meet on aregular basis to solve problems over
time? Are they willing to contribute their time to the process if necessary?
Does this planning group include at least one person who can act as a
facilitator? A facilitator must take the lead in recording ideas, keeping a focus
and helping others follow through on commitment. If such a person does not
emerge, are you, the facilitator, able to stay in the group until internal

|eadership develops?

Does the planning group include at least one person who is well connected to
the local community? If not, can you find someone who can assist in building
bridges to the loca community?

Is the group, focus person or family connected to other people who face similar
obstacles and/or are involved in asimilar process? If not, can you connect them
to other groups or people as a source of renewal and support?

Is at least one involved agency committed to organizational change as a result
of what is learned from this process? Does this agency support the time and
commitment required of staff? If not, can you develop an interest within an
existing agency to listen to the results and implications of the planning process?
Are resources available for the flexible, individualized supports required to
implement a personal plan? If not, can you identify or create these supports
within existing systems as a pilot program or by seeking local grants or other
forms of assistance?

112
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MAPS

e What isthe individual's history?

e What is your dream for the individual ?
e What Is your nightmare?

e Who isthe individual ?

e What are the individual's strengths,
gifts, and abilities?

e What are the individual's needs?

* What would the individual's ideal day
at school look like and what must be
done to make it happen?

From McGill Action Planning System
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SAMPLE CHARTPAPER LAYOUTS: FORMAT A

HoME SCHOoOL
Activities Likes Didlikes Likes Didlikes
Routines
Classes
Activities/
Clubs
WORK LEISURE
Job Work Tasks Likes Didlikes Activities Likes Dislikes
Experience
114

Reprinted with permission from the Ingtitute for Community Inclusion (1993) Whole Life
Planning: A Guide for Organizers and Facilitators. Boston: University of Massachusetts



SAMPLE CHARTPAPER LAYOUTS: FORMAT A

(continued)
VISION FOR THE FUTURE NEXT STEPS
What Standards
Home Home
Work Work
Education Education
Leisure Leisure
115

Reprinted with permission from the Ingtitute for Community Inclusion (1993) Whole Life
Planning: A Guide for Organizers and Facilitators. Boston: University of Massachusetts



ESSENTIAL LIFESYLE PLANNING

Discover core values and preferences (not superficial
choices)
How a person wantsto live (person by person)

Plan:

1. Positive reputation

2. Non-negotiables

3. Strong preferences

4. Highly desirables

5. To be successful in supporting (this person)

6. What does and does not make sense in the life of this
person

7. What we need to do to maintain those things that make
sense

8. Action plan to change those things that don’t make
sense

Ground Rules
Be respectful
No jargon
No fixing
No obsessing
Have fun!
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< UNDERSTANDING HOW A

PERSON WANTSTO LIVE

!

THEY LIVE Now

CoMPARE WITH How

!

WANTSTO LIVE

ADDRESS | SSUES OF HEALTH/SAFETY
IN THE CONTEXT OF HOW THE PERSON

v

v

WHAT PARTSOF THEIR
LIFE MAKE SENSE

WHAT PARTSOF THEIR LIFE
Do NOoT MAKE SENSE

g I

NEED CHANGE IN
STRUCTURE/FUNDING OR
INCREASE IN
CREATIVE THINKING

CAN CHANGE WITHIN
CURRENT
STRUCTURE/RESOURCES
v
CONTINUETO JustDolIT
DolT DIFFERENTLY

FIGURE IT OuT
AND DO IT

I

o

A LIFE THAT MAKESSENSE TO
THE INDIVIDUAL
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PATH

(Planning Alter native Tomorrows with Hope)

YOUR PATH
A Focused Planning Process

SR

Situate yoursdlf in a very positive future, picture it clearly, then think Backwards.
. Touching the Dream (the North Star).

. Senaing the God: Focusfor the next year.

