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Written by Maria Losurdo for Family Worker Training + Development Programme Inc 

 

²Ƙŀǘ ƛǎ ŀ ΨƭŜŀǊƴƛƴƎ ƻǊƎŀƴƛǎŀǘƛƻƴΩΚ ²Ƙŀǘ Řƻ ƭŜŀǊƴƛƴƎ ƻǊƎŀƴƛǎŀǘƛƻƴǎ ƘŀǾŜ ǘƻ Řƻ ǿƛǘƘ the community 

sector? If these concepts are relevant, how do you apply them? To answer these questions we need 

to first share with you the journey that brought us to this point of reflection in the first place. 
 

The Family Worker Training + Development Programme Inc (FWT+DP) team (management and staff) 

have been asking these and many other questions of ourselves and others over a number of years. 

Our interest in knowing more about learning organisations grew as a consequence of other 

considerations arising from reflecting on a broad range of organisational issues. How to grow and 

expand in a sustainable way? How to maximise opportunity and minimise risk? What are we doing 

and why? What differences are we trying to make? WƘŀǘ ƳƛƎƘǘ ōŜ ƘŀǇǇŜƴƛƴƎ ǿƘŜƴ ǘƘƛƴƎǎ ŘƻƴΩǘ ǘǳǊƴ 

out the way we hoped and what do we need to do next, to try and do better? 
 

FWT+DP has been operating for over 25 years. It was first established as a single project community 

based training provider for family workers in the Blacktown area in 1984, as it continued until 2004 

when it took on two additional training projects covering other regions. In the past 5 years FWT+DP 

has gone on to auspice more than eight different DoCS and other funded training projects focused on 

community sector professional development and capacity building across Western Sydney, Penrith, 

Hawkesbury and the Blue Mountains. The aim of building family and community strengths and 

capacity, and working effectively in the best interests of children, young people and families, remains 

as the corner stone of the organisationsΩ overall mission. 
 

A significant milestone of change for FWT+DP began in 

2005 when Results Based Accountability1 (RBA) 

frameworks were introduced into project planning, 

evaluation and design across the whole agency. This period 

coincided with a growing interest and relevance of RBA to 

the community sector, particularly in the early roll out of 

ǘƘŜ CŀƳƛƭƛŜǎ b{² όǘƘŜƴ ΨFamiliesfirstΩ) funding programme.  

As a result FWT+DP undertook the parallel journey of 

implementing and evolving the internal application of RBA, 

while also organising and delivering extensive (and new to 

us and the sector) RBA training to others. This work was 

carried out in close working relationship with local 

consultant and trainer Carolyn Quinn. Much has been 

learnt in these areas, which in turn supported the ongoing 

development of both internal RBA implementation and 

RBA training model design and delivery. 
 

  

                                                           
1
 Go to http://www.raguide.org/ for more details on the Results Based Accountability model 

Lƴ ŜǎǎŜƴŎŜ ǿŜ ǎŜǘ ƻǳǘ ǘƻ ΨƴƻǘƛŎŜΩ, 

more consciously, what we were 

doing and what was happening for 

workers coming to our training and 

the sector as a whole as a result of 

our efforts. This involves looking, 

listening, testing out new ideas and 

more looking and ƭƛǎǘŜƴƛƴƎΧΦΦ 

http://www.raguide.org/


The practice wisdom gained over then 20 years of service delivery; the opportunities and complexities 

that come with rapid change and growth; new areas of service delivery experience and participant 

feedback; along with the impact of applying RBA frameworks ς all combined to form a rich and 

compelling ground for a closer look at what we do and why we do it. A new era of a more conscious 

and proactive approach to reflective practice had emerged. 

ΨResults Based AccountabilityΩ as detailed by its author Mark Friedman, invites a shared visioning of the 

conditions of community (population) wellbeing to which we as a community or society collectively 

aspire (eg: children born healthy, children are safe, clean air, etc) and harnessing the joint efforts of all 

concerned (government, families, community, business, community services, faith groups, schools, etc) 

in achieving these results. 
 

At a population level RBA asks us as all to work together to identify and assess ǘƘŜ ΨƛƴŘƛŎŀǘƻǊǎΩ ƻŦ 

social conditions and circumstances, ie: the things that let us know how things are going (at a local 

community level through to regional, State or Country wide populations). What do these indicators 

tell us about the current situation, where have they been in the past and where are they likely to be in 

the future if we do nothing different: such as rates of poverty, rates of child abuse, unemployment, 

crime rates, education completion rates, physical and mental health figures, youth suicide rates, etc. 

