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Statement of Purpose/Overview
The University of South Florida, through a subcontract with Advanced Systems Design,
Inc. (ASD), has completed a national child welfare training curriculum review that will be used
to inform development of Florida’s pre-service training for child welfare professionals
throughout the state. Florida’s Department of Children and Families (DCF) has begun a Child
Protection Transformation which will transform the role and practice of the hotline,
protective investigation and case management so that the components of the system work
together as an integrated unit. Pre-service training curriculum for all child welfare
professionals is to be developed and aligned with this Transformation. This review will inform
and make recommendations for the upcoming design and delivery methods used in the
development of curricula in nine (9) areas: hotline, protective investigators, case managers,
adoption, licensing, new supervisors, experienced supervisors, children’s legal services, and
leadership. Included within this review are the domains of adult learning theories, findings
from statewide focus groups, national review of effective training delivery methods, and
national child welfare trends for training provided by states to newly hired case managers,
protective investigators, supervisors, and other child welfare positions. This review also
summarizes information on training, resources and curricula that are available in the public
domain for “specialty” practice areas, for example, motivational interviewing, engagement,
trauma informed care, culture competency, and child development. These resources support
both pre-service curricula development and ongoing training opportunities.
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Methods
A variety of methods and data sources were used in completing this review. Methods
included analysis of statewide focus groups, a thorough review of the literature and evidencebase regarding adult learning and training strategies, and analysis of state Child and Family
Services Reviews (CFSR) findings. National pre-service training curricula were reviewed to
identify strategies that are currently being used throughout the nation. (See attachment 1,
Child Welfare Curriculum by State)
Focus Groups
Focus groups were conducted statewide in 2013 for the purpose of gathering valuable
information and feedback regarding Florida’s current pre-service training content and
delivery. Focus groups consisted of child protective investigators, case managers (foster care
and adoption), supervisors, leadership personnel, foster care licensing staff, hotline
counselors, and quality assurance managers; separate focus groups were held for new and
experienced case managers and hotline counselors. Generally, focus groups were asked to
describe what they remembered about the experience and what they learned in pre-service
training, what worked well, and what improvements are needed moving forward. In addition,
seasoned staff and supervisors were asked to describe skills that are necessary for new staff to
have learned by the time they exit pre-service training, how classroom and practice connect
once staff are “on the job,” and how management/leadership can support training. The
primary goal of the focus groups was to obtain feedback and information about the current
pre-service curriculum and training experience, what works well and what areas need to be
improved.
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Review of Literature
A national review of the theoretical and research literature base on adult learning
strategies and training methodologies was conducted. This included a review of the evidence
on classroom instruction, e-learning, and blended learning strategies, as well as field-based
training instruction, such as coaching, mentoring, and shadowing. Resources reviewed
included data from other disciplines beyond child welfare (e.g. education). (See attachment 2,
Curriculum Design and Literature for (9) Curricula Audience)
Review of CFSR Data and State Training Curricula
A review of Child and Family Services Review (CFSR) results regarding pre-service
training for Florida published in 2001 and 2008 was conducted. These findings were used to
assess the effectiveness of Florida’s current training practices and areas where training needs
improvement. We also reviewed findings from the 2nd round of the CFSRs for each state as it
pertains to their staff development and training programs. We focused on states that were in
substantial conformity on two measures. The first measure looks at whether the State provides
initial training (pre-service for newly hired staff) which supports the goals and objectives of the
state’s specific Child and Family Services Plan (CFSP). The second measure rates the State on
the provision of ongoing training for existing staff that addresses the skills and knowledge base
needed to carry out the duties as specified in the state’s specific CFSP. (See attachment 3, CFSR
Training Section-State with substantial conformity)
Our search strategy also included information-gathering from individual state preservice training models. Their inclusion within this review is limited based on the availability of
online resources. The purpose was to examine and summarize the most common
7

characteristics of training curricula from all 50 states and align these with evidenced-based or
promising practices. Characteristics reviewed are content, delivery method, duration,
theoretical underpinnings, development and implementation methods, and methods espoused
to be promising or evidence-based practice. Collection methods included:
•

Use of information provided by the Child Welfare Information Gateway’s “State Child
Welfare Training Resources” for each state. Links to actual curriculum, courses listed
and related information, and state level and/or partner contacts were identified for
each state.

•

A Google search for each state was performed; when no information was found online,
phone contacts were made with states to collect information about pre-service training
content and delivery methods.

•

Review of Children’s Bureau T/TA Network resources such as the websites of the
National Resource Centers.
Findings
This section begins with a synthesis of the Florida focus group feedback which brings to

light some of the gaps in Florida’s current pre-service curriculum. Presented next are
theoretical foundations for adult learning, individual learning styles, and transfer of learning.
Training delivery strategies are then discussed, which include classroom training and elearning, as well as on-the-job training which encompasses coaching, shadowing, and
mentoring. Finally the section concludes with the results of the review of available pre-service,
in-service and specialty curriculum.
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Focus Groups Feedback
Focus groups with Hotline Call Center staff and leadership indicated that current preservice training provides good instruction on understanding law, policy, and procedures.
However, adjustments are not necessarily made to reflect changes that impact practice in the
field. The need to connect the classroom instruction to the field was an overarching theme;
focus groups felt that additional time is needed for observation, shadowing, and practice of
the hotline experience. Suggestions included incorporating more time for new counselors to
take “live” calls; currently this is done for two weeks and is limited to one call per hour.
Counselors should be provided more opportunity to field calls, practice writing skills, ask
questions and receive feedback. Additional suggestions for areas to add or enhance are in
customer service skills, writing skills and documentation, and inclusion of guest speakers that
have expertise in specific practice areas such as protective investigations, impact of domestic
violence, and trauma informed care.
Focus groups with child protective investigators, case managers (foster care and
adoption), supervisors, foster care licensing staff, and quality assurance managers indicated
that the current pre-service classroom instruction does not adequately prepare staff for daily
work expectations and responsibilities. Training is driven largely by power point presentations
and lecture, and does not link effectively to practice. The use of e-learning and videos,
furthermore, received mixed reviews. Participants stated that currently the eLearning
materials are outdated and suggested revising the case example videos and incorporating
actual case scenarios that are encountered in the field. Participants would be able to observe
the case examples, react, apply, and practice. The training on the Florida Safe Family Network
9

