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Presenter
Presentation Notes
Welcome.
Introduce self 

Paired discussion will be used throughout.



__—_  Goals for today

Build your capacity to shape the ongoing evolution of
a compassionate and resilient school community

Explore leadership and staff practices that establish
and maintain compassionate cultures

Mobilize curiosity to continue these important
discussions about Staff Culture and Wellness,
Compassion Fatigue, and Compassion Resilience
beyond today
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Why do this work?

A vision of a compassionate culture
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Presenter
Presentation Notes
What are some words or phrases that would describe a culture if it was predominately compassionate? What might you see or hear? (Let group know that you will take 5 or 6 ideas.)


B Rationale — School Prespective

Educator resilience and student achievement
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Economic impacts
Organizational commitments

Job satisfaction
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Presenter
Presentation Notes
Connect the descriptions of a compassionate culture with the rationale. Every item listed in the rationale has research behind it. We can share the full rationale with citations of the research with them as a tool to advocate for the use of the toolkit in your work environment. (can email to request.)


Rationale Healthcare Perspective

Work climate and associated burnout predict:
* Patient and caregiver safety

* Clinical outcomes

* Patient experience

* Turnover

* Financial vitality

IHI Framework for Improving Joy in Work. 2017.

Dyrbye, et al. Burnout Among Health Care Professionals: A call to explore and
address this underrecognized threat to safe, high-quality care.
NAM.edu/Perspectives 7/5/2017.



Presenter
Presentation Notes
And, for those of us representing health and human services organizations, research in those sectors points to the same reasons for the work. 

http://www.ihi.org/Topics/Joy-In-Work/Pages/default.aspx

Toolkit Introduction

Compassion ( ) Resilience

Compassion Resilience How Does It Work?

Advancing Adult Compassion Resilience: A Toolkit For Schools

Schools
WisSE@wisewisconsinerg  Healthcare

@. PUBLIC INSTRUCTION

compassionresilencetoolkit.org

= Atier one approach to staff
compassion resilience

= NOT an intervention for staff
who “who need it most”

The ONLINE toolkit is free,

flexible and available to you at
any time.

A Toolkit for 4@ SChools .



Presenter
Presentation Notes
Go to the website and walk group through how the toolkits are structured:
First circle – background on compassion resilience
Second circle – guidance on how to implement the toolkit
Third circle – entrance to the toolkit (explain that after they open a few pdfs they will be asked to sign-in)
Go to “Get Started” and show the left side bar with the 12 sections and appendices
Then walk through one section and show consistency between sections:
Each has: 
An introduction for the facilitation team to get an overview of the content
A document to email to participants that provides the foundational information about the subject, links to videos and other resources for learners who want to go deeper, a self-care strategy to practice, and heads-up on the content of the next section
Application activities for the leadership team and staff – this is where the facilitation teams makes choices about how they will engage the staff in the content. In the application section there are agendas for staff circles (a way to engage staff) and visuals that can be enlarged and hung in staff break areas to encourage organic conversations about the topic. The administrative leader on the team decides if and what activity the leadership team will do separately from the staff and which staff activities leaders will or will not participate in.
Briefly show one other section just to demonstrate the consistency of layout.


http://www.compassionresilencetoolkit.org/
https://compassionresiliencetoolkit.org/

Building Our Compassion Resilience

= The power to return to a position of
empathy, strength, and hope after the
daily witnessing of the challenges
families face in our community and the
realities of the workplace.

= To be optimistic in an imperfect world.

A Toolkit for ‘:.
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Presentation Notes
We’ve used the term a lot already so lets ground ourselves in what we are focusing our efforts to accomplish…


To achieve the goal of consistent compassion, we focus on tools to:

J

.

. Put strategies into practice that build and maintain our well-being

Understand what it means to act with compassion and recognize
when we are not

. Minimize what leads to compassion fatigue and maximize what

makes us resilient (individual, team and systems)

. Set clear, realistic and aspirational expectations for ourselves and

others

. Set personal boundaries to support our ability to meet those

expectations

. Create a sense of accountability in all team members for the

culture of our organization






A Driver of Compassion Fatigue

False beliefs about behavior

Kids/adults/colleagues do well if they want to ...
1. Manipulative

2. Just wants attention

3. Not motivated

4. Doesn’t care

Kids/adults/colleagues do well if they can ...
1. Coping in the way they know how