If the current trend is not moving in the right direction (ie: towards the shared vision of community 

well being to which we aspire) RBA asks us to mobilise our joint efforts and resources to turn things 

around for the betterΣ ƻǊ ŀǎ w.! ƭŀƴƎǳŀƎŜ ŘŜǎŎǊƛōŜǎ ǘƻ ΨǘǳǊƴ ǘƘŜ ŎǳǊǾŜΩ ƻƴ ǘƘŜ ǎƛǘǳŀǘƛƻƴ. 
 

At a programme (or service delivery / action) level, ǊŜŦŜǊǊŜŘ ǘƻ ŀǎ ΨtŜǊŦƻǊƳŀƴŎŜ !ŎŎƻǳƴǘŀōƛƭƛǘȅΩ όǎŜŜ 

figure below2) RBA asks all participating agencies and services to be clear about what role they are 

playing in the relevant population result target(s) they are contributing to; to be informed about best 

practice and relevant evidence bases (the things that show what has worked in the past and/or what 

might have the best chance of working in the current context); and to be committed to ongoing 

service delivery review and quality improvement. RBA asks us to consciously consider and track ΨƘƻǿ 

much are we doingΩΣ Ψhow well are we do ƛǘΩ ŀƴŘ ΨǿƘƻ ƛǎ ōŜǘǘŜǊ ƻŦŦΩ3. 
 

POPULATION vs: PERFORMANCE 
ACCOUNTABILITY 

 
* In the new DoCS Service 

Specification framework for the 
Families NSW and Aboriginal Child, 
Youth & Family Strategy (ACYFS) 
funding programmes, Strategies 

here equates with Initiatives.  
 

* In the existing DoCS service 
specification framework for the 

Community Services Grants 
Programme (CSGP) Strategies  

here equates with Key Activities. 
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2
 a CǊƛŜŘƳŀƴ Ψ¢ǊȅƛƴƎ IŀǊŘ ƛǎ bƻǘ DƻƻŘ 9ƴƻǳƎƘΩ όǇннύ ¢ǊŀŦŦƻǊŘ tǳōƭƛǎƘƛƴƎ ¦{! нллр 

3
 a CǊƛŜŘƳŀƴ Ψ¢ǊȅƛƴƎ IŀǊŘ ƛǎ bƻǘ DƻƻŘ 9ƴƻǳƎƘΩ όǇсуύ ¢ǊŀŦŦƻǊŘ tǳōƭƛǎƘƛƴƎ USA 2005 



FWT+DP Results Based Accountability Framework: 
 

Condition of Wellbeing / Population Result: ά{ŀŦŜΣ IŜŀƭǘƘȅΣ wŜǎƛƭƛŜƴǘ όŀƴŘ LƴŎƭǳǎƛǾŜύ ŘƛǎŀŘǾŀƴǘŀƎŜŘ 

ŎƘƛƭŘǊŜƴΣ ȅƻǳƴƎ ǇŜƻǇƭŜΣ ŦŀƳƛƭƛŜǎ ϧ ŎƻƳƳǳƴƛǘƛŜǎέΦ 
 

FWT+DP Target Population / Role: Increasing the capacity of workers and the service system in our 

funded program areas to provide families / communities with quality support (towards achieving the 

above population result). 
 

Evidence Base: Based on a review of current research, theory evidence (alongside our own and local 

practice wisdom and knowledge) FWTDP defines quality support as informed and underpinned by: 

    CǊƻƳ ŀ CŀƳƛƭȅΩǎ tŜǊǎǇŜŎǘƛǾŜ 
o Based on genuine relationships 
o Strengths noticed and built on 
o Services made to fit the family 
o Family recognised as expert in  

their own lives  
o Self determination and independence 

is promoted 

CǊƻƳ ŀ ²ƻǊƪŜǊΩǎ tŜǊǎǇŜŎǘƛǾŜ 
o Knowledgeable in areas / issues relevant to  

their work  
o Knowledgeable of evidence base relating to families  
o Consciously and confidently applying knowledge and 

 work practices 
o Ongoing reflection on / strengthening of practice 
 

 

 