(FSFN) that is included as part of pre-service, however, was appraised more positively by
participants. Several focus groups highlighted this as an area that is done well and felt that
staff exit the training with an understanding of the general functionality of the system.
Suggestions included incorporating FSFN content sequentially into pre-service training, which
would support a more hands-on/practice model.
Focus groups expressed a need for more interactive and engaging activities during
classroom training events that include “real life” case information that then is applied in the
field. Classroom format should allow for practice of interactions with children and families, as
well as legal requirements of the job. Examples of skills that should be addressed through
training include pre and post commencement of the protective investigation activities (e.g.
review of prior abuse/neglect and criminal history, initial on-site visit with child victim and
alleged perpetrator, ongoing visits, collateral contacts and interviews, etc.), interviewing,
conducting the initial visitation with child(ren), parent(s) and/or caregiver(s), completing a
family assessment, safety planning, family engagement, staffing, writing a case plan, judicial
reviews, and general documentation. Participants proposed that trainees would practice
“typical” interactions and expectations during classroom sessions, get immediate feedback and
direction from instructors, and then apply these skills within the field during the pre-service
training experience.
Coaching, shadowing, and general field experience is how most focus group
participants felt they learned their jobs. These activities were seen as very valuable. More
structure of this training component was recommended: hands-on activities should be well
planned and resemble “real life” situations, provide immediate feedback, and be linked back to
10