. Grounding in the Now: Where am |/are we?
Identifying People to Enroll on the Journey.
Recognizing Ways to Build Strength.

. Charting Actionsfor the Next few Months.

/oo_\lmgn_booml—\

Panning the Next Month’s Work.
. Committing to the First Step (the Next Step).
(Including a Coach to Support your First Step) /
© Inclusion Press J. Pearpoint, J. O'Brien, M. Forest 1991
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Reprinted with permission of Marsha Forest and Jack Pearpoint (1995) PATH manual. Toronto:
Inclusion Press.
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A COMPARISON OF

THREE TYPES OF PLANNING FOR PEOPLE

WITH DISABILITIES

PERSON-CENTERED
TEAMS

TRADITIONAL
PLANNING

CIRCLES OF SUPPORT

PURPOSE OF THE PLANNING MEETING

To coordinate services To establish acommon
across disciplinary lines. vison for dl participants.
To darify gaff rolesin the To discover information
implementation of training needed to focus
programs. organizationd change.

To establish and support a
persond vison for an
individud. To build
community support and
action on behdf of the
focus person.

COMPOSITION OF THE TEAM

Professondsand specidists  Professiondls, direct service
workers. May include

focus person and family.

Focus person and his
spokesperson, family,
friends, and associates.
May include some human
services workers.

WHERE DOES THE TEAM MEET?

Human service setting Human Service Setting
conference room: closeto direct service
centralized Ste. workers: group home,

workshop: decentrdized
Ste.

Community settings living
room, church room, library
meeting room. Places close
to where memberslive,
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Reprinted with permission of the Boggs Center (1991) Building Person-Centered Support.
UAPNJa UMDNJ, may not be reprinted without permission.



TRADITIONAL PERSON-CENTERED CIRCLES OF SUPPORT
PLANNING TEAMS

How OFTEN DOES THE GROUP MEET?

Once ayear with quarterly Maor investment ininitid Once a year with many sub-
reviews. sessons. Quarterly or mesetings in between for
monthly reviews. ongoing problem solving.

WHO INITIATES THE MEETING FOR WHAT PURPOSE?

Team Leader initiates to Organizationd change Focus person or
mest requirements of agent initiates to find new gpokesperson initiates to
regulations. directionsfor the reach goasthey are unable
organization. to accomplish working
aone.

WHAT MOTIVATES PEOPLE TO ATTEND THE MEETING?

Avoidance of punishment Interest in organizationa Voluntary commitment by

by regulators. Interestin innovation and finding new people who are interested in

coordination of directions for focus person. helping someone they care

departmentd units. for.

NATURE OF THE IMAGES FOR THE FUTURE

Godswill fit within Godswill reflect new Vison will reflect desire of

exiging program options. program models and focus person and family.
options yet to be devel oped.

ROLES OF MEMBERS AND BOUNDARIES FOR ACTION

Members have specific Membersroleswill change Participant roles are
roles and clear boundaries based on new directions. congtantly changing based
for action. Plans do not Old boundariesfor action on tasks. Boundariesfor
change roles or boundaries. may be changed to dlow action are defined by
Members act within formal for new action. Plans may persond vison and
exiging organizationd changerolesand createnew  commitment of group
channds of authority. agendas for action. members. Members use

Members creste new informal networks and

channels and connectionsto  contacts to open doorsin

accomplish their gods. community.
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Reprinted with permission of the Boggs Center (1991) Building Person-Centered Support.
UAPNJa UMDNJ, may not be reprinted without permission.



TRADITIONAL
PLANNING

PERSON-CENTERED
TEAMS

CIRCLES OF SUPPORT

PRODUCT OF AN EFFECTIVE GROUP MEETING

Completed forms, An agendafor Commitmentsto action by

paperwork. Specific goals organizationd change. community members.

to use to evaluate program A shared understanding of Sgnificant qudity of life

effectiveness. new directions for change. changes for the focus
person.

