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    A service of the Children’s Bureau, member of the T/TA Network
Peer Training Network

National Child Welfare Resource Center for Organizational Improvement

Responses to Wyoming’s Request for Information on Social Networking and Advanced Degrees Incentive
6/3/2010
Request: 

I’m looking for some information for the State of Wyoming.  They are wondering if any state welfare agencies have a pay or benefit increase for staff that receive advanced degrees during employment (e.g., receipt of MSW while employed with state child welfare agency).  They would appreciate any example of a state's rules or policy on this topic. 
 

Also, have other states/child welfare agencies used social networking to communicate with workers (for example, Facebook, Twitter, blog sites, etc.)? 
Responses:

1. Michelle Graef, Midwest Child Welfare Implementation Center: While I realize this might not be exactly what Charmaine was looking for, I thought I'd let you know about a social networking site we have created specifically for the child welfare community. The site is still in it's relative infancy, but we'd welcome participation by and feedback from any of the members of your peer network. It's free and I think it offers a lot of potential for peer to peer networking of a topical or general nature. 
Thanks, 
Michelle Graef 

  

	CONNECT: Your Child Welfare Internet Community
CONNECT is a social networking site developed and hosted by the Midwest Child Welfare Implementation Center, a service of the Children’s Bureau and a member of the Training/Technical Assistance Network. CONNECT was designed exclusively for people who work in the child welfare community at the state, tribal, county, and federal levels. CONNECT allows you to find people who are doing the same child welfare job you are doing in another place. It may be a worker in another part of your own state, or someone in another system, state or tribe. You can share thoughts and ideas, frustrations and satisfactions, and documents or slide shows with your peers. Whether you are an administrator at the top of your agency or a worker on the front lines, CONNECT can help you learn new ways to look at things or can validate your current practices. You and the children you serve can benefit from better connections and from the support of your peers. To access CONNECT, and learn more about it, click on the web link below.
http://connect.mcwic.org/ 



2. Amy Mobley, Georgia Department of Family and Children Services: Georgia offers its social services case manager staff a pay increase if they receive an advanced MSW degree during their employment.  They also pay social services case managers an increase in pay if they have their MSW degree prior to employment. Rosa Waymon or someone in her office can provide this additional information.  The number is 404-656-4210.
3. Bruce Rollins, Rhode Island Child Welfare Institute:  By union contract caseworkers who obtain a “job-related” master’s degree will receive a 2,000 dollar bonus that is built into the base salary.
4. MB Lippold, Indiana: We have had conversations about increased pay/benefits for those completing our MSW program, but that has not materialized and in this economy, probably will not for the foreseeable future.

 

We are also not using social networking to communicate with workers although that is also under discussion.  We did have tehe ability for workers to text using their cell phones, but it was not a feature widely used, and so we discontinued it due to cost.

5. Donna Stephans, Texas: We have a tuition reimbursement but it is not tied to promotions.  But what we do offer our staff is an internal certification program that is tied to promotion...you may be able to use some the language. I'm attaching a copy of that policy.   The certification program is based on: professional development hours, tenure and professional deportment.  

 

We do not use social networking through the major applications like Facebook and Twitter, but we have used it some through our learning management system.  We are still in the process of tweaking a policy around its uses.  You know how tenuous open records can be.  We currently use Moodle- an open source LMS.  It provides limited capability.  I'm including Dara Smith (Manager of Learning Systems,) she can provide a little more information on our application. 
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1.0       Purpose

This policy provides guidance to employees and supervisors regarding promotions and demotions as they relate to the DFPS certification policy.

2.0       Policy

Promotions within the worker series are based on obtaining certification. The implementation of certification supersedes all previous career-track policy, as well as all minimum qualifications on previously posted jobs. 

For future promotion, workers in all eligible programs must comply with the certification requirements outlined by the Protective Services Training Institute (PSTI), including staff hired before the implementation of the certification program.  

2.1 Promotions / Payroll Effective Dates

Effective dates for promotion are the first day of the month following the month in which the employee attained certification. (For example, if a specialist is certified on July 2nd, the specialist’s promotion and new salary takes effect on August 1st.) 

2.2 Returning / Rehired Employees 

The following conditions apply to employees who separate from DFPS as well as those who leave one DFPS program area to work for another and then return to the original area. 

    Workers and supervisors may return to their original program area through the competitive selection process only, by applying and interviewing for the position. 

    Workers and supervisors rehired by DFPS return at the classification they held previously, or the current classification that corresponds to it, and return at the minimum salary for the applicable salary group. Some caseworker positions have a unique starting salary that is considered the minimum.  

    A division, district, or regional director has the authority to increase a rehired employee’s starting salary up to the salary the former DFPS employee received at the time of separation. 

      To be eligible, the former employee must be rehired within one year of separation from DFPS. 

      Salary limitations on rehired retirees returning to the retiree’s former position supersede this option.

      If a worker resigns from DFPS and returns with a bachelor’s or master’s degree in social work, the worker is hired at a salary that is 3.4 percent or 6.8 percent higher than the minimum salary for the appropriate salary group.

    Caseworkers and other workers such as SWI staff who return to DFPS employment and are not certified for the level to which they have returned must attain certification for that level. 

      A worker who needs one level of certification has six months from the date of hire to obtain certification (specialist certification).

      A worker who needs two levels of certification has 12 months from the date of hire to obtain both levels of certification (advanced certification ).

      A worker who works for APS, CCL monitoring, or SWI and needs three levels of certification has three years from the date of rehire to obtain all three levels of certification.