2. Lack skills required

3. Something in their way

4. Together we can figure

https://www.livesinthebalance.org/
And Toolkit Appendix



Presenter
Presentation Notes
This activity should take no more than 25 minutes. 
Prepare spaces for individual teams to come forward to write their ideas on flip chart paper. Have multiple markers ready for simultaneous writing. (Or, for time sake, take ideas from the whole group and list on newsprint.)
-Brainstorm: What about the systems in which we work (ones serving youth and families, and the larger systems that set local, state and national policies) has a negative impact on your ability to do your work from a base of compassion? What drives your compassion fatigue?
-Then ask the group to: Brainstorm what drives your compassion resilience.
-Once the writing area is pretty full and the ideas have slowed, either give direction for the teams to do this or read out each item on the shared list one-by-one and ask the group to identify if:
They have no control over the item (strike through it)
They believe that leadership could have some control over the item (mark with a large L)
If they have control over it (circle it)
-Do not worry if some have more than one such as, I have some control and my leadership team has some control. Mark those items both ways. Allow people to discuss their ideas on which best fits. Suggest that they: Think of control in a time frame such as in the next two years. For example, I can vote for another candidate in a few years yet the change I want to see will not likely come in the next few years. If there is disagreement, use dotted lines/circles.
-Ask the group: Look at those items that you have crossed out. Assess the % of time your team has spent talking about these items. Too much? Not enough? Then ask: What practices might help your team not to give too much time to these items when they arise? What could they do to remind each other to avoid giving time to that which they cannot control? One idea is to have a signal that colleagues give each other when they start into circular conversations about things that will not change in the near future.
-Next look at the list that the group thought leadership might be able to control. Ask the leaders in the room if they would commit to looking at the list in the near future and get back to the staff with: 
What they will spend time on in the next year or two? 
What they want more information on from the staff?
What they will not address in the next year or two?
Reporting plans back to the staff allows the staff to add the items the leadership team will not address to their “cannot control” list. It is most helpful to express willingness to look at those items in the future unless there is no possibility of change. Let the staff know that progress on the items the team has chosen to address will be shared throughout the year.


https://www.livesinthebalance.org/

Belief that all behavior is externally
motivated impacts how others see
themselves AND how we see ourselves

Feelings of Shame


Presenter
Presentation Notes
Whether it is a student/client or yourself, if your primary belief about behavior is based in motivation (“If I wanted to I would be able to.”) then, when you cannot meet an expectation you would begin to see yourself as not good and not able.

This is the internalization of a false idea that becomes shame. (the very definition of self-stigma!) 

Imagine a classroom of students who believe that they failed a math test because they just did not want it enough with a teacher who believes that they failed because she just doesn’t want to be a good math teacher enough. Silly, right?! The teacher and students will eventually just get too tired in this context of false self beliefs and may give up if they do not focus on math skills and learning supports! Behavior is the same. Many people experience compassion fatigue due to false beliefs about how to influence behavior of those they serve and love.
The appendix area of the toolkit has resources about our beliefs about behavior. If your team thinks this would be helpful to your colleagues – please consider making it a part of your implementation of the toolkit.

 - Now, the second universal driver of fatigue that drove our work… 



Another Driver of Compassion Fatigue

The trauma informed
care/trauma sensitive schools
movement has had an
unintended consequence for
many —ah open and
unprotected heart. The toolkit
builds the skills to maintain open -
and protected hearts.



Presenter
Presentation Notes
The trauma informed care and trauma sensitive schools movements have brought needed change to how we understand people’s behavior and our role in providing support. We have come to understand the impact of traumatic events on people’s ability to care for themselves and connect with others. We know that people in helping professions are opening their hearts wider than ever to hear the stories of pain that lie behind the exteriors of anger, apathy and avoidance. And, many were never trained in how to protect the heart that is open to the pain of others.
For example: If you have come to define your strength by the relative ease with which you connect with the people you serve, you may be greatly challenged by a person who needs months instead of hours to decide if you are safe enough to fully engage with. And, as you dig for patience and skill, you are also dealing with your own emotions around the information about this person’s trauma history… a perfect storm for compassion fatigue. How do we keep our hearts open and also protected from the drains of our work that could lead us to shut our hearts off to those with whom we serve and work? This toolkit is designed to engage individuals and teams in discovering some answers to that question.



Section 1: Steps for Compassionate Action

. Notice — Be present in the moment and able to recognize
signs of distress.

. Self-check - Be aware of your initial thoughts and feelings.

. Seek understanding — Listen with curiosity to comprehend
the other’s perspective, feelings and strengths.

. Cultivate empathy — Develop genuine concern based on what
you have come to understand.

5. Discern best action — Co-plan with the person to figure out
what would be helpful to them.

6. Take action — Be aware that intention alone is not
compassionate action.

Combined from the works of Monica Worline and Beth Lown



Presenter
Presentation Notes
The first step is to understand what we mean by compassion and what compassion looks like in action. Compassion is when we both, see some one’s pain and desire to alleviate it. The Steps to Compassionate Action are how we proceed on that desire.
Briefly go over the steps on the slide – not too much detail because the activity that follows will allow further exploration of the concepts. 


