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Today’s Techniques -
Consider the 3 Waves in the history of helping

= 1st Wave: Freud / birth of Psychology

— Personality is sealed -
Problems stem from deep intrapsychic issues.

= 2nd Wave: Rise of Casework / birth of Social Work

— Problems are found in everyday living / personality was
thought to be fluid and impacted by both nature and nurture

— Two economic events: 1946 Veterans Admin + 1947 NIH

= Two things remained the same for both waves...

= 3" Wave = Strength-based Practice (client-centered),
Brief Solution-Focused Therapies and Ml

The Stages of Change (SOC) Model

1. Precontemplation

&~
3. Preparation

Recycle ’
Relapse

Termination

Meeting Clients Where They Are

Rule of thumb breakdown -

40%, 40%, 20%

Precontemp / Contemp / Preparation

\N 7
80%

Use Stage appropriate interventions

Center for strength-Based Strategies
www.buildmotivation.com



Stages of Change for Addiction Behavior Modification

The core of the Transtheoretical Model is breaking down the complex process of changing behavior
into 5 distinct stages: precontemplation, contemplation, preparation, action, and maintenance.

Precontemplation (I am not intending to change):

During the first stage of the Transtheoretical Model, the addict is either uninformed about the
risks of substance abuse, or they choose to ignore these risks. They’re not reading, talking, or
even thinking about the consequences substance misuse brings to themselves or their
families. At this point, the addict will actively resist anyone who attempts to get them to change
their behavior. They’re not ready for change.

Practice Tips: Build the relationship. Allow them to talk about both sides of their ambivalence.
Don’t punish the “keep using side” but accentuate any change talk and increase their
awareness by asking them to elaborate on risks and problems they speak of when using.

Contemplation (I am intending to take action in the next 6 months):

They may know your destination, maybe even how to get there, but you’re just not ready.
They’ll choose worry for working on their substance issue. It’s thinking rather than action. 12
Step Groups have a common saying: “Self-knowledge avails us nothing!” (it’s all about effort
and action). They prefer a familiar self to a better one.

Practice Tips: Elicit reasons for change. Don’t attack their “don’t change side” as it often
strengthens the “dont change” side of their ambivalence.. Acknowledge the “don’t want to
change” side but do not stay there. Instead, place focus on their “need to change” side.
Deepen the change talk they utter. Tip the balance towards change by your interest and
questions.

Preparation (I am intending to take action in the next few weeks):

The person’s readiness to change increases. They’ve weighed the pros and cons of quitting
their substance of choice, and quitting/changing become stronger than staying the same. It's
more than just a decision to quit — they’ve taken concrete steps toward changing their
behavior. This could include buying a self-help book, going to see a therapist, or checking out
a 12 Step group — even considering treatment as something favorable.

Practice Tips: Jointly determine where to start and the best course of action. Develop a
timeline for action. Identify people who are willing to help. This is collaborative work.

Action (During the last 6 months, | have been taking action to resolve my problem):
Most traditional notions of AOD treatment start here! But increasing the readiness to change is
SO important to even reach this stage. All stages are valid, not just the action stage. (It has
been said that treatment staff are “addicted” to this stage! Determining they’re ready to take
action is critical. Now comes the actual actions and efforts of change.

Practice Tips: Help take steps toward change. Encourage early attempts. Affirm and support
the awkwardness of new changes, new living. Foster a grateful attitude. Point out positives.



« Maintenance (I solved my problem more than 6 months ago):
Know this is a chronic iliness — not an acute care issue. “After-care” is not enough. The work
required to abstain from destructive substances is not yet over. All it takes is one stressful
situation to potentially make an addict relapse. This is maintenance over the life span.
Practice tips: Affirm and support. Help them to stay vigilant to potential threats and “unsafe”
situations. Teach the finding and fostering support networks both early on and then to continue
through the life span

e Relapse
Falling back and relapse can happen. For every relapse episode the odds go up (not down)
that sobriety will catch hold.
Practice Tips: No shaming. Get them back into the wheel of change. Remind them of the
hopeful idea that every time they go around the wheel and don’t exit? ---they move closer to
the edge! So the “next time” is likely to be the successful effort. Odds go up with each attempt.

Prochaska’s Stages of Change:
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Thfﬁking abOUt it

THIRD EDITION

MOTIVATIONAL

NTERVENIG
— s assisting
people in

finding their
own reasons

for change.