the classroom for discussion and transfer of learning activities. It was suggested that trainees
be assigned to follow a case from beginning to end, possibly as a secondary worker in an open
case with an experienced worker assigned as primary worker. Using “real” case information
and practicing skills, including the navigation and input into FSFN, should occur throughout the
pre-service learning experience. Additionally, supervisors and experienced case management
staff suggested that new staff be hired and paired with a “coach” prior to attending pre-service
training. Participants felt this would allow for a learning experience that would promote
transfer of learning as well as “weed-out” hires that ultimately are not a good fit.
Practice areas that were noted as needing more time and focus include family
engagement, critical thinking skills, time management, court preparation, reflective and active
listening skills, documentation and writing skills, and local expectations and resources.
Including guest speakers that have expertise in specific practice areas was also suggested.
Focus group participants reported that trainers play a key role in the classroom learning
experience, transfer of knowledge, and overall outcomes of pre-service training. Trainers need
to be more dynamic rather than reading power points, need to stay current with the field and
bring relevancy to training, and provide a better foundation as to “why are we doing this”?
Furthermore, adoption and licensing case management staff indicated that in general, training
activities and curriculum do not incorporate specific learning content for these positions.
Adult Learning Theory
Developing an effective training curriculum requires an understanding of adult learning
theory. A number of models have been developed to explain how adults think and learn.
There is no single theory that explains all learning; rather there are a number of theories that
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provide a framework for understanding adult learning. Below we discuss the most influential
learning theories utilized in adult learning as well as individual learning styles and the transfer
of learning.
Andragogy. The foundation for adult learning theory, or Andragogy, pioneered by
Malcolm Knowles (1995), recognizes five principles of adult learning. First, adults have a need
to be self-directed and may be resistant to others imposing their will upon them. In a passive
learning environment, the learner is dependent on the instructor to provide knowledge that
the leaner will absorb and regurgitate. However, adult learning theory suggests that the adult
learner should be a participant in determining their learning needs and seeking out knowledge.
Although adults may prefer to direct their own learning, they may also be accustomed to
passive learning environments and therefore learning to acquire new knowledge on their own
may not come so easily. Further, the adult learner’s dependence on the instructor is based on
their basic level of knowledge of the content. If they have limited knowledge, they will depend
on the instructor more. As their knowledge base grows, so will their confidence in seeking out
information (Cercone, 2008).
Second, adults enter into the classroom with varying life experiences which serve as a
resource to the learner and other learners. Not only does one’s own personal experience
become a resource supplement to their learning, but those experiences can also serve as a
resource to enhance the learning of others in the classroom. The instructor should encourage
discussion and interactive methods within the classroom so that past experiences are shared.
Knowledge of the experiences of those in the group can serve as a resource to the instructor.
The instructor must know whether the concepts or ideas will be in concert or in conflict with
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the learner, as information that is presented in the classroom that conflicts with the learners’
previous experiences may need to be integrated more slowly (Zemke & Zemke, 2007).
Third, adults are ready to learn once they understand the value of learning something
new (Knowles, 1995). While natural life experiences may bring about a need to learn
something new, the instructor can generate a readiness to learn by recognizing that adults are
goal-oriented and appreciate an educational program that is organized and has clearly
defined elements. Likewise, adults are oriented towards learning when activities are focused
on “real-life” situations. The chief implication of this assumption is the importance of
organizing the curriculum around life situations, rather than according to subject-matter
units. In addition, instructors must show participants how this learning activity will help them
attain their goals. This alignment of trainee goals and course objectives must be done early in
the course (Lieb, 1991).
Furthermore, adults are more strongly motivated to learn by internal factors, such
as greater self- confidence and self-actualization rather than by external factors
(Knowles, 1995). Specific to child welfare pre-service training, the learner may be
externally “motivated” to attend the training as it is a requirement for their new
employment. However, it is important that the instructor (and the organization) enhance
the learner’s internal motivation by creating an environment that is respectful, safe, and
supportive (Junging & Smith, 2011). Adults have something real to lose in a classroom
situation. Self-esteem and ego are on the line when they are asked to risk trying a new
behavior in front of peers and cohorts. Bad experiences in traditional education, feelings
about authority and a preoccupation with events outside the classroom affect in-class
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experiences (Lieb, 1991). Being cognizant of these issues avoids creating a learning
environment that is threatening and discourages both participation and motivation.
The overarching principle of Andragogy is that the learning environment is ‘learnercentered’ rather than ‘teacher-centered’. The Center for Child and Family Studies at the College
of Social Work at the University of South Carolina, described their work in developing a child
welfare (in- service) training curriculum that recognizes the value of the experiences and
perceptions of the learner. They noted that developing a curriculum that is designed to be
learner centered is more difficult to conceptualize and requires a higher degree of facilitator
expertise. Differing from the teacher centered curriculum, in a learner centered curriculum, the
teacher becomes a facilitator and must be able to gather and assimilate materials, listen and
appropriately respond to the needs of the group (Ross, Wright, Skipper, & Valentine, n.d.).
While there is much discussion and critique about the use of Andragogy as a definitive adult
learning theory, there is usefulness in its basic principles. Moreover, there are a number of
other learning theories and learning practices described below that have used the principles of
Andragogy as their basis.
Self-directed learning. Self-directed learning suggests that as the learner matures,
there is a move toward learning independently from the instructor and seeking opportunities
to learn more. Not all learning situations and not all learners may be initially suitable for selfdirected learning. Adult learners may be so indoctrinated to passive teacher-centered learning
environments that they may need additional guidance in taking responsibility for their own
learning (Cercone, 2008). The role of the teacher becomes one of a facilitator who is there to
guide the adult learner towards becoming more independent and capable of resourcing
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information on their own. In self-directed learning the conceptualization, design, conduct and
evaluation of a learning project are directed by the learner. This does not mean that selfdirected learning is highly individualized and always conducted in isolation. Learners can work
in self- directed ways while engaged in group-learning settings, provided that they believe it is
conducive to their learning efforts (Brookfield, 2009). Self-directed learning requires that the
learner is knowledgeable about their own learning needs and is permitted to pursue additional
knowledge or not, based on their needs. In the workplace, the organization may facilitate the
goal of ongoing learning by offering varied learning opportunities, allowing the employee to
develop their own learning plan, and being supportive of employees while they participate in
learning (Ellinger, 2004).
Experiential learning. Building on the andragogical principle that adults enter the
learning environment with a range of personal experiences and that learning comes from
analysis of these experiences, experiential learning assumes that ideas are not fixed and
indisputable, but rather are formed and re-formed through experience. New knowledge, skills,
or attitudes are gained when the learner can reflect on their own experiences and observations
from different perspectives and identify new concepts that integrate their own observations
with new ideas to make decisions and solve problems (Kolb, 1984).
Child welfare training, in Florida and other states, has included some experiential
learning techniques such as on the job shadowing, role plays and case scenarios to provide
opportunities to practice the skills being taught in the classroom. However, further
consideration should be given to their use in policy and theoretically oriented classes (Rose,
1999). For example, the Title IV-E Child Welfare Training Program at the University of
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Wisconsin-Milwaukee modified the child welfare policy classes to include a series of debates
in which students debated current child welfare policy issues, e.g. transracial adoption,
orphanages, mandated family preservation services. They were instructed to take the opposite
side of the issue in which they believed strongly. This was an attempt to bring more
experiential techniques to non-methods classes. It was a method of incorporating a more
problem centered approach to policy issues and a means to develop their skill in seeing both
sides of an issue preparatory to introducing the more advanced skills of advocacy.
Transformative learning. Mezirow’s (1997) theory of transformative learning goes
beyond the learning of new information to describe a process of critical reflection and the
development of a new perspective on how one views the world. According to this theory,
transformative learning requires self-reflection and honest examination of currently held
assumptions. Transformative learning goes beyond experiential learning as it pushes the
learner to examine their closely held beliefs. Several current trends in child welfare practice
may have come about through transformational learning experiences: 1) partnering with
parents, 2) positive youth development, 3) interdisciplinary work, and 4) work with specific
ethnic/cultural groups (e.g., Native American tribes). This is likely because each trend reflects
a “paradigm shift” in practice. These trends may, in turn, lend themselves to training that is
designed for and produces transformational learning among individual participants and larger
systems (Collins, Amodeo, & Clay, 2007). Field experiences, group projects, role plays, case
studies, and simulations are methods associated with transformative learning. However, it is
not only the learners’ participation in these events that is of importance. In order for there to
be transformation, the situations encountered should be disorienting experiences that go
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against one’s world view and there must be open dialogue amongst the learner(s) and
instructor (or facilitator) to make sense of the experience. The assumption is that adults learn
together by analyzing the related experiences of others to arrive at a common understanding
that holds until new evidence or arguments present themselves.
Learning styles. Curriculum designs should consider the various learning styles of adult
learners. While the design should not cater to one particular style over another, the designers
and instructors should be mindful of the various styles to further enrich the curriculum and
their teaching of the materials. Several learning style inventories have been developed, but
they can be loosely categorized into three areas: 1) physical domain – the preferred physical
sense we use when assimilating new information, such as a preference for listening to a
recording versus reading a report; 2) cognitive domain – how we perceive and order
information (i.e. from concrete to abstract or sequential to random); and 3) affective domain
– how we feel physically and emotionally, or one’s motivation for and values placed on
learning. While it may be difficult to do so in every situation, educators need to be aware of
the three domains, and as much as possible plan learning activities that address all three
domains (Herod, 2012).
Alternatively, the Theory of Multiple Intelligences (Gardner, 1993) describes learning
styles in terms of the ability to use various types of ‘intelligences.’ The intelligences include: 1)
linguistic – processing oral and written language; 2) logical-mathematical – ability to
recognize patterns and think logically; 3) spatial – problem solving via creating and
manipulating mental images; 4) musical – ability to understand and produce different patterns
of sound; 5) bodily-kinesthetic – the ability to manipulate one’s own body to create and
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complete tasks; 6) interpersonal- the ability to recognize and understand the moods and
intentions of others; and 7) intrapersonal – the ability to recognize and understand one’s own
moods and intentions. Everyone has the ability to use all of the intelligences, at varying times
and with varying levels of proficiency. Gardner (1993) contends that typical learning
environments have focused on linguistic and logical intelligences, but that for learning to be
effective, all of the intelligences must be addressed in teaching.
Transfer of learning. While it is important to understand the principles found in adult
learning theories and ensure that those principles are incorporated into the curriculum
planning and training implementation, it is equally important to review strategies to promote
transfer of learning from the classroom to the field. Following a review of research on adult
learning and transfer, Merriam and Leahy (2005) concluded that there are a number of
variables that impact transfer. There are individual variables stemming from the instructor
and the learner as well as environmental and organizational factors that can either further or
impede the transfer of learning. The instructor’s knowledge of the content is important as is
their ability to facilitate discussion and maintain a safe environment for learners to share
experiences. Individuals who are motivated to learn and are confident in their ability to apply
new knowledge to the field are more likely to be successful in transferring learning to the
work environment. Additionally, if the learner perceives that the information and skills
are necessary and relevant to the job, then it is more likely that skills will be
transferred. Specifically, in looking at transfer of learning in child welfare, it has been found
that supervisory support is associated with transfer (Junging & Smith, 2011). In order to
enhance transfer, learners must be supported by supervisors and the larger organization, in
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spending time and resources applying the new information into practice. Workers must use
newly acquired skills in a timely manner for successful knowledge transfer to occur;
otherwise learning is lost (Curry, Caplan, & Knuppel, 1994).
Environments that place an emphasis on learning, feedback and an exchange of
ideas can promote individual and collective training transfer. Collective training transfer
involves reflection and discussion of the effectiveness of putting the new knowledge and skills
into practice. In child welfare pre-service training environments, transfer of learning can be
enhanced as new learners apply new skills (observations, participation in activities) in the work
environment and return to the classroom to share, discuss, and reflect on their experiences.
The curriculum design should be flexible in the time allowed for such discussion and possibly
the exploration of additional learning opportunities that may arise from the discussion.
Curriculum evaluation. Finally, the effectiveness of the curriculum in the transfer of
training can only be measured through ongoing evaluation. It is important that the curriculum
contains an evaluation component embedded in the design. The status of ongoing evaluation
in child welfare curricula has been reviewed and found to be lacking (Collins, 2008). While
there are several curriculum evaluation models, the Kirkpatrick model of evaluation is the most
widely used in many fields, including child welfare (Kirkpatrick, 1975). The Kirkpatrick model
includes 4 levels of evaluation: reaction, learning, behavior, and organizational
outcomes/results. The learner’s reaction to the training and the evidence of learning (typically
via testing) are usually measured within the training setting and are fairly easy to measure.
Behavior, or on the job performance, and results are measured outside the training setting and
are typically more difficult to measure and require that an evaluation process is incorporated
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into the learner’s on the job performance evaluation and organizational performance
assessments. However, as Collins (2008) noted in her review, most of the research literature
on child welfare training only report training evaluation results at Kirkpatrick’s Level 2,
pertaining to learning, and somewhat at Level 3, pertaining to behavior. It was found that
Level 4 evaluations pertaining to organizational outcomes are rarely conducted.
It should be noted that in child welfare, while having a workforce composed of welltrained employees is of importance, training is not the only factor that impacts job
performance. The work environment, level of supervision, personal values and experience all
impact job performance. Liu and Smith (2010) suggest that training outcomes should be
assessed not only for the individual employee, but also for the impact of training on units,
departments, and organizations as a whole.
Training Delivery
Training can occur in different settings and through different modalities. The way in
which training is delivered has a significant impact on how much information is retained by the
learner. In this section, we discuss various methods for effective delivery of training, including
techniques for classroom settings, e-learning, and on the job learning opportunities.
Classroom training. Any system that incorporates a traditional teacher student/ trainer
trainee learning modality should borrow from those who have been doing this process for
years; namely educational learning institutions. There are a variety of research-based teaching
strategies that can be implemented in any classroom setting.
Physical environment. Improvements in any learning environment typically consider
the process of learning and the players involved, but not always the organizational and physical
20