Compassionate Action: Scenario 1

A colleague shares with you that one of her 8 year old
students/clients is really on her mind. His family struggles and he
has so much potential. He is shut down and acting out with tears
and tantrums. Recently, he hit her and she didn’t tell her

;@ supervisor to avoid consequences for him. She loses sleep and
wakes up with him on her mind. She tells you that she may be the
only one who can get through to him. She is considering an outing
with him on a Saturday to give his family a break. She clearly
cares, and she is definitely stressed.

A Toolkit for i@ Schools &+



Presenter
Presentation Notes
As the participants to read the scenario, read it to them, or ask a participant to read it.
Before giving instructions, ask them to be aware of and remember their initial thoughts and feelings when hearing the scenario. 
Ask the group to get into small groups of 3-4 people and, using this scenario, discuss the questions on the following slide. 


Connect and Reflect

1. Notice — Be present and able to recognize signs of distress.
2. Self-check - Be aware of your initial thoughts and feelings.
= What emotions arise for you in relation to this scenario?
= What might your initial judgments be?
3. Seek to understand —Listen with curiosity to understand the distress
from the other’s perspective. (feelings and strengths)
= What strategies do you use to encourage the person to open-up
with you?

4. Cultivate empathy — what emotions can you relate to?

= Have you ever wanted to go beyond professional boundaries to
assist someone? Has this ever caused you distress?

5. Discern best action — What do they believe is the next helpful step?
Is it possible that through your listening and highlighting strengths,
this person may arrive at the best next step for themselves?

6. Take action



Presenter
Presentation Notes
If your initial thoughts involved wanting to tell the colleague what to do. How might the need to tell them what to do change if first you choose to listen further?
Look at step #3.
What are some strategies you use to help people to further open up with you?
When we listen, we are listening for two important things: 1) the feelings the person is having – so we can connect to a time when we had similar feelings. Not to tell them about it but to move into a place of empathy versus judgment in our way of listening. And 2) We are listening for the strengths of our colleague so we can help them connect to their own wisdom.
With a sense of empathy and the strengths of our colleague, we are ready to go to step 5 – working with our colleague to help them discern their next  best step and how we might be helpful. This is not about advice giving!
Handout with tips for the move from Step 4 to 5. Give time to read, point out the tips on advice giving, and ask for comments.

 - With this strong foundation of what it is to act with compassion, we are ready to move onto other concepts that are used throughout the toolkit.



Section 2: Definitions for the Work

* Compassion

* Compassion Resilience
* Compassion Fatigue

* Wellness

* Self-Compassion**



Presenter
Presentation Notes
Section 2 of the toolkit provides some definitions for the ongoing work together and introduces the Wellness Compass Model that is integrated throughout. It includes an interesting reflection on the models for self-care we have had in our lives. 


Section 3: Compassion Fatigue

= Secondary trauma and burnout

* Gradual lessening of compassion over time

= Avoid trying to understand what people face
" Become less effective in our roles

= Life satisfaction decreases

A Toolkit for
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Presentation Notes
Compassion Fatigue can be summed up as the feelings of depression, sadness, exhaustion, anxiety and irritation that may be experienced by people in their work and/or personal life. We will be using compassion fatigue is an umbrella term for both burnout and secondary trauma.
Burnout refers to the exhaustion of physical or emotional strength or motivation usually as a result of prolonged stress related to very high workload, non-supportive work environment, and/or feeling that our efforts make no difference. 
Secondary Trauma (also known as secondary traumatic stress and vicarious trauma) can happen to us when we come to know the traumatically stressful events that the students we serve have experienced. While it is rare, some helpers experience some of the same symptoms of trauma as if the experience had happened to them. Those that are in a position to hear about trauma on a regular basis are particularly susceptible. 
When we experience CF … point to last four points on the slide.



;’ L ZEALOT — We are committed, involved, and available,
e .= ready to problem solve and to make a difference. We are
t willing to go the extra mile.

RENEWAL vs. PATHOLOGY —
Leaving the profession, physical
and mental illness, chronic
symptoms or hardiness,
resiliency, transformation.

A Toolkit for \@ SChools

IRRITABILITY — Anger and
cynicism, diminished
creativity, sadness, feeling
helpless or hopeless.

Renewal vs.

LEAVE PROFESSION Pathology CompaSSion
Fatigue’s Path

(Cycle is from work of
Eric Gentry, PhD, 2012)

WITHDRAWAL — Overwhelmed by
complexity, chronic exhaustion,
physical illness, difficulty empathizing,
feeling numb to other’s pain,
absenteeism.