William R. Miller and Stephen Rolinick

Research shows
staff behavior can

THIRD EDITION

MITIVATIONAL  cebuc
change talk

NTERVENG

Change talk predicts

later positive
outcomes

People can talk
themselves

in or out of change

William R. Miller and Stephen Rolinick
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“We must remember,

MOTIVATIONAL there is simply a limit

INTERVIEWING to coercion or
witn OFFENDERS advice....
Engagement, Rehabilitation,

and Reentry “It's exhausting....

Change does not

//@ have “sides” —two

people are involved
so staff's values

R e are critical too.

The Spirit of Ml
= “Change is difficult”

= So Ml creates an atmosphere / a positive climate

that helps change to take place...
= MI Spirit (P.A.C.E.) / “Notes” on next page

—Partnership
—Acceptance

 Absolute worth

¢ Accurate empathy
« Autonomy — support M
* Affirmation

—Compassion peart set
—Evocation

5 Benefits

(1) Ml was developed for those more resistant,
angry and reluctant to change

= Ml seems to take hold in systems that have relied
too heavily on directing and demanding

(2) Ml is Complimentary
= (a) client is more engaged (a) MI (EBP) for

engagement and retention, client finishes/intended
(3) Ml is learnable (indirect bengfits)

(4) Ml crosses cultures well

(5) Ml is a “good fit” for compressed time
frames

Center for strength-Based Strategies
www.buildmotivation.com



Notes of the Spirit of Ml — P.A.C.E.
P — Partnership

Partnership assumes the presence and participation of more than one person in the relationship.
Change is driven by individual motivation — not information or advice. Start with engagement or do
not start at all. You don’t need a partnership for compliance and obedience—yet it is a critical “must-
have” for behavior change. Creating partnerships is a learned-skill, it's more than friendliness or
good intentions. And it’s not about being happy or displaying a rosy attitude. Partnerships can be built
even with a grumpy personality. We don’t eliminate our authority; we suspend it to build partnerships.

A — Acceptance. There are four key components to fostering acceptance within a client relationship.

Absolute worth. This is very personal. The challenge is to look within and decide whether or
not criminal behavior negates a person’s humanity. MI believes every person has worth and
should be accorded basic human respect.

Accurate empathy. With the spirit of MI, you don’t listen to clients to collect information which
supports your preconceived judgments. You truly listen to understand the world as they see it.
Since all change is self-change, it is critical to understand their perspective.

Autonomy-support. We understand every person has the freedom to choose his or her own
course of action. A client can always accept the consequences. A person will work harder
and make more lasting change when he or she has a choice in important decisions. You're
not losing your power by acknowledging their choice; you’re increasing your effectiveness.

Affirmation. Affirmations helped to create a climate for change. They promote trust. Use
affirmations as one might use salt in cooking; a little bit improves the dish, but too much spoils
it. Affirmations mobilize client strengths. Affirmations acknowledge a simple truth: people
change through their distinctive abilities and attributes, rather than through their failures or
flaws. Acceptance is not a private experience, but something purposeful that is communicated
through your words and actions.

C — Compassion

Compassion is considering the client’s welfare and to give priority to his or her needs — while still
maintaining a reasonable focus on supervision and orders. It takes deliberate intention. Compassion
is not pity — there is much more hope in compassion. One of the most powerful human motivators is
the power of the committed heart. This commitment of heart involves more than just the client; it also
involves the values, beliefs and desires of staff.

E — Evocation

We do not install the reasons for change — we evoke them. The mindset for evocation aligns with
strength-based approaches where you trust that clients already have within them what is needed for
change. Evocation is more about capacity and values rather than deficit. Many treatment plans are
born from our perspective — but this does not make sense. The plan isn’t ours; it belongs to the
client. Build a plan from the client’s perspective, since it is he or she who will be asked to do the
necessary changing. Ml calls you to draw forth their wants, values and competencies. Wants and
values are why anyone changes. We must get to know what they are.

(Stinson & Clark, 2017)



The Four Processes of M|

Engagement o

Focusing We don’t need a
partnership for compliance
— but it's a requirement to
assist behavior change

Evoking

Planning

The Four Processes of Ml

Engagement

Focusing

Now that you're
Evoking shoulder-to-shoulder,
where are you headed?