C²¢Ҍ5tΩǎ outcome goals (for all activities and topic areas of  all projects): 

o Increased capacity in strengths based practice 

o Increased knowledge in evidence base 

o Increased knowledge in topic (by achieving learning goals) 

o Increased confidence to apply knowledge 

o Increased capacity for reflective / conscious work practice 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
  

                        

 

FWT+DP Workers and Management Committee 

  



Once this framework was established, FWT+DP then embarked on the ongoing journey of building our 

own internal understandings of RBA and how to apply this to both daily practice and longer term 

planning. This journey continues and has involved many different strategies, for example: 

o Engaging expert advice and assistance 

o Developing performance measures to monitor practice and outcomes (see appendix 1: figure 1) 

o Designating someone with the role of supporting information sharing and change management 

o Lots of internal discussion and practice reflection (allowing time and space for everyone to come 

along for the ride) 

o Assessing current practice and developing new approaches 

o Informing and resourcing our trainers to understand and deliver new expectations 

o Developing new evaluation and data collection systems 

o Ongoing assessment of outcomes achieved (and not achieved) and adjusting programme design 

and delivery along the way to improve service quality and outcomes 

o Ongoing documentation and sharing of our journey, learning, tools and resources 

o Developing new self reporting formats - ΨC²¢Ҍ5t wŜǇƻǊǘ /ŀǊŘǎΩ (see appendix 1: figures 2 and 3) 
 

Lƴ ŜǎǎŜƴŎŜ ŀǎ ŀƴ ƻǊƎŀƴƛǎŀǘƛƻƴ ǿŜ ǎŜǘ ƻǳǘ ǘƻ ΨƴƻǘƛŎŜΩ, more consciously, what we were doing and what 

was happening for workers coming to our training (and the sector as a whole) as a result of our 

efforts. This involves looking, listening, testing out new ideas and more looking and listening. From 

this process, we have learnt a lot along the way, and we have used this learning as a basis to inform 

what we do and what we are aiming to achieve. We have also made a conscious decision to document 

and share this process to extend this learning to others in the sector. 
 

 

Margaret Oldfield, Regional Director Department of Community Services Metro West 

SǇŜŀƪƛƴƎ ŀǘ C²¢Ҍ5tΩǎ нрth Anniversary celebration in July 2009  



A summary of some of the key areas of learning: 

Milestones of learning gained through 
reflection, evaluation and review: 

Examples of changes in practice made as a 
consequence of this area of review and reflection: 

Broadening our thinking from providing 
quality training to individual participants to 
also include supporting whole communities of 
practice and the partners we needed to 
engage and collaborate with to impact change 
at this level. 

Extending and developing partnerships with local 
Councils, Universities, DEET, Health and other 
service providers to design and delivery learning and 
development (L&D) activities.  

To have the best impact for families and 
community our training formats /  models 
needed to be expanded to more explicitly 
introduce the key messages from evidence 
and opportunity to practice collaboration and 
individual, agency and sector reflection. 

Developing and sharing our own understanding of 
the learning continuum4 and drawing on evidence5 
and designing L&D activities to bring workers from 
different fields together to share current theory & 
research and discuss how to apply to this to 
individual and joint practice 

Individual workers need education, time, 
support and encouragement to develop and 
maintain a conscious and reflective approach 
to practice (and that workers need the 
support of their agency to do this). 

Introducing reflective practice concepts and 
activities into training, adjusting training formats and 
inviting participants to reflect on the impact of 
training in set areas and asking for their feedback 4 ς 
6 weeks later. 

Identifying a number of major gaps and 
systemic issues  in relation to RBA frameworks 
and practice which were creating significant 
barriers for services to fully understand and 
engage with RBA and move on to 
implementation. 

Designing new training events to explicitly address: 
confusion between population and performance 
accountability; RBA stages 1 ς 3; local practice 
examples; implementation tools; challenges / issues 
involved in applying RBA to the community 
development context. 