ZOMBIE — A sense that you can’t ever do
enough, inflated sense of importance,
sleeplessness, sense of persecution.



Presenter
Presentation Notes
We do not want to dwell too long on compassion fatigue, yet it is clear that we need to understand what it looks like in order to address it early in a preventative manner. Walk through the slide adding the descriptive words as you come to each stage of the cycle.
Highlight the growing isolation as a misguided way to protect oneself from the unaddressed realities of the work, the workplace and the systems that are supposed to provide supports.



Compassion fatigue is a
NORMAL response to
'LMPOKTANT complex and overwhelming

circumstances.

And, we can prevent and intervene
early to lesson the impact.

A Toolkit for < Schools g



Presenter
Presentation Notes
For many in helping professions, exposure to the traumatic experiences and reactions of others is an everyday occurrence. Because such exposure is a daily fact of our lives, we may be tempted to consider it “normal” and to consider our negative reactions to it “abnormal.”
 
In fact, while traumatic events and responses constitute everyday reality for many of us, our bodies and minds do not experience them as normal. It is abnormal, in human terms, to be exposed to others’ trauma and traumatic responses day after day, year after year. The resulting stress often exceeds the power of our existing coping mechanisms. 

CF is, then, a normal response to complex and overwhelming circumstances. If you have experienced symptoms of CF and more specifically secondary traumatic stress, you are not alone, and you should not fault yourself. It is not your job to suffer in silence with these experiences. 

In Section 3 the ProQOL (professional Quality of Life questionnaire is shared as a resource to give to staff to do a private self-check on a periodic basis and for supervisors to offer to be a listening ear if the staff would like to talk with them about their results. It is NOT meant to be handed in as a monitoring system for supervisors.

The rest of the toolkit addresses strategies and processes for preventing and mitigating the effects of compassion fatigue – growing our compassion resilience. 



A Break for our SPIRIT

When do you feel most alive, most like yourself? What are you doing?
What or with whom are you surrounded?



Presenter
Presentation Notes
Take a 3 minute self-care break  
Ask participants to talk in pairs about what they are doing when they feel most alive – most like themselves. After 2 minutes, bring them back and discuss these points:
Raise you hand if you shared a situation of being at work (most will not)
Think about what that means for how well we know our colleagues
Think of when you feel most alive at work
When you go home form your work day, do you have a tendency to share what happened in your day that left you feeling most alive or what was most draining?
Our bodies experience the stress we relive in our conversation to some degree as if we were experiencing it again. We have a choice about how much time and on what we focus when talking about our work. One practice to play with over the next week it to include what made you feel most alive in your day as you talk with friends and family.


Team Conversations to Build Compassion Resilience

Section 4: Drivers and Locus of Control

~ Section 5: Expectations — realistic ones of
| yourself and others — what is enough and what
" can | hope for? Exposure to recovery.

Section 6: Compassionate boundary setting

A Toolkit for ‘ Schools 3

Section 7: Staff culture — connect with
colleagues and others in community



Presenter
Presentation Notes
The next sections of the toolkit (4-7) go into concepts that support a resilient team culture. 


Section 4: System Drivers of Compassion Fatigue and Resilience

.

A Toolkit for Schools .I:?.’ -



Presenter
Presentation Notes
-Prepare a large space for individuals to come forward to write their ideas for others to see. Have multiple markers ready for simultaneous writing. (Or, for time sake, take ideas from the whole group and list on newsprint.)
-Brainstorm: What about the systems in which we work, ones serving youth and families, and the larger systems that set local, state and national policies has a negative impact on your ability to do your work from a base of compassion? 
-Once the writing area is pretty full and the ideas have slowed, read out each item one-by-one and ask the group to identify if:
They have no control over the item (strike through it)
They believe that leadership could have some control over the item (mark with a large L)
If they have control over it (circle it)
-Do not worry if some have more than one such as, I have some control and my leadership team has some control. Mark those items both ways. Allow people to discuss their ideas on which best fits. Suggest that they think of control in a time frame such as in the next two years. For example, I can vote for another candidate in a few years yet the change I want to see will not likely come in the next few years. If there is disagreement, use dotted lines/circles.
-Ask the group look at those items that they have crossed out. Ask them to assess the amount of time they as an individual or their team has spent talking about these items. Too much? Not enough? Then ask what practices might help them not to give too much time to these items when they arise? How can they let go? What could they do to remind each other to avoid giving time to that which they cannot control? One idea is to have a signal that colleagues give each other when they start into circular conversations about things that will not change in the near future.
-Next look at the list that the group thought leadership might be able to control. Ask the leaders in the room if they would commit to looking at the list in the near future and get back to the staff with: 
what they will spend time on in the next year or two 
what they want more information on from the staff
what they will not address in the next year or two
Reporting plans back to the staff allows the staff to add the items the leadership team will not address to their “cannot control” list. It is most helpful to express willingness to look at those items in the future unless there is no possibility of change. Let the staff know that progress on the items the team has chosen to address will be shared throughout the year.