learning environment. However, studies have shown that the physical environment is as
important as other aspects of training as it impacts how the training is conducted and its
outcomes (Collins, Amodeo, & Clay, 2007). The assessment of the physical environment should
occur prior to the beginning of training to ensure that the training plan can be successfully
executed. Requirements are typically referenced clearly in trainer manuals and guides. There
have been assessments of states’ training systems that reveal trainee dissatisfaction with
elements of the training environment that may be impediments to learning (Center for the
Study of Social Policy, 2006). These elements include ensuring that: the audio visual
equipment is in working order; any technology that will be used in the training is available and
accessible to trainees; the tables and chairs can be arranged to accommodate activities;
appropriate lighting; and accessible entry and exit. Sometimes overlooked are other built-in
infrastructures such as whether the room is too hot or too cold, or whether the seats are
comfortable. Consideration of these factors can help inform the trainer about potentially
having to compensate for a poor physical environment during the training, such as by giving
more breaks.
Orientation. The literature suggests that orientation should provide a clear picture of
the organizational environment, practices, values, principles, and expectations (Butler
Institutes for Families, 2006; Kanak, Baker, Herz & Maciolek, 2008). Studies have found that
improved orientation for pre-service training where workers are provided with clear
expectations is positively associated with retention (Cyphers et al., 2005; Cyphers, 2001).
According to the literature orientations should ensure that new learners are trained on the
stressors that can be associated with child welfare work so they have accurate expectations.
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This training can include strategies on stress management and how to handle situations that do
not align with expectations. This will help to provide new workers with a sense of control that
will in turn reduce the anxiety of adaptation (Bernotavicz, n.d; Graef et al., 2004).
Several states have put these strategies into action in a variety of ways. For example,
Nebraska, Maine, and Colorado’s first day of training includes demonstrating what “a day in
the life of” a child welfare worker is like either by having experienced workers in the classroom
or with visual depictions such as short movies (real or animated). Some states have developed
“realistic job pre-view” videos, such as Colorado (http://www.coloradorjpvideo.org/).
Case Example 1
The state of Wyoming has established a formalized and standardized process, which uses a
specific set of orientation activities for all new child protection workers that includes the
following sections: Welcome to the Agency, Child Protection History, Child Protection and
Social Work Values, The Agency and the Community: Taking the “Grand Tour,” File Audit,
Legality and Shadowing Experiences. Each section includes a rationale for its inclusion, goals
and objectives, and a detailed list and description of the activities including specific tasks and
timelines. For example, Section A, Activity 1, “Welcome to the Agency,” involves completing a
eight-item checklist, including the following.
•

Take a brief tour of the building, locate your office, and receive formal introductions to

your office and/or unit mates, support staff, and other agency personnel.
•

Review the agency’s table of organization with your supervisor.
o Identify who performs what functions in the agency.
o Identify those staff members with whom you are likely to have frequent contact
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and where their offices are located.
•

Schedule your supervisory conferences with your supervisor.
o

Determine how and when your supervisor will help you complete your
orientation and initial training activities during the first six months of your
employment (Wyoming DFS, n.d.)

Classroom training should not focus primarily on knowledge transfer, but rather on skill
building. Studies have found that typically only 10-15% of information that is learned in
training is retained (Luongo, 2007), therefore skill building should be incorporated into all
aspects of the training curriculum. Reinforcement of this notion should begin on day one so
that learners are prepared for what is to come, through both application and verbal
reiteration. However, this is not traditionally what has been done in many child welfare
training systems. Florida was cited as needing improvement in this area in their 2nd round of
CFSR reporting, as were several other states (Center for the Study of Social Policy, 2006). Ohio
was one state that achieved substantial conformity in this area of the CFSR. (See the following
link, which demonstrates how skill building is incorporated into Module IV: Assessment in
Family-Centered CPS
http://www.ocwtp.net/PDFs/Trainee%20Resources/CW%20Core/CW%20Core%20Module%20
4%20LL%20Handouts.pdf ) For additional models see complete site:
http://www.ocwtp.net/Trainee%20Resources.htm#CW .
Learning objectives. Setting learning objectives is a vitally important step in the training
process. Objectives set the direction and tone for the training, which is why it is essential that
23

what the organization wishes to convey (e.g. skill building) is captured in the learning
objectives. In general, objectives capture the three basic domains of learning: cognitive,
affective and psychomotor. Objectives should essentially articulate what the learner should
know, what they should value and what they should be able to do by the end of the training.
Learning objectives that are effectively stated will help in transfer of learning so that learners
will be able to implement what is learned outside of the classroom (Collins, Amodeo & Clay,
2007). Additionally, learning objectives should be formulated to reflect that the focus is on skill
building, e.g. Learner will build the skills needed to accurately determine the safety of the child
(Kanak, Baker, Herz, & Maciolek, 2008).
The objectives of a particular training are set by the organization based on needs
assessments and context (Collins, Amodeo, & Clay, 2007) but there can also be room for
learner input, which promotes a feeling of investment in the learning process and will in turn
produce better outcomes (Kanak, Baker, Herz, & Maciolek, 2008). This can be done in a variety
of ways, but is often done during the orientation process. One method that is used in a variety
of industries, the federal government and some states such as California in its child welfare
training is to have learners create individualized learning plans or individualized development
plans (IDP). An IDP is a strength-based tool to assist employees in career and personal
development that values the knowledge, skills and experiences that they possess. Its primary
purpose is to help employees reach short and long-term professional goals and improve
current job performance (Edelstein, 2002). The US Office of Personnel Management provides
useful information that can assist with the creation of an IDP.
(http://www.opm.gov/wiki/training/Individual-Development-Plans.ashx). Even though the core
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pre-service curriculum is designed to transmit the same information to all workers, creating an
IDP during pre-service is a method that can build on workers’ strengths, prior experiences and
skills, and identify gaps. Considering these aspects of the leaner is an indication of an effective
training program and will also enable a more effective use of training time (Collins, Amodeo &
Clay, 2007; Edelstein, 2002). Additionally, the IDP can be used by trainers to develop
alternative tasks for those workers who may already be competent in certain topic areas. The
creation of the IDP can be done at the outset of training during the orientation process or as
part of pre-training (if this is a tool that has been employed in the training program). Creation
of an IDP communicates that the organization values the learner and their development.
Teaching strategies. Instructional design should construct learning experiences for
adults that match learning needs and objectives with appropriate content and teaching
methods (Collins, Amodeo & Clay, 2007). Research into effective teaching strategies began
many decades ago and there are a few sentinel studies that are still cited in current literature.
More recent models, such as that of Berdie, Leake, and Parry (2004), are built on these earlier
principles. This suggests that the fundamentals of effective teaching have not changed
dramatically even as modes of delivering information have evolved tremendously. Table 1
below summarizes three of the most commonly cited studies and their findings on processes
for effective teaching.
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Table 1. Effective Teaching Strategies
Gagne and Briggs (1979)

