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The California School-Age Consortium

The California School-Age Consortium (CalSAC) 
provides training and advocacy for afterschool, 
school-age care, and out-of-school time professionals 
throughout California. 

Since 1982, CalSAC has been working to advance the 
needs of professionals. Through our focus on 
Connections, Competence, and Community, 
CalSAC can meet the needs of programs and professionals 
in the out-of-school time field.
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Getting Started

 Training Agenda
 Bike Rack

 Group Introductions
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Group Agreements

 Choose to be present and engaged in learning.
 Phone off or on vibrate.
 Avoid side bar conversations.
 Agree to disagree.
 Be aware of diversity in the group.

(culture, age, sexual orientation, privileges, gender and experience)
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Today’s Objectives

By the end of this module, participants will

 identify strategies and incentives for staff to self-
motivate;

d t d M l ’  Hi h  f N d  d h   understand Maslow’s Hierarchy of Needs and how 
needs affect motivation and appropriate incentives.
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Key Concepts

 Motivation, incentives, and rewards can help pull a 
team together and keep a successful staff on track.

 In our profession, incentives rarely come in the 
form of extra earnings, so we have to be creative in 
d   designing incentives. 

 Incentives on their own are not enough.  Opening 
up the lines of communication is a major goal for 
managers and upper management.  
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Key Concepts

Incentives and Communication:
 Staff know they can discuss work issues with “the boss” 

without fear.

 Staff feel their opinions or concerns are valued.

 Staff have more say in their assignments. 

 Managers can find out what procedures staff think could 
be changed.

 Managers can give staff members more freedom in their 
work environment and make changes as necessary.

CalSAC: Enriching children by empowering professionals for over 30 years. 
www.CalSAC.org

Activity: What Motivates Me

 Make a list of 6-7 things 
that motivate you at 
work.

 Possible ideas:

o Nice working 
conditions

o Promotion 
possibilities

o Job security
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Successful Expectations

You can build value into people’s work and increase their 
expectations of success by following these five steps:

 Clearly express your expectations 
 Make the work valuable  Make the work valuable 

 Make the work doable 

 Give feedback 

 Reward successful performance 
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Successful Expectations

Clearly express your expectations: 

 On a regular basis, tell employees what the goals are. 

 People need goals. p g

 Do not assume that they know what you want.

 Tell them as specifically as possible. 
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Successful Expectations

Make the work valuable:

 When you can, assign people to the kinds of work 
they like and can do well – work that is valuable to 
them them. 

 Give them work that enables them to achieve 
their personal goals, such as growth, advancement, 
self-esteem, professional recognition, status, etc.
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Successful Expectations

Make the work doable:

 Increase employees’ confidence that they can do what 
you expect by:

Trainingo Training

o Coaching

o Mentoring

o Listening

o Scheduling

o Providing Resources
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Successful Expectations

Give feedback:

 Give positive feedback 
on how staff are doing. 

 Positive feedback tells 
them what they need to 
continue doing. 
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Successful Expectations

Reward successful 
performance. 

 When employees do 
what is asked of them, what is asked of them, 
reward them with 
recognition. 
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What Makes People Work Well

 Knowing what motivates your staff allows you to 
best meet the needs of children/youth by first meeting 
the needs of staff

 Managers are more effective when they know what 
k  h i di id l ff b   kmakes each individual staff member want to work.

CalSAC: Enriching children by empowering professionals for over 30 years. 
www.CalSAC.org

Activity:  
What Makes People Work Well

 Complete the Self-Assessment:  What Makes People 
Work Well?

 Review and discuss your answers with a partner.
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Activity: Surveys Say
 Group 

reflection on  
what experts 
say
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Motivation through Recognition
 Recognition of staff members’ dedication and hard work 

can occur through:
◦ Structured reward programs that are planned in 

advance and are based on specified criteria.

◦ Spontaneous reward system that acknowledges 
the efforts of those who perform beyond their 
regular job duties.  

 Both structured and spontaneous reward programs 
require forethought and planning.
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Activity: Money is No Object
 3 groups
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Maslow’s Hierarchy of Needs

 Abraham Maslow held 
that people typically 
seek satisfaction and are 
motivated through a 
sequence of needssequence of needs.
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Maslow’s Hierarchy of Needs
Self-Fulfillment 
Needs: to realize one’s 

fullest potential

Ego Needs: the needs to be 
respected, to be ‘somebody’, to gain 

recognition, status
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Social Needs: the need to belong, to 
be accepted, to be loved

Security and Safety Needs: respectively, 
the needs to be free of the fear of deprivation and physical 

danger

Physiological Needs: eat, drink, rest,

Activity: Staff Survey

It is important to know what motivates staff!
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Get Involved with CalSAC:

 Join a Chapter in your area!

 Attend CalSAC’s Afterschool Challenge at the 
State Capitol.

 Apply to be a CalSAC Trainer!

 Join us online: Twitter, Facebook

www.calsac.org
CalSAC: Enriching children by empowering professionals for over 30 years. 

www.CalSAC.org
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Thank You and Evaluations

Please take a few minutes to complete the evaluation 
for this module.  Your feedback is greatly appreciated.