Sleep problems i\v‘m'
Lack of energy N ——<")

A Break for our MIND
and STRENGTH

- ‘q. : __.4'.‘

Aches and pains ‘{;g:%;;/ What makes an /

Guilt g activity less
Joylessness o— depleting /

=2 ‘
Depressed mood & for you?

What are different ways your colleagues approach an activity that is typically depleting for you but not for them?



Presenter
Presentation Notes
Take a three minute self-care break: 
In pairs, ask participants to discover something that one finds nourishing to do and the other finds the same activity depleting. Suggest that they get curious about the other person’s perspective. 

Get a few examples from the room. Explain that the CR toolkit is all about inviting us to consider different perspectives that may lead to increased job and life satisfaction.
This activity comes from Section 10 of the toolkit.


Section 5: Expectations ‘ .

What positive role do expectations play?

2. What impact has your unrealistic self-
expectations had on your well-being?

3. What has the impact been of others” unrealistic
expectations of your capacity?

4. How do you assess if expectations are being set
at a helpful aspirational level?

= An activity from the toolkit... (
A Toolkit for - SChOO|S;‘_:;. !



Presenter
Presentation Notes
In section 5 of the toolkit we delve into the role of expectations in our ability to remain strong in our compassion without over or under committing ourselves. These first four questions are addressed in the document to distribute to participants and the activities.
Take 3-5 minutes at your table to discuss questions 2 and 3 (unrealistic self expectations and those unrealistic expectations from others).
When the group comes back together, ask for a show of hands for those who felt that their unrealistic expectation of themselves plays a bigger role in their fatigue than the expectations of others? (Most of the time, the majority raise their hands. Suggest that this become the bigger focus in their conversations around expectations.)
Describe the activity from the toolkit that came from a comment by a school teacher who told us that she considered herself a “type A’ person and was writing paragraphs on report forms that she really did not like to do and didn’t feel like they offered a high value in her work. It wasn’t until she had conversations with colleagues about how they were meeting the reporting expectation that she found out that sentences were highly acceptable. The activity in the toolkit asks staff to write common expectations that they work under on separate slips of paper. At staff meetings, pull out one slip and ask a few people to describe how they meet the expectation. Highlight variance and ask the supervisor to clarify what is acceptable and the order of priority it has within the whole of job expectations. 


Expectations: Remind ourselves of the ! h‘l_;_
resilience in our families and colleagues | 4



Presenter
Presentation Notes
Another aspect of expectations is becoming aware of when we have too low of expectations for people to overcome their current challenges. Our expectations are based on what we have experienced. For many of us, we work with people on a daily basis who face complex challenges and are feeling overwhelmed in the moment. In particular, if we work primarily with people in crisis or with people for less than a few years (like a teacher), we may rarely see the positive outcomes of the work people are putting into their healing. It is crucial for us to be exposed on a regular basis to the reality of recovery for people just like those we are serving. It is an important role for leaders to share stories of resilience to help staff maintain hopeful and realistic expectations for people’s recovery path.


A Toolkit for < Schools g

“Compassionate people ask
for what they need. The say
. no when they need to, and

| when they say yes, they mean
it. They’re compassionate

/K@ because their boundaries

keep them out of
resentment.”

Brené Brown
Section 6: Compassionate Boundaries


Presenter
Presentation Notes
Reasonable and realistic expectations are supported by our ability to communicate about our boundaries. It turns out that what might at first seem like it would be off-putting in relationships, is actually a compassionate act - to clearly and proactively let people know what is OK and not OK behavior in your relationships, from your perspective – and then reinforcing those boundaries with a level of flexibility.


Helpful
Adult
Behaviors


Presenter
Presentation Notes
To best understand the concept of boundaries, let’s look at the behaviors that we want our boundaries to support. 
Ask the group to: Brainstorm a list of specific adult-colleague behaviors you would like to see consistently in your workplace. Be specific about the actual observable behavior rather than values such as respect or kindness. 
Some people find it easier to think of those behaviors that are unhelpful – or demonstrate that the person is either too involved or not involved enough in doing their job as expected. Once you think of a negative, see if you can turn it around to state what you would like to see. For example: If sending emails and expecting a response during off work hours is over-involved, you might add to the list – Communicate through email as needed and expect response only during work hours.
After finished suggest that these are descriptors of the person they would like to be. 
You have identified the behaviors that best serve your organizational (and often personal) goals. We can set compassionate boundaries to maximize the potential for you to live in that zone. Think of this list as the things you want to be able to say YES to in your work environment.