Morton and Kurtz (1984)

Chickering and Gamson (1987)

1) gain attention,

1) explanation and

1) encourages contact between

2) inform the student of

discussion,

the objectives,

2) demonstration/modeling

3) stimulate recall of

and discussion,

existing capabilities,

3) practice,

3) encourages active learning,

4) present the stimulus

4) feedback,

4) gives prompt feedback,

material,

5) discussion of transfer

5) emphasizes time on task,

5) provide learning

implications, and

6) communicates high

guidance,

6) evaluation.

students and faculty,
2) develops reciprocity and
cooperation among students,

expectations, and
7) respects diverse talents and

6) elicit performance,

ways of learning.

7) provide feedback, and
8) assess performance

There are a plethora of teaching techniques that can be applied in both actual and
virtual classrooms which are commonly used to enforce or reinforce learning and can help to
enhance transfer of learning. These include some commonly utilized methods such as
brainstorming and role-playing. Additional techniques that have been suggested for skill-based
child welfare training are scaffolding and coaching. Scaffolding involves demonstrating a
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behavior, supporting the learner as they model the behavior, and reducing that support so that
the learner can become self-reliant (scaffolding is focused on the support for the learner)
(Collins, Amodeo, & Clay, 2007). Coaching, discussed later, involves the guidance, support and
feedback to the learner as he/she practices skills taught. Both these techniques support a
transformative learning environment and incorporate aspects of adult learning principles
(Collins, Amodeo, & Clay, 2007). These techniques are also recommended for use in e-learning
and blended learning environments, which will be discussed later (Skelton, 2009). In an elearning or blended environment scaffolding can be done in a variety of ways such as providing
feedback on assignments, actively participating in discussion forums or simply responding to
email requests for assistance. (See the link below, created by Dr. Kevin Yee, director of
Academy for Teaching and Learning Excellence at USF, for an exhaustive list of interactive
teaching techniques, including social media such as Facebook and twitter.
(http://www.fctl.ucf.edu/teachingandlearningresources/coursedesign/assessment/content/10
1_tips.pdf)
Instruction delivery. Transfer of learning depends not only on the design of the
training, but also on the delivery. Trainers play an essential role in the learning process and
should possess content knowledge and skills as well as be able to employ methods that will
ensure successful information and/or skill transfer. In child welfare, most trainers have the
content knowledge, but are not necessarily formally trained in the instructional learning
strategies. Therefore organizations should ensure that trainers possess the competencies
necessary for adult education which would reduce over-reliance on didactic methods of
training (Williams, 2001). A few of these competencies include, “the ability to make effective
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presentations, the ability to demonstrate effective interpersonal communication, and the
ability to clarify issues by breaking them down into meaningful components” (NSDTA, 2001, p.
22 and 23) (See http://nsdta.aphsa.org/PDF/CompetencyGuides/Instructor_Competency.pdf
for full competency listing). Furthermore, it is important that trainers are equipped to fulfill the
various functions that they may need during the training process, such as that of facilitator, or
motivator. States such as Ohio have provided child welfare trainers with these skills by
developing a certification program for trainers (Collins, Amodeo, & Clay, 2007).
Another strategy that could be employed is having trainers create a lesson plan for each
training module that will be conducted. This is a common practice in academia, and could be
beneficial to the child welfare arena. Typical pre-service materials include a trainer guide that
assists the trainer with conveying the content of the training, but a lesson plan goes further
and helps the trainer design the process of the training. A lesson plan is an outline or map that
the instructor creates that includes: what the learner needs to learn, how the training will be
done (including all delivery methods and activities), the amount of time in which it will be
done, and the methods that will be used to check that learning has been transferred. A lesson
plan incorporates adult learning principles in its design. Additionally, it provides a means for
the trainer to tailor the training (somewhat) to their individual style and that of the learners
while utilizing their critical thinking and creative skills. The lesson plan can be used to help
create evaluations of trainings to assess if what was in the plan was conveyed effectively. The
plan is a dynamic document that is revised based on evaluation outcomes, learner feedback
and learning enhancement (activity and/or technology) discoveries. The lesson plan can be
used in conjunction with the trainer guides that are currently in use or instead of the trainer
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guides.
Presentations. The mode of delivery is as important as the deliverer in the training

process. The method used to convey information can impact the amount of information that is
transferred and retained by the learner. Traditional child welfare training utilizes a PowerPoint
centered delivery, usually with a few activities interspersed throughout. This delivery method
in itself can be effective if certain researched guidelines regarding how to effectively design
presentations are followed.
Florida’s Department of Children and Families has recently issued guidelines on how
trainers should design their presentations for greatest effect, congruent with what has been
found in the literature and therefore this topic will not be described in detail here. The
guidelines briefly touch on delivery, but primarily address the actual presentation outline, such
as “begin by telling the learner what he or she will learn”; the text should be placed near the
image; limit animations; and embed questions at appropriate intervals.”
Small groups. Utilizing small groups in child welfare training is recommended as this

format models the work environment (Collins, Amodeo, & Clay, 2007). Groups also tend to
produce learning as the learning becomes corporative (learners share ideas in efforts to solve
problems) rather than competitive (Millis & Cottel, 1997). Using small groups in training is a
practice that is quite common, although there is sometimes confusion and tension for trainers
when using this method. Since the aim of training is acquisition of knowledge by the
individual, group work may be perceived as not very effective. The possibility of or the
perception of a reduced teaching standard or reduced learning process may dissuade some
from using groups in training, although studies have highlighted that their benefits outweigh
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their drawbacks (Imel, 1999). These benefits include improved abilities in public expression
and building learner confidence. However, for groups to be effective certain guidelines are
recommended.
First, the trainer should decide what type of group will be utilized “cooperative
(focusing on subject matter), collaborative (focusing on an exchange of ideas, feelings, and
information to arrive at knowledge acceptable to all members), transformative (focusing on
critical reflection to examine expectations, assumptions, and perspectives)” (Collins, Amodeo,
& Clay, 2007, p. 50) or practice (focusing on demonstrating a skill that has been learned). The
trainer should then ensure that there is structure to the group process by clearly stating the
purpose of the group and the intended learning outcome. The trainer should designate a
facilitator (either a group member or themselves) and, when possible, should outline the
composition (number of groups, number of participants, diversity of experience and job duties,
etc.) of the group. Finally, the trainer should conduct a debriefing process with the group to
ensure and assess, not only if the process of utilizing a small group was successful, but also
whether the intended learning was transferred.
Activities/games. Activities are often utilized in child welfare training; there are strategies