CalSAC: Enriching children by empowering professionals for over 30 years. 
www.CalSAC.org

Thank you for your participation!
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2.2.1a  

Self-Assessment:  
What Makes People Work Well? 

 
Agree Disagree Don’t Know 

1. People who are motivated to work perform better on the job 
than those who are not.        

2. Some people are unmotivated, and there is nothing the 
supervisor can do with them.          

3. In general, people won’t work at something they don’t like to do. 
      

4. The attitudes that a manager has toward subordinates can affect 
the work they do.                          

5. Most people work primarily for money.  
      

6. The style of managing plays an important role in employee 
motivation.        

7. Few people welcome criticism of their work.        

8. People always seem to want to be rewarded for doing a job. 

 
    

9. The average employee will not be committed to a task or a job 
that he or she doesn’t find valuable.        

10. A manager can often make work more desirable to an employee. 
      

11. Whether people in a work group are strongly motivated depends 
largely on the way they are managed. 

      

12. When employees suspect that they will have difficulty doing the 
work, they usually avoid doing it or else lose motivation.   

      

13. Membership in a team can persuade employees that the work is 
doable and can increase their expectation of success. 

      

14. Employees are happy at work perform better than those who are 
not.       

15. Managers have the ability to increase the value of work in 
employees’ eyes as well as their confidence in their ability to do it. 
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2.2.1b  

Surveys Say Handout 

Below are answers of handout 2.2.1a from experts in the field: 

1. Agree. People whose work is not very important over the long run usually do just what they have to do to 

keep their jobs, and not much more.  

 

2. Disagree. There’s no such person. Everyone is motivated, but not everyone is automatically motivated to do 

what their supervisor wants. The answer for managers is to make the work rewarding and doable. 

 

3. Uncertain. Some people work at what they don’t like to do for a time. Then the extra energy required to do 

something they dislike becomes a price they may not be willing to pay. And they probably won’t do the job 

very well while they do it. People work best at what they like to do. 

 

4. Agree. According to research, if you show that you expect your people to do a good job, they are more likely 

to produce good work than if you expect mediocre performance. 

 

5. Disagree. In employee surveys, money is usually fourth or fifth on the list. Most people find challenge, 

interesting work, growth, and advancement more important than money.  

 

6. Uncertain. No one style is effective with everyone. And there are some managers with a “nice” style who get 

poor results from people. The main thing people look for is a manager who helps them achieve what is 

important to them through their work. If you wish to have an effective team, however, it does help immensely 

for you to have a participative style – to be willing to share your leadership.  

 

7. Disagree. If criticism is necessary to do the job right, people accept it, even if it is painful. Receiving criticism 

to correct failings is better than floundering or fumbling, which few people are happy doing. Most people want 

to be successful at what they do. 

 

8. Agree. People do what they feel rewarded for doing. That’s human nature.  

 

9. Agree. That doesn’t mean that people won’t do the work. Rather, they won’t be committed, and probably, 

over the long haul, they won’t be very good at it. 

 

10. Agree. You can increase the value of the work by making it more important to employees. 



C a l i f or n i a  D e par t m en t  of  E duc at i o n/C hi l d  D e ve l opm en t  D iv i s i o n  a nd  t h e  C a l i f or n i a  S ch o ol - Ag e  C o ns or t i um   
S c hoo l - Ag e  Tra i n i ng  P r o je c t  

1440  B r oa dw ay,  S u i t e  501  ~  Oak la nd,  C A  9461 2  P h:  5 10 .444 .4 622  F ax :  5 10 .4 44 .4 62 3  w w w .C a lS AC . or g  
Enriching children by empowering professionals for 30 years. 

 

 

11. Agree. Since you are the key to the motivation of employees, you should have no trouble agreeing that your 

managing practices have nothing much to do with the motivation your staff feels. 

 

12.  Agree. Expectation of being successful and enjoying the rewards for doing the work are central to motivation. 

If employees don’t see the job as doable, they won’t want to tackle it. 

 

13. Agree. In an effective team, peers can supply support and help, both of which can increase employees’ 

confidence that the work is doable. 

 

14.  Uncertain. Employees who feel rewarded perform better than those who don’t. All we know about happy 

people are that they are happy; they don’t always do better work. 

 

15.  Agree. Managers play a crucial role in promoting employee self-confidence and interest in their work. 
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2.2.1c  

Staff Survey   
Motivation Handout 

 

 The people in my job who make me feel the best are those who – 

 

 The most important factor affecting morale on my job is –  

 

 The greatest satisfaction I get from my job is – 

 

 If I could make one change in my job it would be – 

 

 The most irritating part of my job is –  

 

 When something at work really aggravates me I usually – 

 

 When I can’t get help with problems at work I usually turn to – 
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CalSAC Training Topics and Modules 
All modules are 2 hours and can be requested at www.calsac.org using  

our online training request system unless denoted otherwise. 