ROLE OF HUMAN SERVICE WORKER

Set dl direction. Organize Mediate interests of Support directions defined

al activity. Coordinate providers and focus person. by the group. Increase

direct service worker Lead organizationd change knowledge of available

activities.

efforts. Listen to direct
service workers.

resources. Provide direct
services to focus person.

RoLE oF COMMUNITY MEMBER

Not involved in the process.

May help implement some

Generate and implement

idess. plan and action steps.
ROLE OF PERSON WITH A DISABILITY
Comply with the plan. Cooperate in the Direct plan and activities.
development of the plan.

FrROM: What are we Learning About Circles of Support by Beth Mount, Pat Beeman, and
George Ducharme. Available from Communitas, P.O. Box 374, Manchester, Connecticut 06040
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Reprinted with permission of the Boggs Center (1991) Building Person-Centered Support.
UAPNJa UMDNJ, may not be reprinted without permission.



CONTEXTSAFFECTING "CHOICE"
1. INDIVIDUAL/PERSONAL FACTORS
. Acquiescence (people say what they think you want to hear)
. What we say is based on our past (Baskin Robbins principle)
. Complacency
Fear of change
. Wedon't aways say what we mean

. Trust (the Meatloaf principle)

2. ENVIRONMENT/SERVICES ISSUES
Not limited to amenu of systems options
Listening to "the unsaid"

. "It'stheir choice" as ajustification for the status quo
Balance the five valued experiences

Honoring choice not as a selection of options, but
understanding of the person's core values
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RESPONSESTO “I WANT....”

1. Given the person’ s history, why might they be saying that?
What would that mean about what kind of new experiences

we can help them have?

“| want to stay here...”

2. If welisten beneath the surface, to the unsaid, what is the

person saying they want?

“1 want to marry Mick Jagger”

3. How close can we get?

“1 want to be a doctor”

4. How can we make it happen?

“1 want my own place”

124



CHALLENGES
M oving from TO

3-4 person waiver homes— Individualized support
3-4 person enclaves

Life inside agency » Life asacommunity citizen

Accomplishments insside—» Community empowerment
services

Seeing future as available  Leadership and

system options — > commitment to a specific
direction/outcome for the
people who receive services
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The Spotlight

The Newsletter of Wisconsin Council on Developmental Disabilities

Person Centered Planning,
Should We Do It With Everyone?

By Michael W. Smull

Over the past five years
person centered planning has
undergone atransformation. It
has gone from something
mysterious that only afew
dedicated and skilled
people did to
something where
nearly everyone says,
“1 have been doing
person centered
planning for years.”
Person centered
planning and person
centered services have become
trendy. It has become alitmus
test for being politically correct.
Any activity where people are
asked what they like or want is
seen as person centered. Further,
states, regions, and counties are
beginning to require (or to
consider requiring) person
centered planning for everyone
receiving services or entering
services.

From my travels (and
from the materials that get sent
to me) | have learned that many
of the alleged person centered
services are not person centered
at al. Plans are being written
where what isimportant to those
who provide servicesiswritten
asif it wereimportant to the
person receiving services, they
abuse the “voice” of the person
(e.g. “I must berestrained”).
People whose only real dream is
to get out of the institution they
livein have plansthat say that it
istheir dream to live by
themselvesin ahousein

“ Person centered

It has become a
litmus tes: for being
politically correct.”

suburbia. People are asked
guestions where they do not
have the life experiences
necessary to give an informed
answer. Questions are asked that
have the answer built
in. Equally troubling

planning and person [ECICRUICNESRuEEE
centered services
have become trendy.

that are not
implemented. Over
and over again | hear
of people who tell us
things such as
desperately wanting a
new roommate who never get
one. Much of what is being done
represents no real changein
practice. It isbusiness

as usual masquerading as being
person centered.