Identifying internal practice and service 
delivery issues that needed attention,  eg: low 
rates of male workers attending training, 
lower levels than desired of Aboriginal 
workers attending training in some project 
areas, the need to more proactively engage 
early childhood services, the need to take a 
more cohesive approach to training calendar 
planning and development across all projects 
and deficiencies in our IT and data collection 
capacity that reduced our ability to effectively 
respond to rapidly increasing registration rates 
and new evaluation processes. 

o More events on working with men / fathers 
o Consulting Aboriginal workers on L&D needs, 

engaging Aboriginal trainers and delivery 
Aboriginal specific training events 

o Designing and delivery events specifically for 
children services (eg: short evening sessions) 

o Tracking usage rates for above groups (aiming 
for ongoing increases) 

o Introducing joint project calendar planning 
o Allocating resources to enhance IT capacity and 

forward financial planning to continue 
development over time 

 

  

                                                           
4
 a [ƻǎǳǊŘƻ Ψ¢ƘŜ [ŜŀǊƴƛƴƎ ϧ 5ŜǾŜƭƻǇƳŜƴǘ /ƻƴǘƛƴǳǳƳ ς aŀƪƛƴƎ ǘƘŜ aƻǎǘ ƻŦ [ϧ5Ω нллт ŀǾŀƛƭŀōƭŜ ŀǘ www.fwtdp.org.au  

5
 FWTDP Evidence Based Practice Resource Series 2009 available at www.fwtdp.org.au 

http://www.fwtdp.org.au/
http://www.fwtdp.org.au/


The question still remains, where do the concepts of learning organisations fit into 

this story?  

Despite our current best efforts to introduce and promote the concepts of evidence based practice, 

work practice reflection and conscious work practice, we were finding that many training participants 

often report being unable to maintain ongoing changes in practice, even if interested in doing so, 

because of a lack of time and day to day work pressures.  
 

This lead us to consider more closely the context within which workers work and the possible need to 

broaden our sphere of influence to educate and support the service sector to more actively value and 

promote practice review and reflection and ongoing learning within their own agencies. The questions 

we first raised for ourselves were: 

o Does FWT+DP need to more proactively consider the context 
of the workers we are training and the role organisations play 
in supporting / embedding evidence based practice into 
organisational culture? 

o What does the evidence say about key factors in training that 
contribute to effective ongoing learning in organisations that 
FWT+DP could draw on to inform new training (to possibly  
different audiences) to further assist / support the uptake of 
reflective evidence based best practice in the local sector? 

 

As part of our own participation in the FWT+DP run RBA Stage 2 (Applying Evidence to Practice) we 

explored different areas of research and theory that might help us answer these questions. After 

identifying a number of potentially useful areas, including change management in the human services 

sector and research on embedding evidence into practice for nursing practitioners, we discovered the 

formal concepts of learning organisations! This information hit an excited cord for our agency. Not 

only did it provide a framework to draw on to support sector capacity building, but it also gave us a 

description and road map for the journey we had been on as an organisation over past years. Practice 

wisdom and evidence were united and our way forward was injected with more structure and intent.  

 

What is a learning organisation?6   

o A learning organisation is an organisation which facilitates the learning of all its members and 
continuously transforms itself (Pedler et al) 

o A learning organisation does not merely engage in a lot of training, but recognises the need for 
the development of individual skills as being embedded in the concept of the need for 
organisational learning. 

o In a learning organisation, learning is recognised as a core aspect of all levels of organisation 
functioning and operation 

o Being part of a learning organisation involves living in a state in which questioning and change 
are considered normal 

                                                           
6
 {ƻǳǊŎŜΥ ŀŘŀǇǘŜŘ ŦǊƻƳ ŀƴ ŜȄŎŜǊǇǘ ŦǊƻƳ aŀǊƎŀǊŜǘ 5ŀƭŜ Ψ[ŜŀǊƴƛƴƎ hǊƎŀƴƛǎŀǘƛƻƴǎΩ ό/ƘŀǇǘŜǊ нύ ƻŦ ΨaŀƴŀƎƛƴƎ [ŜŀǊƴƛƴƎΩ ōȅ 

Christopher Mabey, Paul Lles (1994) 

Practice wisdom and 

evidence were united 

and our way forward 

was injected with more 

structure and intent... 



10 Facilitating factors that support and sustain the learning organisation:7 

1. Scanning imperative. Learning cannot continue without a solid awareness of the environment 

2. Performance gap. Performance shortfalls are opportunities for learning. 

3. Concern for measurement. Discourse over metrics is a learning activity. 

4. Experimental mindset. Support the practice of trying new things and being curious. 

5. Climate of openness. Debate and conflict remain acceptable ways of solving problems. 

6. Continuous education. One is never finished learning and practicing. 

7. Operational variety. There is more ways than one to accomplish objectives and work goals. 

8. Multiple advocates or champions. 

9. Involved leadership. Creating vision is not enough. Leadership at any organisational level must 

engage in hands-on implementation of the vision. 