Failure to obtain certification by the specified date results in a demotion to the highest level for which the worker meets the minimum qualifications. This demotion requires that the employee receive the minimum salary of the new salary group.

Exception
If a current or former DFPS program director, program administrator, or direct delivery supervisor decides to return to the series for protective services specialist or child care inspector (Child Care Licensing), the worker may apply his or her supervisory experience toward the tenure requirement for a caseworker position. 

Employees or former employees who use this exception to return to advanced levels of the worker series must obtain the appropriate level of certification within the timeframes referenced above.    

2.3 Demotions

The following conditions apply to employees who are demoted:

    Caseworkers and other workers such as SWI staff who voluntarily accept a demotion to a protective services specialist position in another program area receive a 3.4 percent decrease in pay, unless the regional director waives the reduction. Workers who accept the demotion must be hired through competitive selection. 

      If the worker wishes to return to his or her original program area, the worker returns at the classification held previously, or the current classification that corresponds to it. 

    If an employee is demoted from a nonprotective services specialist to a protective services specialist position, the employee receives a minimum 3.4 percent decrease in pay, unless the regional director waives the reduction. 

      An employee returning to his or her former classification in fewer than 12 months after a demotion, receives a salary set at the amount he or she received just before the demotion. 

     If the employee returns to his or her former classification 12 months or more after demoting into the protective services specialist series, the standard promotion policy applies.  

2.4 Verification of DFPS Experience Before Promotion

Staff eligible for promotion, including those who worked for DFPS when it was PRS or DHS, provide sufficient information to establish that all of the certification requirements published on the PSTI Web site have been met. 

Requirements vary depending on the date of hire. Refer to the PSTI Web site for details.

All applicable previous DFPS experience must be reflected on the State of Texas application for employment. The HHSC Human Resources (HR) staff use the state application and DFPS payroll records to verify applicable tenure before approving a promotion. If the appropriate tenure is not reflected, the promotion cannot be processed. 

2.5 Re-Certification Requirements

There are two levels of specialist certification: specialist and advanced specialist. Both levels must meet specific requirements for experience, training, and performance within the applicable CPS, APS, CCL, or SWI program. See the PSTI Web site for the specific requirements for each program. 

Maintaining certification ensures that a worker is eligible for promotions when the worker reaches the appropriate level of tenure in a qualifying position. 

2.6 Certification and Recertification in Child Care Licensing

There is one certification program for the RCCL and the CCL monitoring and investigation divisions. Employees who transfer between the two divisions after obtaining certification do not appear on the certification report that is sent to the HHS HR office when they meet the tenure requirements. The supervisor and employee must notify their HHS HR contact to process the promotion. 

If an employee is due for promotion to CCL specialist V, but is not yet required to recertify, the employee does not appear on the recertification report that is sent to HHS HR. The supervisor and employee must notify HHSC HR to process the promotion. 

2.7 Lapsed Certification, Employee Changes, and Other Issues

The following conditions apply to employees with a lapsed certification or other issues:

    Employees are promoted to a CPS specialist V position only through the competitive selection process. 

    A rehired or returning employee must contact PSTI’s certification office to reactivate his or her certification status. 

    Employees notify the PSTI certification office about office changes or residence changes to receive their recertification notice. 

    Employees who change programs or leave a position notify the PSTI certification office to inactivate the certification for the program they have left. 

    BSD courses do not count toward advanced certification. 

    No program area may waive the certification requirements. 

    Managers may not launch a classification audit through accessHR self-service to promote an employee who is overdue for a promotion related to certification. Managers must notify the appropriate HHS HR contact responsible for processing the promotion. 

3.0       Definitions

The terms caseworker, worker, and specialist are used interchangeably.

3.1 Certification – A voluntary process designed to recognize professional development beyond the basic job skills required for DFPS specialists and supervisors in Texas. Certification strengthens staff credibility because workers who are certified have demonstrated a mastery of specialized knowledge and skills to perform the tasks of a DFPS specialist or supervisor.

Certification includes specific requirements for education, DFPS and program experience, training, performance, evaluation components, and testing (for supervisors only).

3.2 Initial Selection Criteria – The skills and or experience that an employee or applicant must possess to perform a specific job. The initial selection criteria for worker positions are consistent with certification requirements. There is no waiver for initial selection criteria or certification requirements.

4.0       Persons Affected

This policy applies to all workers in APS, CCL, CPS, RCCL, and SWI. It also applies to program supervisors as detailed in the appropriate sections. 

5.0       Responsibilities

5.1 Division and Regional Directors

Division and regional directors ensure compliance with this policy within their respective divisions and regions. 

5.2 Managers and Supervisors

Managers and supervisors confirm that their employees have met the requirements for the applicable level of certification before signing the application for certification. Managers and supervisors must contact HHS HR if one of their employees does not receive a promotion after meeting all requirements for certification.

6.0       Procedures

6.1 Applying for Certification

1.   The worker or supervisor completes the application for certification when all requirements for the applicable level have been met.

2.   The employee’s supervisor reviews the application and confirms by his or her signature that the employee has met all necessary requirements.

3.   PSTI reviews the application and supporting documentation to verify that the employee has met all applicable requirements for certification.

4.   PSTI notifies HHS HR staff when an eligible employee has met certification requirements. 

5.   HHS HR and PSTI coordinate when questions arise about eligibility. The appropriate supervisor or program are consulted when necessary.

6.   HHS HR staff complete the required action in the accessHR system to promote eligible employees.
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