Person centered planningisa
means not an end

A person centered planisa
means not an end. The life that
the person wantsis the outcome
not the plan that describesiit.
Person centered planning isa
process of learning how aperson
wants to live and then describing
what needs to be done to help
the person move toward that
life. It is adescription of where
the person wantstheir life to go
and what needs to be done (and
what needs to be maintained) to
get there. Good plans are rooted
in what isimportant to the
person while taking into account
all of the other factors that
impact on the person’slife—the
effects of the disahility, the
views of those who care about

126

Volume 2, Number 4
Winter 1996-97

(and know) the person, and the
opportunitiesaswell asthe
limitations presented by the
need for public funding.

A person centered plan
reflectsa process:
® That isrespectful of the
person with the disability, the
family, and those who support
the individual;
® Where the time and effort
necessary is spent to be sure
that the “voice” of the person
with the disability is heard,
regardless of the severity and
the nature of the disability;
and
® Wherethereisafocuson
learning what isimportant to
the person in how he or she
wantsto live, what is
important to those who love
the person, and any issues of
health and safety (from the
perspective of the person).
The resulting plan isawritten
description of what isimportant
to the person, how any issues of
health or safety must be
addressed, and what needs to
happen to support the personin
their desired life. The plan
cannot be separated from the
process. A compromised process
produces a compromised plan.
Beyond these common
elementsthereis considerable
variation. Some of the better
known formal processes include:
(continued on page 3)

Reprinted with permission, Michael Smull (1997) Person-Centered Planning: Should we do it with
everyone?” Madison: Wisconsin Council on Developmenta Disabilities.



persona futures planning; PATH;
essential lifestyle planning;
individual servicesdesign; 24
hour planning; and wholelife
planning. Additionally
there are a host of

reciprocal relationships, occurs
but it usually takes years not
months.

We have also learned that while
what is most important to

EUCHIEERUCE  eopleis modest,

processesthat have been PEEENENSRGE  jmp|lementing it is
developed locally. These KGN  offordable only if we

local processes are often
unnamed and usually are
ablend of the better
known processes. However, the
label of the processis not an
indicator of the utility or integrity
of the plan. When done well, what
unites all of these effortsisa
commitment to implementing
what was learned. They al require
partnerships between: the person;
those who develop the plan; and
those who implement the plan.

What hasbeen learned
Where careful planning and

implementation have been done

we have learned that:

® When we listen with skill and
respect, we can learn what is
important to each person
regardless of severity of
disability;

® Growth and learning occur
naturally when people havethe
opportunities that they want,
opportunitiesthat make sensein
the context of what is important
to them,;

® Providing structure inside
those opportunities hel ps people
with severe disabilities access
and learn more from those
opportunities;

® Most of the behaviorsthat we
have labeled as non-
compliance, as challenging, or
as problem behaviors, go away
when what isimportant to
peopleis present;

® Regardless of severity of
disability, people are able to
take positive control over their
livesaswe learn to listen and
trust develops; and

® Building community, a
network of self-sustaining

the plan that
describesit.”

change the way we do
business. Unlesswe begin
to fund people rather than
capacity, individuals rather than
houses, we cannot afford to
implement plans where people are
asking to change who they live
with or what they do. We have
learned that it is our own
structuresthat are the barriersand
that many of the reports of high
costs reflect therigidity of our
responses.

Person centered planningisalso
apromise
Shifting a system cannot be
done by fiat and it cannot be done
overnight. It requiresthe
development of
capacity, changing the
structures that define
where the systemis
going and what it should
pay attention to, and it
requires political
courage and political
capital. Some of the ingredients
needed to change the system are:
® Training in person centered
thinking for all of the people
involved in planning and
implementation;
® Requiring that those who do
the plans demonstrate
competency in person centered
planning and that some of their
plans be periodically reviewed;
® Training for those who
license and inspect and
requiring that they be ableto
determine that plans meet
criteriaand that the plans are
being implemented;
® Changing therulesfor
services and requirements for
funding so that they support
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person centered planning and
implementation;
® Support (training and
technical assistance) for
agencies that want to change
their practices and structures;
® Helping people with
disabilities and their families
build community before they
are desperate, while families
have the energy and resources
to form a partnership; and
® Leaders who understand
what real person centered
planning is, the changes needed
for their implementation, and a
willingness to build support
while defending the changes
from those who feel threatened.
At its core, developing and
implementing person centered
plansis about shifting power and
control. It is about sharing control
with the people supported and
their families. To many people
thisisan