Tips for Setting Compassionate Boundaries

1.

Know what you want to say “Yes” to in your life
(values and priorities).

Be proactive. Have “meetings” to discuss
boundaries. Structure offers safety for both sides.

Just say it! Don’t make them guess. Use simple and
direct language.

Reinforce by pointing out the violations IN THE
MOMENT.

Give explanations that are specific, relevant to the
other person, and offer shared solutions.

Back up your boundary with action. If you give in,
you invite people to ignore your needs.

A Toolkit for 1@ SChools &
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Presentation Notes
Go over points on slide.
Give some examples based on the behaviors they identify as helpful:
Example: Helpful Behavior (what they want to say YES to) – Welcoming clients when they come into the building. Boundary – I prioritize my focus on being present when I am in the hallways above all other options. Stating the boundary in the moment -   “I’d like to discuss this when we get to the meeting room because I like to focus on welcoming our visitors. Will that work for you?” Possible organizational policy that would support this shared boundary – Keep work and personal conversations to a minimum when in the hallways. Use our offices and staff break areas for such conversations.



|

Boundary language examples:

To respond to angry student:

* “ want to work with you to figure this out. It will be hard if our brains
are not calm enough to think. How about we take a 5 minute break.”

To say no to extra commitments:

e “Although our district goals are really important to me, | need to
discuss what can come off my plate or what | can do in a different
manner in order to take on anything new. | am working on how to
balance my family’s needs and my workload.”



Presenter
Presentation Notes
Further examples…


Breaking Down Boundaries
and Setting New Ones in
Our Personal Lives

A Toolkit for



Presenter
Presentation Notes
As CF begins to set in, we may need to break through some ineffective boundaries we have set while setting new, and more effective boundaries. In this segment from Frasier, dad breaks down a personal boundary that has not served him well as Miles discovers the joy of a positive reaction to his setting of a new firm boundary.


https://www.youtube.com/watch?v=QTJ9piWmDeg&feature=youtu.be&list=PLA5nESFdtndSTqb2kPBEkoK1koCKKr-Ki
https://www.youtube.com/watch?v=BESvQB6J5rc
https://www.youtube.com/watch?v=QTJ9piWmDeg&feature=youtu.be&list=PLA5nESFdtndSTqb2kPBEkoK1koCKKr-Ki
https://www.youtube.com/watch?v=QTJ9piWmDeg&feature=youtu.be&list=PLA5nESFdtndSTqb2kPBEkoK1koCKKr-Ki

Section 7: Staff Culture €|
Connect with colleagues and others in the community™

» Do we have a staff culture agreement?
" Example

» Other conversations on this topic include:

" What are my limitations (role, skills, capacity) to
meet expectations of my role?

" What colleagues or organizations can offer
services that | cannot?

" What is my level of belief in the capacity of
others on “my team?”

N - \ 4
w _— = What do | need to do to increase my knowledge
of and belief in the capacity of others?



Presenter
Presentation Notes
The third area of strategies for building compassion resilience on your team involves your staff culture. The helpful adult behaviors brainstorm is carried up to this section and the activity guides the team to develop them into a contract with each other for the culture they desire. (Example in toolkits is very detailed. That level of detail may not be what they want for their organization but looking at the example will be helpful as they create the contract that works for them.
Beyond the direct team culture is the connection to resources that are available to our clients that meet needs beyond the limitations of our role.
It is difficult for me to approach the complex realities of our clients lives with optimism if I am unaware of the multitude of resources that exist to address client needs that we cannot meet- whether due to the lack of successful engagement in the relationship, or needs that extend beyond what I can offer, I do best when I see that I am not THE answer to a person’s well-being.
These questions can be helpful for teams to address together or individuals to use to discern their level of connection to colleagues and other community services.



A Break for our HEART

Commonalities

Step 1: “Just like me, this person is seeking happiness
in his/her life.”

Step 2: “Just like me, this person is trying to avoid
suffering in his/her life.”

Step 3: “Just like me, this person has known sadness,
loneliness and despair.”

Step 4: “Just like me, this person is seeking to fill
his/her needs.”

Step 5: “Just like me, this person is learning about life.”