Planning

The Four Processes of Ml

Engagement Goal of Evoking is
to keep the person:

(@) Moving, and

Focusing

(b) Moving forward based on
their reasons & desires

evoking <

Calling forth the
“change struggle”

Planning

Center for strength-Based Strategies
www.buildmotivation.com

11



The Four Processes of M|

Engagement

Focusing

Evoking

Planning

Planning:
(@) Signs of readiness to
change

(@) Three scenarios

(1) Clear path
(2) Several obvious paths

(3) Creating a path

(c) Avoid staff's “relapse”
back to control

G—

The Method of Ml
Behavior change is assisted across
Four Processes

Plan When? How?

Focus Horizon — Direction

Evoke Reasons for change

Productive Relationship

(1) Change Talk
(2) Ambivalence

| (3) Discrepancy

Center for strength-Based Strategies
www.buildmotivation.com
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Change

=— Talk
LS

Any speech—:
that favors

Ii-vvant to be healthy...
(approach)

movement in
the direction Ican’t stand this anymore...
of change (avoidance)

Change Talk

Change talk is the compass
« What we tune our ear to...

Of all the things the person tells you,
| what is it you want to reflect?

If you don't know the target,
you won’t know the change talk!

| Client-centered piece / Directional piece

-
&

“ambivalence”

Center for strength-Based Strategies
www.buildmotivation.com
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Video (3 min): Interview with Karen

about managing her rheumatoid arthritis

(1) This is not an example of MI.

(2) Karen will be pushed to change at the

end, *please note her language in reaction.

(3) Consider how Karen might be feeling

‘ when this short interview ends.

Psychological Reactance

= Decisional Balance

Psychological Reactance

= Decisional Balance

Center for strength-Based Strategies
www.buildmotivation.com



Push / Push Back

“Righting Reflex”

Amplify Push / Push Back
Ambivalence
[ 2 ﬁ
) ) L

Raise
Discrepancy

“Righting Reflex”

Center for strength-Based Strategies
www.buildmotivation.com



Discrepancy
Values/beliefs compared to Behavior/actions

| \ Values \ \ Behavior \

Real

Not between staff & client; but within the person

Examines conflict between what is valued
and important with the “painful present”

Counselor’s job is to create
awareness of discrepancy and increase the gap

Center for strength-Based Strategies
www.buildmotivation.com

16



The Causal Chain

Change

’ “Values-

Staff
behaviors

Desires”

“Push”

problem

Talk about

Defend the

Action -

Positive

Outcomes

“ambivalence”

Should 7 Can

[?

1?

Most positive
behavior change
occurs as a process —

where the SUD person
grapples with these
questions —in this

order

/

Will \ How Do

[? [?

Center for strength-Based Strategies
www.buildmotivation.com
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Agencies
lacking a

“Culture of
Motivation”

“C—

3 Motivational Constructs

= Why should | do it?
= (Importance)

- How would/can | do it?
= (Confidence)

- When should | do it?

» (Readiness)

Blended
Learning

approach,

Mativational

Center for strength-Based Strategies
www.buildmotivation.com





















MOTIVATIONAL INTERVIEWING

IDENTIFY BEHAVIOR CHANGES
(Ask staff: What's the target behavior for change?)

-

Open-Ended Questions
Affirmation '\

Reflection | Askabout their use of
S ummarize « OARS. Which did they do

Did they allow
the client to ...

well? Improvements for

next time?
1. Did they ask about the client’s
concerns, and share theirs?

7. Negotiation of
a plan?

2. Did they review the Good
things / Not-So-Good things

6. Menu of Options?
regarding the problem?

5. Offer the client “personal
choice and control” if

resistant? (yet review the
consequences too)

The “BIG 5” Traps

3. Did they use the
Importance /
Confidence Rulers?
If so, what were the
client's numbers for
each? (0to10)?

Y

Playing the Expert.
2. Arguing for the :

Sensible/Healthy/Lawful Choice. 4. Did they ask

. . . . about change in

Giving Unsolicited Advice. - the hvbothetical?

Premature Focus on Change. yp '

Asking Too Many Questions.

L o




Motivational Interviewing: It's a way of using questions and statements strategically to help people think and talk
in a positive direction — employing methods to assist people to find their own reasons for change.