Audience Level 
B=Beginner 

I=Intermediate 
A=Advanced 

CDE School-Age 
Training Project 

(Free Modules
1
) 

Working with Children and Youth 
1.1.1 Developmental Trends 101 B X 

1.1.2 Building Relationships With Children & Youth B X 

1.1.3 Effective Communication with Children & Youth B X 

1.1.4 Building Self-Esteem B  

1.1.5 Fostering Social Skills in Children & Youth B  

1.1.6 Professionalism I  

1.1.7 How and What to Observe in Children and Youth I  

1.1.8 Meeting the Needs of Children and Youth I  

1.1.9 Developmental Trends 201 I  

Creating Program Environments 
1.2.1 The Elements of the Environment B X 

1.2.2 Shared Space 101 B X 

1.2.3 Messages from the Environment B  

1.2.4 Shared Space 201 I  

Behavior Guidance 
1.3.1 Understanding the Behavior of Children & Youth  B X 

1.3.2 Developing Problem Solving Skills B  

1.3.3 The Role of the Staff in Behavior Guidance  B X 

1.3.4 Effective Supervision of Children and Youth B  

1.3.5  Including Children and Youth with Disruptive Behaviors I X 

Delivering Quality Programs 
1.4.1  Using Theme Webs for Curriculum Planning B  

1.4.2 Presentation Methods and Debriefing Activities  B X 

1.4.3  Daily Schedules B  

1.4.5  Introduction to Evaluation  I X 

1.4.6  Evaluation: A Self-Study A  

Academic and Enrichment Programming 
1.5.0  Exploring Curriculum Activities  B X 

1.5.1 Integrating Academics and Enrichment B X 

1.5.2 Homework Assistance B X 

1.5.3 Focus on Language Arts I  

1.5.4 Focus on Math I  

1.5.5 Focus on Science I  

1.5.6 Focus on Social Studies/History I  

1.5.7 Focus on Healthy Living I  

1.5.8 Focus on Visual/Performing Arts I  

Supervising and Supporting Staff 
2.2.0  The Role of the Site Leader I X 

2.2.1 Incentives and Motivation I X 

2.2.2 Coaching Staff to Success I  

2.2.3 Making Meetings Work I  

2.2.4 Delegations Skills I  

Including Children with Special Needs 
3.1.1 Creating an Inclusive Program  I X 

http://www.calsac.org/
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CalSAC Training Topics and Modules 
All modules are 2 hours and can be requested at www.calsac.org using  

our online training request system unless denoted otherwise. 

Audience Level 
B=Beginner 

I=Intermediate 
A=Advanced 

CDE School-Age 
Training Project 

(Free Modules
1
) 

Establishing Partnerships with Families, Schools and Communities 
3.2.1 Communicating with Families B X 

3.2.2 Understanding a Vision for Family Involvement I  

3.2.3 Listening and Responding To Families’ Needs I  

3.2.4 Partnering with Schools I  

3.2.5 Partnering with Communities I  

Leading Afterschool Programs 
3.3.1 Knowing Yourself as a Leader B X 

3.3.2 Your Leadership Style B  

3.3.3 Building Leaders I  

Equity, Diversity, Inclusion and Anti-Oppression 
3.5.1 Creating Respect and Safety  I X 

3.5.2 Going Deeper: Exploring Diversity I  

3.5.3 Exploring Privilege A  

3.5.4 Privilege, Power and the Ladder of Oppression A  

3.5.5 Exploring Cliques in Your Program I  

3.5.6 Becoming Allies with Children Youth and Families I  

Creating Culturally Sensitive and Equitable Programs 
3.6.1 Cultural Competence: Identity, Diversity and Engagement  A X 

3.6.2 Cultural Conflicts and Strategies A  

3.6.3 Promoting an Understanding of Cultural Sensitivity A  

Bullying Prevention Series2 
4.1.1 Understanding the Problem of Bullying B  

4.1.2 Understanding the Costs and Roles of Bullying B  

4.1.3 Bullying Prevention and Intervention Strategies  for Adults I  

4.1.4 Bullying Prevention and Intervention Strategies for Children 
and Youth 

I  

Health and Fitness (in partnership with Coaching Corps) 
Coaching Part I B  

Coaching Part II I  

Girls in the Game B  

Creating and Strengthening Sports Programs I  

English Learner Training3 (in partnership with Development Without Limits West) 
Knowing English Learners B  

English Language Development, Academic Support, and Linkage to the 
School Day 

I  

Healthy Cultural Identities and Engaging Families and Communities A  

Science, Technology, Engineering and Math (STEM) 
NPASS Training Project4 (in partnership with Education Development Center) B, I  

Hands-On STEM training in a variety of activities B, I  
 

 

 

 

 

 

                                                           
1 Free training provided through generous support from the California Department of Education Child Development Division School-Age Training Project. 
Available through June 30, 2013. 
2 Bullying Prevention training only offered as a 2 or more module series. 
3 English Learner modules are 4 hours. Also available in a one year package that includes all materials, coaching and technical assistance. Call to schedule. 
4 NPASS includes training, coaching and material kits for a 5-month program cycle. Call to schedule. 
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