3.3 Interpersonal Skills 1 – Working Effectively with Others

SESSION OVERVIEW

Session Title:			Interpersonal Skills 1 -  Working Effectively with Others (1 hr)
Revision Date:			September 2013
Last revised by:			Sara Lim Bertrand
Aim of Session (Overview):
This session is to highlight the importance of working effectively with others as a Child Protection Officer and practice the following skills:
1. Working in Teams – as a team member or leader
2. Collective Decision-Making: Facilitation; consensus-building
3. Managing Conflict

	Session Objectives
	After this session, participants will be able to 
· Appreciate the importance of working effectively with others as a Child Protection Officer
· Understand that working effectively with others requires good interpersonal skills
· Increase self-awareness – understanding of personal preferences in terms of team roles and leadership styles
· Critically assess personal strengths and identify areas for further growth in this area


	Key learning points/ key messages
	· Our role in a team can refers to our tendency to behave, contribute, and inter-relate with others in the team.
· Different leadership styles can lead to different outcomes.
· Good facilitation can make the difference between “paper” decisions and true collective action commitments.
· [bookmark: _GoBack]If we have good relationships with stakeholders, they like working with us, and they see us as individuals/institutions who can help them achieve their own goals, the buy-in and collaboration will be much better.
· We need the facilitation skills to carry the process through to joint action.
· Consensus building emphasizes cooperation in sharing information and airing differences, which provides an opportunity to test assumptions, question our biases and for new ideas to emerge. It also affects how members experience the process and the value of their contributions. 
· “Buy-in” is needed from multiple stakeholders – both in the interpretation/analysis of the problem and in the formulation and implementation of the solution.
· Use consensus when you want high quality input and commitment, with follow-through, from a group. 
· Consensus is not always appropriate or possible in particular situations.

	Linked modules or context/rationale in which session is to be run
	ALL


	Preparation
	Copy handouts
Flip Charts
PPT adapted as required


	Equipment
	PPT
Flip Charts
Marker

	Handouts or additional session resources
	· Handout – Belbin Self-Perception Inventory
· Handout – Belbins Team Roles
· Leadership Style Questionnaire & Reading
· Handout – Leadership Style Survey

	Facilitator documents

	None

	Background materials for participants
	None





SESSION PLAN
	Activity
	Timing
	Facilitator’s Notes
	Methodology & Required Resources

	Introduction
	2 mins
	Introduce session objectives

	PPT

	Review of self-study exercise 3.3
	15 mins
	· Divide the participants into 7 small groups.
· Assign one of the following sub-categories to a different small group: teamwork, cultural sensitivity, accountability, communication, building trust, and leadership
· In small groups, request participants to list of actions CP Officers can take to build their competencies in their assigned sub-heading.
· Post the lists (written on flipchart sheets) on the wall.
	· CPIE Competency-based Self-Assessment and Development Plan 
· Flipchart

	Working in Teams
	15 mins
	Team Roles and Leadership Styles
· Explain participants will be taking an inventory of their team roles and a questionnaire on their leadership style as part of this session.
	PPT

	Collective Decision-making
	15 mins
	Facilitation
· Each is adapted to a range of situations, but in most situations we have found (through consultations and documentation at field level) that cluster and AOR leads do best with a facilitative style.
· CPOs may be responsible for leading a CP working group or work with partners. You will be facilitating at some stage when you’re in the field. 
· Good facilitation can make the difference between “paper” decisions and true collective action commitments
· We need to be perceived by stakeholders as credible – if we or our institution have a reputation for dominance, inefficiency or other weaknesses, people are less likely to willingly allow themselves to “be facilitated.”
· If we have good relationships with stakeholders, they like working with us, and they see us as individuals/institutions who can help them achieve their own goals, the buy-in and collaboration will be much better.
· But even with a good reputation and relationships, we need the facilitation skills to carry the process through to joint action.
· Ask participants to think of a colleague they have worked with who is particularly good, or bad, at facilitation. How do you know that s/he is a good or bad facilitator?
What skills or methods do they use - or lack?
Consensus Building
· Successful consensus processes follow several guiding principles:
· Consensus decision-making -- participants make decisions by agreement rather than by majority vote.
· Inclusiveness -- All necessary interests are represented or, at a minimum, approve of the discussions.
· Accountability --Participants usually represent stakeholder groups or interests. They are accountable both to their constituents and to the process.
· Facilitation -- An impartial facilitator accountable to all participants manages the process, ensures that ground rules are followed, and helps maintain a productive climate for communication and problem solving.
· Flexibility -- Participants design a process and address the issues in a manner they determine most suitable to the situation.
· Shared control -- Participants share responsibility for setting the ground rules for a process and for creating outcomes.
· Commitment to implementation -- The sponsor and all stakeholder groups commit to carrying out their agreement. 
· Consensus-building emphasizes cooperation in sharing information and airing differences, which provides an opportunity to test assumptions, question our biases and for new ideas to emerge. It also affects how members experience the process and the value of their contributions. 
· “Buy-in” is needed from multiple stakeholders – both in the interpretation/analysis of the problem and in the formulation and implementation of the solution.
· Use consensus when you want high quality input and commitment, with follow-through, from a group. 
· Consensus is not always appropriate or possible in particular situations.
	PPT

	Managing Conflict
	15 mins
	Tips for Leading a Difficult Conversation
· Some things to consider:
· What is your preferred or natural style of dealing with conflict?
· Which style do you go to when the conflict gets heated?
· What key takeaways are you willing to commit to? How will you negotiate difficult conversations differently in the future?
	PPT

	Team Roles inventory & Leadership Style Questionnaire
	30 mins
	· Request participants to take the Belbin Self-Inventory and Leadership Style Questionnaire
· Debrief
	· Handout – Belbin Self-Perception Inventory
· Handout – Belbins Team Roles
· Leadership Style Questionnaire & Reading
· Handout – Leadership Style Survey

	Wrap-up
	8 mins
	· Summarise and ask if participants have any questions.
· Explain to participants will practice these skills in the CP & Coordination session. 
	