PRECONTEMPLATION

I-COP

Evocative Questions for Eliciting Change Talk

1. Intention to Change
2. Concerns

3. Optimism for Change
4. Problem recognition

Strategies for Eliciting Change Talk

2. Asking for Elaboration
3. Imagining Extremes

1. Exploring Pro’s and Con’s

4. Looking Forward
5. Looking Back

Matching Approach to Stages of Change

Individuals are either unconvinced that they have a problem or are unwilling to . Develop rapport —
consider changes Pre-contemplatlon Increase sense of importance (to change)
o o b s . y ’ Highlight both sides of the ambivalence.
A person is actively considering the possibility of change; evaluating options - ;
but not ready to take action at present. Contemplation E‘fpg?:ﬁgﬁm?t‘a’a;ﬁa%‘gge
Clarify goals, plan
Individuals make a commitment as well as initial plans to change the behavior. Preparation Reduce barriers
Identify people who will help
Once people take effective action to make the change, they are considered to Engage in plan
be in the action stage. In action a person adopts strategies to preventa Action . .
relapse and a return to the problem behavior. Review often & reinforce change
The individual consolidates the changes and integrates it into his or her . Support changes / Relapse prevention
lifestyle. Maintenance (Ready them for the speed-bumps)

CHANGE TALK/D.A.R.N.C.AT.S.
D - Desire (I want to, prefer, wish)
A - Ability (I can, able, could, possible)
R - Reason (I should, “why do it?”)
N - Need (I must, importance, “got to!”)
C - Commitment (Intention) (What
intend to do?)
A - Activation (Readiness) (What ready
to do?)
TS - Taking Steps (What have you
already done- What are the steps from
here?)

COMMONALITIES OF EFFECTIVE BRIEF INTERVENTIONS

*

Feedback — alcohol/drug assessments, tests results,
efc.

Responsibility for change left with the probationer.
Ambivalence about change seen as normal.

Advice, clear and well timed, especially if solicited by the
probationer and not pushed by the officer. Direct

persuasion rarely produces change. Ask permission.

Menu of options, alternatives, or resources for what the

probationer would like to talk about or how they
would like to address the behavior.

Empathy expressed by the officer may be THE
most critical component of brief approaches. In
the absence of empathy, change rarely occurs.

*

*

Self-Efficacy supported and promoted. An
individual's belief in ability determines whether
or not they will attempt to change.

Key Concepts:
¥ Express Empathy
* Roll with Resistance
% Develop Discrepancies =
* Support Self-Efficacy

Develop Discrepancy: “Look for the Hooks”

4|

]
|
|

Good / Not-So-Good Things

Ask about their concemns or share your own,
Provide non-judgmental feedback or

What are some of the
Good things about ....?

What are some of the Not-
So-Good things about .....?

information. Social interactions.... Hangovers.........
Watch for signs of discomfort with the status | Fit in with friends. ... Cost money.......
quo, or interest or ability to change. Helps me relax...... Girlfriend nags....
Use reflection, questions, and summariesto | Quenches thirst ... Legal problems...

draw out positive talk.

Explore Change in the Abstract

Importance / Confidence Rulers — On a scale of 1 to 10 ...

Conditional Statement Plan of Action

How important is it for you to make a change in

How confident are you that you could change i

your..... ? you wanted to?
Ifyou wantedto ........ | How would you do it? 4 4
i L kT T 10 e TR 10
If you decided you How would you go ““Not Importarif™ “Very Important’ | “Not Confident' “Very Confident”
wantedfo ......... about it?
a. What makes it that important? a. What makes you that confident?
Ifthe time were right... | What would you do? b. Why are you at a 2? and not a lower number? b. Why are you at a 22 and not a lower number?
¢. What else? ... hat else?... c. What would it take to raise your score to a ?? ?
d._How can | help you get there? a

%







BUILD ‘s , MOTIVATION

GREAT LAKES TRAINING, INC | THE CENTER FOR STRENGTH-BASED STRATEGIES

Approved for CEU'’s

for Motlvatlonal Interviewing (MI)

The most comprehensive series published for
Mativational internet-based training in Motivational Interviewing

Interviewing (MD)

Responding to Change Talk B nd | fais! Levels of Reflection - Repatitions The Skills of M

‘_1

has become a
favored Evidence-
Based Practice

because it's been

found to increase

engagement . Unllmlted Access for Two Years'

between staff

Created for busy staff with no prior tra\mng in MI

 and client . .
e or have completed training but need to continue building skills.