N s dthud Opportunity to be
R ledey embraced but to
that arethebarriers '
and that many of the RSSO oIS
reports of high costs
reflect therigidity of
our responses.”

othersit represents a

Person centered
planning should be
done

with everyone only
where there is the willingness to
make the investments and
changes necessary.

However, those who |ead must
also sustain the changein theface
of resistance and attacks. Those
who wish to initiate the change
need to develop the strategies
necessary to sustain the change. In
learning what isimportant to
people we make an implicit
promise to act on what we have
learned. We should not make the
promise unless we believe we can
keepit.

Michael Smull teaches at the University of
Maryland in College Park, Maryland. He can
bereached at J.M. Patterson Building,

College Park, Md 20742 or 301/405-5036 or
by E-mail (mwsmull @wam.umd.edu)

Reprinted with permission, Michael Smull (1997) Person-Centered Planning: Should we do it with
everyone?” Madison: Wisconsin Council on Developmenta Disabilities.



I mplementing Person-Centered Approaches. Now the Hard Part

Therhetoric of “person-centered,”
“family centered,” “consumer-
driven” approaches to the provision
of supports to people with mental
retardation is rapidly replacing the
language of “programs,” “slots” and
“special services.” Asafield, we
celebrate the emerging model s of
self-determination and customer
choice that are taking root in many
parts of the country. However, the
gap between our aspirations and
practiceis still great and it will take
more than additional conversations of
the uninitiated to bring current
practice into line with these ideals.

Agencies take on the difficult task of
reinventing themselves in order to
realize the ambitious objectives of

per son-centered supports.

The notion of person centered
supportsis not self-implementing nor
isit aconcept that can be grafted
onto traditional services. Inafield
that has undergone steady change
over the past several decades, the
move to models that emphasize
choice and empowerment represent
perhaps the most radical shift to date.
Radical, because they challenge the
prerogatives of professionals and
providers as well as the organization
of agencies and the deployment of
staff. To use an overworked
metaphor, crossing that bridge to the
21% Century will require a systematic
commitment to organizational
development and staff training that to
dateis not evident.

Implementation is always much
less romantic than polishing and
perfecting anideal vision. To change
practice on aday-by-day basis takes
hard work. Any basic book on
organizationa behavior will affirm
one basic tenet — organizations don’t
like to change and will fend off
change in subtle and not so subtle
waysin order to maintain
equilibrium and the status quo. To
change an organization requires
commitment at all levelsand an

By PCMR Chair Valerie Bradley

unflinching and pragmatic

acceptance of the inevitable

dislocation and anxiety that
accompanies any significant
alteration in course.

The changes that are needed grow
out of the distinctive character of an
individualized support structure. An
organizational structure geared to the
management of residential
arrangements like group homes and
other residential programsis not
suited to the oversight of supports
deployed to people’s homes,
apartments and job sites. The former
structureis hierarchical, centralized
and highly differentiated, whereas
the management of individualized
supports requires decentralized
authority, staff autonomy, and more
emphasis on generic rather than
specialized skills— especialy for
those staff performing individual
support and community brokering
functions.