10. Systems perspective. 

 

Family Worker TraiƴƛƴƎ Ҍ 5ŜǾŜƭƻǇƳŜƴǘ tǊƻƎǊŀƳƳŜΩǎ /ǳǊǊŜƴǘ Wourney: 

Drawing on lessons already learnt from our Results Based Accountability journey, FWT+DP is now 

embarking on a the next phase as we consciously development ourselves as a learning organisation as 

well as developing training and resources to assist others. We have engaged Judi Apte to support and 

mentor the FWT+DP team in this journey and have embedded our goals for organisational learning 

and development in our 2009 ς 2012 strategic plan (see below). We are also in the early stages of 

considering how we will work with our members and the local sector to develop relevant and useable 

training in our future training calendars. Our first strategy in this regard will be posting information on 

our website as it is developed and giving a presentation on the relevance of learning organisations to 

Family Support Services at our 2009 AGM, later this year ~ so stay tuned! 
 

  

                                                           
7
 Source: Adapted from excerpt from Michael J. Marquardt Building the Learning Organization A Systems Approach to 

Quantum Improvement McGraw-Hill, 1996 

 

άCŀƳƛƭȅ ²ƻǊƪŜǊ ¢ǊŀƛƴƛƴƎ Ҍ 5ŜǾŜƭƻǇƳŜƴǘ tǊƻƎǊŀƳƳŜ ƛǎ ŎƻƳƳƛǘǘŜŘ ǘƻΣ  

and actively engaged in: a conscious, proactive and ongoing approach to 

organisational excellence, planning, evaluation, quality improvement and 

ŜȄǘŜƴŘƛƴƎ ƻǳǊǎŜƭǾŜǎ ŀƴŘ ƻǳǊ ǎŜŎǘƻǊ ŀǎ ƭŜŀǊƴƛƴƎ ƻǊƎŀƴƛǎŀǘƛƻƴǎέ όC²¢Ҍ5tύ 

ά! ƭŜŀǊƴƛƴƎ ƻǊƎŀƴƛǎŀǘƛƻƴ ƛǎ ŀƴ ƻǊƎŀƴƛǎŀǘƛƻƴ ǿƘƛŎƘ ŦŀŎƛƭƛǘŀǘŜǎ ǘƘŜ ƭŜŀǊƴƛƴƎ  

ƻŦ ŀƭƭ ƛǘǎ ƳŜƳōŜǊǎ ŀƴŘ Ŏƻƴǘƛƴǳŀƭƭȅ ǘǊŀƴǎŦƻǊƳǎ ƛǘǎŜƭŦέ όtŜŘƭŜǊ et al)  

ά! ƭŜŀǊƴƛƴƎ ƻǊƎŀƴƛǎŀǘƛƻƴ ŜȄǘŜƴŘǎ ǘƘƛǎ ƭŜŀǊƴƛƴƎ ŎǳƭǘǳǊŜ ǘƻ ƛƴŎƭǳŘŜ ŎǳǎǘƻƳŜǊǎΣ 

ŎƭƛŜƴǘǎΣ ǇŀǊǘƴŜǊ ǎŜǊǾƛŎŜǎ ŀƴŘ ƻǘƘŜǊ ǎƛƎƴƛŦƛŎŀƴǘ ǎǘŀƪŜƘƻƭŘŜǊǎέ ό5ŀƭŜύ 



Appendix 1: FWT+DP Organisational Report Cards: 

Figure 1: FWT+DP RBA Performance Measures Report Card: 

How much did we do? 
 

Number of L&D activities  
by type & location: 

o Workshops 
o Forums/conferences 
o Reflective practice sessions 
o Trainer briefing sessions 
o Resources produced 
o Sponsored learning 

opportunities provided 
 

Number of participants by: 
o Location 
o Service type 
o Culture 
o Gender 

How well did we do it? 
 