Why the demand

for Ml in agency

‘work? Because it's

PEER GROUP 20
Busy staff can take the courses Then staff can meet in small groups
when their schedule allows and use companion booklets that are
available for each Web Course -
all to assist continued development
and skill-building

Discounts for group sign ups
Contact the Center for Strength-Based Strategies

(517) 244-0654
www.buildmotivation.com




WEB COURSE BENEFITS

PAST CONTRACTUAL
CONSULTATION/TRAINING
PROVIDED TO (selected list).

Puerto Rico Addiction Technology &
Transfer Center (ATTC), San Juan, P.R.

US Dep’t of State (Mediterranean Section)
- United States Embassy - Malta

US Department of Justice - Office of
Justice Programs (OJP)

US Department of Health & Human
Services (DHHS)

United Nations Office on Drugs & Crime
(UNODC), Salvador, Brazil

Superior Court of Guam - Agana, Guam

New Zealand Office of Children, Youth and
Family (CYF), Wellington, NZ

American Probation & Parole Association
- (APPA)

Northwest Frontier Addiction Technology
Transfer Center - Portland, Oregon

Brisbane Center for Strengths Based
Practice, Brisbane, Australia

Correctional Services of Canada

State Department of Corrections-
Community Corrections-Kansas

-Oklahoma -New Hampshire
-Wisconsin -Michigan
-Wyoming -Louisiana
-Utah -ldaho

Office of Juvenile Justice and Delinquency
Prevention (OJJDP)

Center for Substance Abuse Treatment
(CSAT)

National Council of Juvenile and Family
Court Judges - (NCJFCJ)

Mid-Atlantic Addiction Technology
Transfer Center (ATTC) - Richmond, VA

American Correctional Association (ACA)

Hunter Institute of Mental Health,
Newcastle, (New South Wales) Australia

Michigan Association of Mental Health
Boards (MACMHB)

Pennsylvania Board of Probation & Parole
(PBPP)

University of Hawaii / Oahu Juvenile Court
- Manoa Campus (Honolulu, HI)

Los Angeles County Probation (Juvenile
Probation & Facilities)

US Department of Health- Family and

* New Learning. Staff unfamiliar with Motivational Interviewing can gain an extensive
foothold of knowledge and know-how by accessing this series.

¢ Continued Learning. Has your staff had the opportunity to access training in MI? Then
don’t lose the momentum or learning transfer gained from past attendance. Continue the
attention and keep staff focused.

¢ Follow Up. No one wants to throw away training dollars, but let’s face it—it’s hard to
continue learning experiences once an onsite training wraps up. Remember, an “extinction
clock” starts ticking as soon as training ends and newly acquired skKills are threatened
if there’s no follow up. Web courses are an excellent way to fortify skills and keep the
momentum.

¢ Coaching & Training. With the Peer Group 20 added for small skills groups, if your
agency has Ml trainers onsite, then leading these groups improves their skills for both
coaching and stand-up training. If not Ml Trainers, then select staff can be helped to learn
how to be your onsite coaches.

* Not a rehash of business-as-usual. Many courts and agencies are familiar with web-based
Continuing Education Units (CEU’s) but first generation materials are often presented in
a boring format. “Pages of block text followed by a test” is the best way to describe what
many are accustomed to. No more. These new web courses are dynamic and engaging,
written and produced in a brand-new software format that renders this old CEU pages-
of-text style obsolete. Comments have included, “interactive,” “unbelievable” “visually-
appealing,” and “I didn’t know web courses could be presented like this.”

G

¢ Time. Being “too busy” is always a realistic threat to new learning. These courses can be
taken whenever the time’s right for a staff person’s busy schedule

¢ Ease of access. Supports PC or MAC. Courses can be taken via a computer at work, a
home computer, laptops, IPad or Tablets and smartphones are all accessible.

¢ Receive CEU’s. Does your staff have requirements to complete Continuing Education
Units (CEU’s) on a quarterly or annual basis? If so, let us know your requirements so these
courses can be authorized and accepted by your certifying organizations.

* Reduced distractions to agency operations. Reduce the length of in-person (classroom-
based) training time needed by having staff complete these multiple courses prior to the
importation of onsite training. Inform your consultant/trainer of this web-based series so
they can tailor their training to synch up with these web-courses.

* Corrective feedback. While it’s true that web-based content cannot teach skills, it is also
true that this new generation of web-course software can offer immediate, corrective
feedback. Students are told “why” their answer was right or alternately have explained
“why” their answer was wrong. This avoids the “learn-wrong - do wrong” that plagued
earlier generation software that displayed pages of text with no oversight.