The challenge of organizational
change is complicated by additional
factors such as the pressures on
agencies to become more efficient in
light of potential moves to managed
care. Further, many agencies around
the country are facing severe
recruitment problems that exacerbate
the problem of hiring staff capable of
taking on the more autonomous role
of community support worker and
broker. Finally, growing waiting lists
divert the time and energy of agency
administrators away from needed
long-term organizational planning
and restructuring.

In spite, or perhaps because of, the
growing constraints placed on
organizations, it isimperative that
agencies take on the difficult task of
“reinventing” themselvesin order to
realize the ambitious objectives of
person-centered supports. Some of
the ways in which these changes can
be achieved are:

« Agencies should develop
collaborative relationshipsin order
to pool scarce recruitment,
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organizational development and

training resources;

« Theroleof direct care staff
needs to be redefined as more and
more responsibility fallsto those
who provide direct support;

< Voluntary certification programs
for direct support staff should be
developed that provide staff with a
sense of vocation and agency
administrators with verification of
key competencies;

« Therole of centralized staff
needs to be reassessed and
resources need to be reall ocated to
those staff with the most direct
responsibility for mobilizing
supports;

< Organizations need to include
people with disabilities and their
familiesin the governing structure
of the agency;

% Agencies must incorporate
customer outcome measurements
as part of their internal quality
assurance and performance
management system;

« Networks of mental retardation
aswell as other generic and human
services agencies should be
developed in order to maximize
scarce resources and avoid
duplication of efforts.

Theseinitial suggestions are
offered in recognition of the very
difficult job faced by those
responsible for implementing change
in their own communities and
agencies. They are also offered in the
firm belief that the change to person
centered supportsisnot just an
enhancement to the service system
but the most cost effective means to
ensure the continued expansion of
the benefits of support.

PCMR Committee Chair Valerie Bradley may
be reached by email at: valbrad@aol.com

Reprinted with permission, Michael Smull (1997) Person-Centered Planning: Should we do it with
everyone?” Madison: Wisconsin Council on Developmenta Disabilities.



OVERHEADSAND HANDOUTS:

H. CERTIFICATE OF ATTENDANCE
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OVERHEADSAND HANDOUTS:

|. SAMPLE EVALUATION FORMS
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From My Per spective...How Did The Day Shape Out?

Date
What | Felt Worked Best What Was Either New Learning or Affirmed
Was ... Learning For You?

Hee sAn
|dea of How

to Improve...

My Overdl Reactionin One
Word s ...

Name (optional)
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SESSION EVALUATION

Session Name and Date:

CONTENT:

New ldeas?

Clear Understandable?
Practical?

Relevant?

PRESENTATION:
Hold Interest:

Encourage audience input?

Presenter knowledgeabl e?

Good audio and visibility?

The Rx for what |
needed...

N

Tare |:'\.

Applause!!

o

Excellent
5 4
5 4
5 4
5 4

Excellent
5 4
5 4
5 4
5 4

| would recommend this speaker and topic to others (circle one).

Thumbs Down!!

Not sure...

[Give comments)

Based on today’ s training, what' s one thing you will start doing?
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w w W w

Poor

NN
N

Poor

NN
s

Graveyard
Material!!!

Wake mewhenit's
over!

Thumbs Up!!




TAKING
STOCK

(not to be confused with cattie rustiing)]

5 S A
"

The Information Presented Was:

o
o
O

Clear
Unclear
So, So

&

.

ABOUT THIS COURSE.... : ? I'm Still Confused About:

Class Title:
Instructor's Name:
Date:
Location:
: I LIKED:
Ifl%-esentedTE?s‘

Warkshap, | Would:

.

. -

= ol

. H o

" -+ ~

.................................................................... 9
=

1 I

: I DIDN'T LIKE: :

| ]

I !

1 I

[} ]

1 ]

i i

] ]

I ]

! ]

1 I

1 I

' ;

I

| Ji Thanks! |
"""""""""""""""" I'm now able to jump into

A Problem I Had Which Was Solved Today:

And
Furthermore....

Qo .—I—f
o
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