Number and % of participants from priority / hard to access  
agencies and groups (eg: ATSI & CALD) 
 

% participant who report positively on ǘǊŀƛƴŜǊΩǎ ǎƪƛƭƭǎ ŀƴŘ ƪƴƻǿƭŜŘƎŜΣ ƛŜ: 

¶ Felt challenged and stretched 

¶ tǊŜǎŜƴǘŜǊΩǎ ǇǊŜǎŜƴǘŀǘƛƻƴ ǎƪƛƭƭǎ 

¶ tǊŜǎŜƴǘŜǊΩǎ ŎƻƴǘŜƴǘ ƪƴƻǿƭŜŘƎŜ ϧ ǳƴŘŜǊǎǘŀƴŘƛƴƎ 

¶ Learning environment 

¶ Participant learning style being accommodated 
 

Number and % of workshops / L& D opportunities cancelled  
(including analysis of reasons for cancellation) 
 

Number of agencies that make repeat requests to attend FWTD  
L&D opportunities 
 

Number of workshops /  L&D opportunities with high demand  
(high demand to be defined for location and L&D type) 
 

Number and % of workshops / L&D opportunities that meet  
promotion timelines (including analysis of timelines not met) 

 
 
 

 
Number and % of responses 
received via returned 
evaluation forms (forms 
provided to all training 
participants) 
 
Delivery targets identified  
in individual project service 
specifications (usually  
ranging from 60% to 80%) 

 

 
 
 

% Participants reporting positively (4-6 weeks post event) on gaining: 
o Increased ability to work in strengths based and capacity building approaches 
o Increased confidence to apply knowledge from evidence base 
o Increase in conscious practice 

 

% Participants reporting positively (4-6 weeks after participation) on having an 
increased understanding of: 
o Central importance of relationship  
o Flexible delivery of services how and where it best fits for the family / 

community 
o Recognising and building upon family/community strengths 
o Facilitating evolving independence of family/community 
o Attitude ς worker is not the expert; the family has it within them 
o Confidence to apply research / theory / best practice presented in workshop 

 

% participants for whom a key workplace person (supervisor, team member, co-
worker) reports positively on their observations of the work practice of the 
training participant in the above areas 
 

% participants reporting (at end of session) that they learnt something new on 
evidence base and/or practice wisdom related to topic 
 

% participants reporting positively (at end of session) on achieving one or more 
learning outcomes for the session 
 

 

                      Is anyone better off? 

 



Figure 2: FWT+DP 25 Years of Achievement Report Card: 

 

 

 

 



Figure 3: FWT+DP Summary of Achievements 2008 ~ 2009 Report Card: 

 

Å  Ψvǳŀƭƛǘȅ ƻŦ ǘǊŀƛƴŜǊΩǎ ǎƪƛƭƭǎ ŀƴŘ ƪƴƻǿƭŜŘƎŜΩ Ґ ŀǎ ǊŜǇƻǊǘŜŘ ōȅ ǘǊŀƛƴƛƴƎ ǇŀǊǘƛŎƛǇŀƴǘ in the areas of: felt challenged and 

ǎǘǊŜǘŎƘŜŘΥ ǇǊŜǎŜƴǘŜǊΩǎ ǇǊŜǎŜƴǘŀǘƛƻƴ ǎƪƛƭƭǎΤ ǇǊŜǎŜƴǘŜǊΩǎ ŎƻƴǘŜƴǘ ƪƴƻǿƭŜŘƎŜ ŀƴŘ ǳƴŘŜǊǎǘŀƴŘƛƴƎΤ ƭŜŀǊƴƛƴƎ ŜƴǾƛǊƻƴƳŜƴǘΤ 

participant learning style being accommodated 

Å ΨLƳǇǊƻǾŜŘ tǊŀŎǘƛŎŜΩ Ґ ŀǎ ǊŜǇƻǊǘŜŘ ōȅ ǘǊŀƛƴƛƴƎ ǇŀǊǘƛŎƛǇŀƴǘ ŀƴŘ by peer assessment in the areas of strength based skills 

and practice capacity, confidence to apply knowledge and conscious practice ς 4 to 6 weeks after training 

Å ΨLƳǇǊƻǾŜŘ ŀōƛƭƛǘȅ ǘƻ ǳƴŘŜǊǎǘŀƴŘ ŀƴŘ ŀǇǇƭȅ ōŜǎǘ ǇǊŀŎǘƛŎŜΩ Ґ ŀǎ ǊŜǇƻǊǘŜŘ ōȅ training participant and by peer assessment 

in the areas of building genuine worker /family relationships, family centred  practice and building independence ς 4 

to 6 weeks after training 