A Toolkit for {SChOOlS :



Presenter
Presentation Notes
As we transition from the team strategies to the individual self-care strategies, let’s take a moment to learn a mindfulness practice to help minimize the drain of our negative thoughts about others on our overall well-being. 
Bring a person to mind in your workplace or someone you work with in another organization that is not as easy as others for you to relate to and work with. With this person in mind, close you eyes and maintain your focus on this person as I read these statements.

When finished, restate that this is practice that they can use throughout their day when they want to choose a positive focus in their more challenging relationships.


Sections 8-11: Care for Self

A Toolkit for < Schools g



Presenter
Presentation Notes
This is the model we use to describe wellness.  It is the Compass Model from the work of Scott and Holly Stoner at Samaritan Wellness Foundation. When all areas are healthy and working together, you will see the positive influence they have on total health.  



The Compass Wellness Practices Assessment

A Toolkit for < Schools g



Presenter
Presentation Notes
Share the assessment and be sure to remind them that assessments in this toolkit are all meant to be self-assessments for self-awareness – not for use by supervisors to monitor staff. This one is meant to offer ideas and give a chance to assess balance prior to the next four sections.


= Work: get the most out of educational, volunteer, and
employment opportunities

MIND ‘z‘

= Organization: manage time, priorities, money, and
belongings

Document to Distribute:
Mindfulness
Growth Mindsets
Organizing our schedule, commitments, workspace, etc
Activities:
Appreciative Inquiry Reflection on Competence
The Power of a Positive Word
Mindfulness Practices



Presenter
Presentation Notes
In this section we explore mindfulness in our work and also how we organize our time, priorities, belongings and commitments to best support our life.
The slide gives you the topics addressed in the handout for staff and the activities you will select from as the facilitation team.




Section 8: MIND

Growth Mindset vs.
Growth Mindset is FiXBd Ml Hdset

having “the passion

“The Fixed Mindset does
not allow people the
luxury of becoming. They

\_/(, have to already be. !

for stretching yourself

and sticking to it,
even when it's not
going well”

Dweck, Carol (2016). Mindset. Ballantine Books, New York, NY.

What examples can you add below to help us understand Dweck’s Growth Mindset?

View of students’ Once challenging, always challenging Behavior represents opportunity to learn a
challenging behavior skill or solve a problem

Use of strategies in If | have tried it before and it didn’t | can learn more about the strategy and
teaching work, | am not happy about being asked apply it in a new setting
to try it again



Presenter
Presentation Notes
This is an example of the visual that is included in Section 8. Each section of the toolkit has a visual that can be enlarged and shared in staff break areas to spur organic conversations on the topics in the toolkit.
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SPIRIT Q'

= Core Values: develop a personal value system that
determines your personal mission and supports your
sense of meaning and purpose in your work

= Rest & Play: balance work and play to renew yourself

Section 9 — a circle experience

1. What led you into your field of work?

2. Think of a leader in your current or past experience that drew a clear line
between your work and the mission of the organization.

3. How could you remind yourself of that link on a daily basis?



Presenter
Presentation Notes
Our sense of connection to the mission of the organization is a strong predictor of job satisfaction. Activities in this section allow us to explore our personal and organizational missions. We also look at the balance of rest, play and work. 
Circle demonstration:
Ask the group to form a large circle with only chairs, no tables. If the group is more than 20, have them pair up and have one sit in the circle and the other stand behind the chair. 
Explain the key components of the circle process:
Group agreements are formed from the discussion of the values people bring to the circle. This is done in the first circle agenda in section 1 of the toolkit.
Talking piece: only the person holding the talking piece speaks and there is no cross talk. When a question is asked, you pass the talking piece to the right or left and each person has a chance to speak or pass. This offer equanimity in the circle and helps with some of the typical facilitator challenges such as someone talking too much or over others.
Centerpiece: This provides a place to rest your eyes when someone else is speaking. It helps with some of the vulnerability of the circle seating.
Popcorn: When you want to got a few answers or ideas from the group but not send the talking piece around for all to answer. You ask for the number of responses you would like and hand the talking piece to the first person that responds and they will hand to the next few.
Use the talking piece to ask the first question on the slide.
For question #2 ask for three responses – popcorn.
Question #3 use the talking piece. 
End by asking for a popcorn response from people in the outer circle – Can two people standing share a brief story of a time recently when you saw the fruits of your work with people you serve? 
Ask those in the outer circle: What comments or concerns do you have after watching the circle process in action? Allow those in the circle to respond after those on the outer circle do. 
Thank everyone and direct them to return to their tables.


R
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STRENGTH \&\2

= Stress Resilience: deal positively with the challenges
of life

= Care for My Body: build healthy habits around your
physical well-being, and to end unhealthy habits

Section 10

1. https://www.ted.com/talks/kelly mcgonigal how to make stress your friend

2. How does an administrator discern whether an employee would benefit
from a perspective shift or other stress management techniques? (Use
steps to compassionate action!)