to ensure that activities have the maximum effect. In the training literature, these methods
are often said to be useful, but reports lack the specificity needed to determine which are the
best activities to use in which circumstances. Clark (2010, p. 16) states that the diversity of
activities and games are to such an extent that it is “impossible to make any generalizations
about their instructional effectiveness.” It is recommended, that these methods be tailored to
the intended outcome of the instruction and learner. There are some fundamental concepts
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that should guide any classroom activities or games, such as those outlined by Morton and
Kurtz (1984). These authors have proposed that the following questions should be considered
when designing or choosing an activity: 1) Will the outcome of the activity be the type of
learning that is needed and at the level that it is needed; 2) Is the activity suitable for the type
of learners in the training and will it build on what the students lack; and 3) Is the activity
reflective of what it was designed to teach (e.g. skill vs. knowledge)? Utilizing these concepts
when designing any activity or game in the classroom will help to ensure maximum
effectiveness.
E-learning. E-learning methods encompass a variety of applications such as web-based
learning, computer-based learning, asynchronous learning, and virtual classes delivered via
modes such as the internet, intranet/extranet, video and audio, or interactive TV (U.S.
Department of Education, Office of Planning, Evaluation, and Policy Development, 2010). The
applications can be utilized synchronously or asynchronously. Synchronous applications
include live webcasts, chartrooms and others that occur in real-time or simulate in-person
learning environments. Asynchronous applications include email, community or discussion
boards or those that allow learners to contribute when it is convenient (U.S. Department of
Education, Office of Planning, Evaluation, and Policy Development, 2010). E-learning is an
attractive tool because it can reduce cost, makes training available on demand and to a wide
audience (maximizes the reach of training), and when done successfully the quality of learning
outcome can be maintained even with a large number of learners (U.S. Department of
Education, Office of Planning, Evaluation, and Policy Development, 2010; StrengtheningNonProfits.org , n.d.).
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The rapid evolution of technology has resulted in a wide variety of tools that are able to
deliver learning electronically. Currently, the question is not if an e-learning training method
will be used, but which one and when. Therefore, when considering the use of technology in
learning, this should be a targeted exercise that is done in a manageable way. Trainings should
not become too technology-centric as technology can produce more information than the
human brain is able to retain. According to Clark (2010, p. 13), “When we assume a
technology-centric view, our focus is all on the wrong things. Instead of designing training to
support human learning processes, we get caught up in the latest technology trend without
regard for how they can be most effectively used.” Additionally, although some research has
found that learning can be equally achieved independent of the mode of delivery (Bernard, et
al., 2004), blending these modes of learning have proven to be an effective method of transfer
of learning. This supports the notion that the media in itself does not cause the learning, but
rather the appropriate and best use of the media (U.S. Department of Education, Office of
Planning, Evaluation, and Policy Development, 2010).
E-learning supports and fosters the adult learning principles of self-direction, learnercentered, and flexibility, which makes it useful in adult training environments (Bellefeuille,
2006). E-learning is able to support the various types of learning experiences: didactic, active
and interactive learning. The content can be communicated to the learner in traditional
lecture format (didactic), it can by designed to give the student control over learning by
providing choices based on information the student inputs (active) or it can be done in realtime or asynchronously with learners interacting with other learners and/or the trainer
(interactive). All of these e-learning methods are utilized in child welfare to varying extents,
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therefore focus should be what format best fits the material that needs to be taught. For
example, if the training topic is statutes and laws, this may lend to a more didactic delivery
method, as the material will be pre-structured and does not vary (fact learning). In general,
didactic delivery methods may lend themselves to the core/fundamental sections of preservice training as those tend to remain fairly stable. Active methods can be used also with
pre-service materials (incorporating activities/games or simulations) and are also suited for
ongoing training on specific topics (e.g. substance abuse) or where learners’ experience and
knowledge is likely to vary. Finally, interactive formats are often used in child welfare for inservice training or to train on new processes in the organization (procedure/strategy learning).
Several states, including Florida, often utilize this method to train on new or revised SACWIS
functionality.
Case Example 2
Didactic Delivery: Wisconsin’s pre-service training: Section One - How Government Affects
(traditional lecture format, but delivered via recorded video)
Your Job http://wcwpds.wisc.edu/preservice/introduction/s01/player.html
Active Delivery: Wisconsin’s training: CANS Practice Vignette Activity: (includes lecture, quizzes,
embedded videos, and gives the choices on materials to view.
http://wcwpds.wisc.edu/cans/m4/presentation/player.html )
Interactive Delivery: Florida’s FSFN Foster Parent Inquiry Webinar:
http://centervideo.forest.usf.edu/FSFN/enter/enter.htm

Important considerations in e-learning are whether there is the technological capacity
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to develop and implement the training and the associated process, the exact content that will
be included in the training and the method of evaluation of learning effectiveness. Finally,
when designing the e-learning activity, it is important to consider the objective of the training,
including whether the training will be a replacement of classroom instruction or an
enhancement to classroom instruction. For example, if training is designed as a replacement
for classroom instruction, then the outcome to be assessed is whether it provides the learning
without negatively affecting learner achievement. If the training is an enhancement to
classroom instruction, the assessment should focus on cost and improved learning
achievement. See the case example below for California’s method for addressing these
considerations for e-learning implementation.
Case Example 3
The state of California created a “Statewide plan for e-learning” which outlines the
considerations that should be taken to ensure that the e-learning implemented in their child
welfare system would achieve the desired results. Creating a “shareable web-based library”
enhances California’s child welfare training system by providing flexible learning opportunities
for child welfare practitioners to augment their knowledge and skills in the pursuit of improved
outcomes for children and families.
(http://calswec.berkeley.edu/files/uploads/pdf/CalSWEC/elearn_State_SP_121409.pdf).