* Complete Information. Some web-based sources will offer either a single hour-long
course in Motivational Interviewing or attempt to cover a topic this broad in four or five
courses. Gain access to one of the most extensive series now published in our corrections
field - twenty (20) courses in all - that offer a thorough examination of Motivational
Interviewing.

New! This webcourse series has been upgraded to ADA compliance
(American with Disabilities Act). All courses are WCAG 2.0 compliant.

Contact the Center for Strength-Based Strategies
(517) 244-0654

www.buildmotivation.com y
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2 years of unlimited :

Free note-taking

access M OT | VATl O N packets

Quick Guide to the “MI -20” Web Courses
(Including 20 Companion booklets for small group skill-building)

Module 1: Introduction to Motivational Interviewing

Module 2: The Spirit of Motivational Interviewing

Module 3: The Four (4) Processes and Three (3) Styles of Motivational Interviewing

Module 4: The Four (4) Principles of Motivational Interviewing

Module 5: Client-Centered Counseling Skills (1): Open Questions and Affirmations

Module 6: Client-Centered Counseling Skills (I1): Reflections

Module 7: Client-Centered Counseling Skills (1ll): Summaries

Module 8: Resistance Examined: New Tools for an Old Problem

Module 9: Recognizing and Eliciting Change Talk

Module 10: Developing Discrepancy

Module 11: Responding and Reinforcing Change Talk

Module 12: The “Semi-Directive” Nature of MI: Summaries & Directive Reflecting/

Module 13: Deepening Change Talk

Module 14: From Evoking to Planning: Change Planning with the Client

Module 15: Strengthening Commitment — Supporting Action towards Change

Module 16: Problem Discussions, Giving Advice and Exchanging Information with an M
Perspective

Module 17: Navigating the Tough Times: Working with Deception, Breaks with Agency
Mandates and Sanctions

Module 18: Learning Motivational Interviewing - Experiencing A New Approach to Service
Delivery

Module 19: A Deeper Look at Engagement and Focusing: Learning How to Walk Together -

Towards the Same Destination

Module 20: From Start to Finish: Putting Motivational Interviewing Into Practice

Companion Booklets for skill-building in small aroups

All courses are Disability (ADA) compliant
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BUILD () MOTIVATION

Quick Guide to the “Supervisor 5 Web Courses
(Including 5 Companion booklets for small group skill-building)

Module 1: Successful Implementation and Sustainability of Motivational

Interviewing (Ml) Practice / Learning Objectives:

1. Define and use the open systems model of organizations to locate Motivational Interviewing (Ml) in the
organizational environment.
2. List and define the six stages of implementation and apply them to the implementation of Motivational
Interviewing.
Module 2: Modeling and Demonstrating Ml for Staff / Learning Objectives:
3. Explore opportunities to model the use of Motivational Interviewing in a variety of supervisor/staff
interactions.
4, Practice techniques for demonstrating motivational interviewing skills to help staff resolve ambivalence
about full commitment to gain Ml proficiency.
Module 3: Coaching the Key Skills of Motivational Interviewing / Learning Objectives:
5. Clarify the overlapping roles of supervisor and coach.
6. List skill requirements for supervisors for evaluating Ml with their staff.
7. Review the importance of the “four processes of MI” and their relevance for MI competence.
8. Demonstrate, and practice, skills necessary for basic competence in the evoking process of Motivational
Interviewing.
Module 4: Small Groups — Practice Methods for Skill Building / Learning Objectives:
9. List the attributes of a good coach - take a longer look at coaching and list the goals and methods for
helping staff acquire Ml skills.
10. Examine the differences among those you will coach/supervise.
11. Describe how to create a “good enough” learning environment .
12. Describe some steps in the coaching process — demonstrate a typical coaching session.
13. Examine a list of skill deficits that are common to trainees.
14. List the possible settings for conducting a coaching session.
Module 5: Introduction to Coding Motivational Interviewing / Learning Objectives:
15. Review the benefits of coding.
16. Identify what a coder looks for. Will explain what observable interviewer behaviors coders look for and
what “codes” those behaviors are given.
17. Explain the term “global measures” and look at what codes these measures are given.
18. Practice coding an actual motivational interview. Learn how coding is like grading an exam, only in this

case, the coder assigns a level of proficiency.
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