3. Activity from one of the pilot schools- Adams Friendship Middle School —
Sharing Staff Resilience



Presenter
Presentation Notes
Play the first two-three minutes of the video.
The whole toolkit invites people into perspective shifts. This one offers another way to think of stress rather than as the enemy.
AND, we want to be sure not to think we can “advise” someone to stop thinking of their stress as harmful!
I encourage you to listen to the full video and consider what this information might mean for you and your team.
One of the activity options is from a middle school that was involved in the pilots of the toolkit in WI. Teachers/staff/leaders are asked to write brief stories of their own experiences of being resilient. Then share these with students/clients/employees and hold circle conversations about the experience of learning about the resilience of those who seek to serve you. The middle school students reported being amazed at what they didn’t know about the strengths of the staff that offer them support each day.


https://www.ted.com/talks/kelly_mcgonigal_how_to_make_stress_your_friend

HEART f’()
= Relationships: create and maintain healthy

connections with others in your life

= Emotions: express your emotions and receive others’
emotions in a healthy way

Section 11

Self-Compassion

1. Self-kindness vs judgment

2. Common humanity vs isolation

3. Mindful of vs over-identifying with
emotions

Emotional regulation planning for adults

Youwiliinever'speaxstoranyone
morextnanyouSpeaKito:;
yourseifinyourneadasBesing;

to)yourselfs

Relationship building with colleagues



Presenter
Presentation Notes
Section 11 looks at our relationship with others and to ourselves as important sources of wellness.
Self-compassion is defined from Kristin Neff’s work. Read the 3 components of self-compassion from the slide. The self-compassion scale in the toolkit, used with permission from Dr. Neff, offers a way to learn about self-compassion while applying the concepts to oneself. Give time for the group to complete the scale.
Three questions you can ask the group as a way to do some self-reflection if you do not give time to complete the scale:
Does you self-compassion (kindness to self) rise or fall based on – 1) your latest accomplishment, 2) your latest acquisition, 3) your latest mistake or failure, 4) the approval of other people?
This section also has activities on emotional regulation and relationship building.



How do you think about your behavior?

A matter of ability
and supports

A matter of motivation



Presenter
Presentation Notes
Let’s go back to an image from the early slides and apply the same question to ourselves. How do we think about our own behavior? When we receive clues from our bodies and emotions that we are out of balance, or when we complete self-assessments that indicate room for growth, do we apply the “kick-in-the-butt or carrot” motivation way of thinking to ourselves as our primary perspective on our behavior? If we do, the likelihood of being able to effectively address imbalance is less. This toolkit helps us to ask ourselves, what are the skills and supports that would help me to increase my wellness quotient?




When | am known, included
and supported versus shame
and blame.

COME % 5SION
FA7(CUE


Presenter
Presentation Notes
Because, it is true for all of us that … read slide



Section 12: Compassionate Connections With “Tier Two”

* Perspective taking
* Communication tips

* Language choices

* Responding to attack

* Teacher care meetings — a model

» Stage of change applied to parental relationships



Presenter
Presentation Notes
The last section of the toolkit brings all the concepts together in application to the relationships we form with parents and family members of those we serve. The slide lists some of the activities found in this section. 


Appendices

1. Foundational Beliefs about Behavior

2. Dealing with Significant Staff Disclosure or
Crisis

3. Supporting Change Efforts of Others and
Ourselves

4. Stress throughout the Career Cycle



Presenter
Presentation Notes
List of what is in the appendices.
#1 is Ross Greene’s approach to thinking about behavior. For schools and organizations that do not feel grounded in a solid understanding of behavior, this may be a good starting point.
#3 looks at the Stages of Change Theory – the underlying theory behind motivational interviewing.


Next Steps:

Building My and My organization’s
Capacity for Compassion Resilience

\ 4



A Break for our
STRENGTH

Stress Resilience | Pausing

Breathe Video



https://www.youtube.com/watch?v=RVA2N6tX2cg
https://www.youtube.com/watch?v=RVA2N6tX2cg
https://www.youtube.com/watch?v=RVA2N6tX2cg

A Toolkit for ‘:.

Thank you for the relationships you build
and the strategies you implement that
improve the present and future lives of

i étudents/clients, families and each other.

CompassionResilienceToolkit.org
smckenzie@rogershospital.org
Monica.Wightman@dpi.wi.gov

Developed in partnership with:

|
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ks e Wife
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http://www.compassionresiliencetoolkit.org/
mailto:InHealth@rogershospital.org
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