Any e-learning implementation should utilize the best delivery mode for the material
that will promote learning. In a meta-analysis and review of evidenced-based online learning
conducted by the U.S. Department of Education, Office of Planning, Evaluation, and Policy
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Development (2010) it was reported that a number of studies found that online learning is
typically no more effective than classroom instruction, while other studies report a small
improvement on learning outcomes . The latter appears to be associated with aspects of the
learning instruction, such as the time a learner is able to spend on a task, rather than the
media itself (U.S. Department of Education, Office of Planning, Evaluation, and Policy
Development, 2010; Clark, 2011). However, when online learning is blended with classroom
learning, some research indicates improved learning outcomes (U.S. Department of Education,
Office of Planning, Evaluation, and Policy Development, 2010; Clark, 2011 ). Blended learning
is discussed in the following section.
There are challenges when utilizing e-learning methods that the organization should be
aware of and have a plan in place to address. The primary challenge is technology failure or
difficulty, therefore there should be ample time built in to test and implement technologies,
including any contingency plan for technological support (StrengtheningNon-Profits.org, n.d.;
Clark, 2011). The other challenges have to do with the learner and their comfort with
technology and/or with a training method that is not face-to-face. Often, this is because the
learner feels that they will not have anyone to assist them if they have issues or questions;
therefore, the literature suggests having technological support in place to assist learners (Clark,
2011). The creation of time management skills can be a result of e-learning, but it can also
expose learners who lack this trait (Clark, 2011). Trainers should be aware of this need,
address it in orientation and encourage learners to discuss this issue in meetings with their
supervisor.
Blended learning. It is important to define what we mean by blended learning in this
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review. Blended learning methods combine online and classroom learning with the aim of
reducing classroom time as e-learning extends and enhances that classroom experience (Clark,
2011). Reducing classroom time is an important feature of a truly blended delivery method,
versus lecturing in class and having materials online or lecturing in class and having discussions
and assignments online. Blended learning is also distinct from holding an online class where
there is occasional synchronous communication. These methods are not considered blended
learning unless the online learning reduces the classroom time.
Research supports the use of blended learning methods to improve learning outcomes.
It is also attractive as an adult learning method for a variety of other reasons. These include
cost effectiveness, flexibility and convenience, and the development of additional skills such as
time management, increased learner engagement and learner satisfaction (Clark, 2011). A
meta-analysis conducted by the US Department of Education (2010) found that students in
blended courses had better learning outcomes overall. The challenges with blended learning
are the same as those that were mentioned prior for e-learning (i.e. technological challenges
and learner challenges); therefore the same strategies can be utilized to address issues that
arise. The question then becomes what are the hallmarks of effective blended learning and
how should the material be presented? The answer from the literature is that learning needs
to incorporate effective teaching methods regardless of the media by which it is presented or
the topic area. Therefore, when designing eLearning or blended learning it is important to
follow the basic principles shown in Table 1.
On the job training (OJT). Research suggests that classroom training alone is not very
effective (Goark & McCall, 2011). One study found that only 40% of training material is
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retained by trainees immediately after exiting the classroom; retention further diminishes to
25% at six months, and 15% after a year (Burke, 1997). Kontoghiorghes (2004) found that only
about 10-15% of training content is actually transferred to the job. These studies demonstrate
the need to look beyond the pre-service classroom and implement on-the-job learning
strategies. Within the last decade, research has focused more on the impact of strategies and
activities that occur before, during, and after trainees begin classroom. Saks’ and Belcourt
(2006) looked specifically at this research and the extent to which organizations implement the
findings. Their findings supported the significant decline in a trainee’s retention of learning a
year after training. Furthermore, although activities before, during and after training are
positively related to the transfer of learning, organizations rarely incorporate these activities.
Given these findings, developing skills that will then translate into the daily practice and skill
level of child welfare professionals cannot be solely done in a “traditional” classroom setting.
Newly hired child welfare staff, as well as more experienced staff, must be exposed to learning
activities at different times and then be able to apply what they have learned into their practice
and demonstrate the transfer of learning (TOL).
Transfer of Learning (TOL) is the degree to which trainees apply the knowledge, skills
and attitudes learned in training when they return to the job, and the degree to which the new
learning is maintained over time (Baldwin & Ford, 1988). Child welfare staff should be exposed
to an array of training strategies that increase likelihood of TOL. When considering how to
design a training program that incorporates TOL into pre-service and in-service training, studies
in child welfare as well as in other fields point to several key factors, such as allowing for
practice of new skills and provision of feedback, behavioral modeling, and use of error-based
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examples (Bagdasaryan, Franke, & Furman 2008). The “Transfer of Learning Guide” published
by the Academy for Professional Excellence at San Diego State University School of Social Work
(Harbert and Tucker-Tatlow, 2010) provides several strategies supported by research that
promote the transfer of learning:
1. Set clear course goals and objectives
2. Orient supervisors to the course
3. Orient trainees to the course
4. Invite input
5. Help create preliminary action plans
6. Connect new knowledge and skills to future use
7. Use authentic learning tasks that are similar to job requirements and have
sufficient complexity to encourage deeper thinking and longer term retention
8. Use activities and questions that tap into the trainees’ existing knowledge and
skill and engage them as participants
9. Provide enough repetition, practice and feedback to prepare people to use a new
behavior on the job
10. Provide opportunities for reflection and self‐monitoring
11. Help trainees develop job aids (e.g. checklists, posters, index cards, or other job
aids they can use to recall information, procedures, etc.)
12. Provide tools to help supervisors coach, evaluate, and support transfer
13. Provide feedback to and solicit feedback from supervisors
14. Provide “booster shot” training either in person or by webinar
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Providing further clarification, this guide includes a chart that offers examples and instruction
for incorporating these strategies. Table 2 below shows an example of the chart and activities:
Table 2. Example from the Transfer of Learning Guide
Strategies

Before
Training

1. SET CLEAR COURSE GOALS AND OBJECTIVES.
• Brown (2005) found that goal‐setting helps individuals
regulate their behavior by directing attention and action,
mobilizing energy expenditure or effort, prolonging effort
over time, and motivating the individual to develop relevant
strategies for goal attainment; all necessary behaviors for
transfer.
• Kontoghiorghes (2001) found that the
development of learning goals and objectives
was significantly correlated with transfer,
Indicating that participants are likely to transfer when they
have a clear understanding of what knowledge and behaviors
are required after training.
Example(s):
• Make sure objectives are behavioral or SMART (specific,
measurable, attainable, realistic, and time sensitive).
• Provide a course description including goals, objectives,
content highlights, and expectations for performance on the
job as a result of training.
*For complete guide and chart:
http://theacademy.sdsu.edu/resources_new/transfer_of_learning_guide_2010%20_v_1_1.pdf
Coaching, mentoring, job shadowing, and peer-to-peer observations are often referred
to as “On the Job” training (OJT) within child welfare. OJT focuses on the transfer of learning
from classroom to the field. For the purpose of this review, OJT models and strategies that
align with the training strategies listed above have been reviewed. In addition, specific OJT
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activities that enhance and reinforce critical skills within child welfare and other human services
fields were reviewed. Florida’s Child Welfare pre-service training curriculum should incorporate
strategies that include all of these OJT methods as well as activities that support the core tenets
of Florida’s Child Welfare Practice Model. Mastering skills such as child and family
engagement, assessment of risk and safety planning, motivational interviewing, recognition of
family strengths, proper documentation, and court preparation and hearings require a “handson” approach. OJT that includes “real” and current case scenarios and incorporates these
critical practice areas will allow new and experienced staff the opportunity to observe, practice,
and receive immediate feedback while in the workplace.
Coaching. Coaching is a structured process in which a coach uses specific strategies to
help learners improve their performance on the job and contribute to improved agency
practice and outcomes (National Child Welfare Resource Center for Organizational
Improvement, Coaching in Child Welfare, 2012). Coaching is unlocking a person’s potential to
maximize their own performance by helping them to learn rather than teaching them
(Whitmore, 2002). Coaching relationships should start during pre-service training so elements
of the training experience (practice new skills, receive feedback, and re-practice) can facilitate
the development of the coaching relationship (Joyce & Showers, 1996).
Within other human services fields, research suggests that coaching models that
include the following characteristics lead to intended outcomes: (1) joint planning, (2)
observation, (3) action/practice, (4) reflection, and (5) feedback (Rush & Sheldon, 2005). These
characteristics are defined in Table 3.
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Table 3. Effective Characteristics of Coaching Models
Joint Planning

Agreement by the coach and the learner on
the actions to be taken by the coach and/or
learner or the opportunities to practice
between coaching visits.

Observation

Examination of another person’s actions or
practices to be used to develop new skills,
strategies, or ideas.

Action

Spontaneous or planned events that occur
within the context of a real-life situation that
provide the learner with opportunities to
practice, refine, or analyze new or existing
skills.

Reflection

Analysis of existing strategies to determine
how the strategies are consistent with
evidence-based practices and may need to be
i l
t d ith t h
difi d t

There is little evaluation regarding the efficacy of coaching models in child welfare; most
information is based on individual satisfaction about coaching rather than learner or agency
outcomes. Still, coaching within child welfare is believed to be one of the core components for
successfully implementing evidence-based practices or practices with evidenced-based
programs (National Implementation Research Network, 2008), as highlighted in Figure 3 below.
The NIRN research cites several reasons why coaching is helpful for effective implementation:
1. Newly learned behavior is rudimentary compared to performance by a master
practitioner,
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2. Newly learned behavior is fragile and needs to be supported in the face of reactions
from consumers and others; and
3. Newly learned behavior is underdeveloped and will need to be shaped to be most
functional in a service setting.
Figure 1. NIRN Core Implementation Components (Fixsen, Naoom, Blase, Friedman, &
Wallace, 2005).

The child welfare skills-based coaching model is a seven-step process based on a series of
observations and demonstrations (adapted from Rush & Sheldon, 2007 and Gallacher, 1997;
see Figure 2 below).
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Figure 2. The Skills-Based Coaching Model (UC Davis)
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Coaching models and strategies differ. Historically the models utilized in child welfare
tend to be targeted or performance coaching. Targeted coaching is a one-on-one focused,
practical, skill-based approach, custom designed to meet the client's needs for improvement
through personalized instruction, practice and feedback. Performance coaching is also one-onone but focuses specifically on performance to assure it meets a standard (Peterson, 1996).
Coaching can be expanded beyond individuals to groups as seen in several state initiatives.
Ohio, Northern California, Michigan, Washington State, and Indiana have recently implemented
new or redesigned coaching programs. These initiatives include certain core elements: the
capacity to initiate the coaching component early on, incorporation of training plans, setting
clear objectives/expectations, inclusion of activities/observations, and a format for questions
and feedback. Below is a summary of each program and link for further review when
developing Florida’s new pre-service curriculum.
Ohio Child Welfare Training Program (OCWTP). The OCWTP has implemented a coaching
program that addresses the transfer of learning (TOL) needs for caseworkers, supervisors,
directors and caregivers. The program is referral-based, so not everyone is formally “coached.”
OCWTP has adopted a strength-based perspective and focuses on individual skills and needs.
Coaching interventions for caseworkers include core-level skills, such as engaging families,
visitation, working with relatives and extended families, family assessment, case planning, and
case documentation. OCWTP develops a coaching plan with the learner and his or her
immediate supervisor.
OCWTP recruits coaches from current and recently retired child welfare practitioners
and directors. Each coach has specialty skills and experience and is matched to the learning
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based on coaching needs. Coaches complete a course that teaches coaching skills and strategies
to help learners improve their practice skills. Coaches do not counsel, serve as supervisors, or
function as caseworkers. (http://www.ocwtp.net/Coaching%20Program.html)
UC Davis Center for Human Services, Northern California Training Academy. Coaching in
the Field of Child Welfare is a website and program dedicated to providing coaching services to
the counties in Northern California. The website provides access to information on how to
learn and utilize several coaching skills, approaches, models, and foundational theories.
Experienced staff and content experts become coaches to less experienced staff, offering hints,
feedback, reminders, and new tasks or redirecting a student’s attention to a salient feature —
all with the goal of making the student’s performance approximate the expert’s performance as
closely as possible. One of the models highlighted is The Child Welfare Skills-Based Coaching
Model. Some examples of skills-based coaching activities include the following:
•Basic interviewing skills
•Forensic interviewing
•Group supervision
•Family meeting facilitation
•Testifying in court hearings
•Case plan development
•Court report writing
http://academy.extensiondlc.net/course/view.php?id=29
This site also includes a library of videos that demonstrate coaching scenarios.
(http://academy.extensiondlc.net/mod/resource/view.php?id=799)
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Michigan Department of Human Services/Child Welfare Training Institute. The Child
Welfare Training Institute is dedicated to assuring that the concepts caseworkers learn in the
classroom transfer to the work they do in the field. New employees, their colleagues and
supervisors must take an active role in the learning process during Pre-service Institute (PSI)
training. Each time a new child welfare caseworker is hired he/she is assigned a mentor. There
is a TOL guide that is reviewed, field activities are outlined, expectations set, and processes
developed where the caseworker reflects on activities and is provided feedback by both the
mentor and supervisor. In addition, field activities are directly tied back to classroom training.
Finally, during the final two field weeks of the PSI, the trainer and supervisor jointly complete
the New Hire Evaluation Summary to determine readiness for casework. Training plans are
devised to assure compliance with in-service training requirements, and professional
development opportunities are encouraged throughout the career of the child welfare
caseworker. (http://www.michiganchildwelfaretraining.com/Training/PreServiceInstitute.aspx)
Washington State Alliance for Child Welfare Excellence. The Alliance provides a
comprehensive training and professional development system for Washington State’s child
welfare workforce. Regional Core Training (RCT), a pre-service training program, prepares all
new front line social workers and supervisors. The goal is to be “field ready” when the training
is complete. Coaching is a component of RCT. Coaching can be done individually or in groups
and is used as a way to learn and accomplish specific tasks, goals and skills. Coaches are
assigned to newly hired staff and provide close observation and supervision for the first two
months of training. Coaches closely monitor the acquisition and performance of knowledge
and skills, providing feedback through debriefing sessions. Coaches maximize learning by
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providing immediate engagement and application of foundation competencies and practice
model concepts in the field. (http://partnersforourchildren.org/)
Indiana Department of Child Services. Indiana has implemented peer coach positions.
These positions were created in order to assist with training and development of family case
managers (FCMs) as facilitators. Peer coaches are considered to be “Practice Champions” in
that they have mastered the necessary practice skills in the areas of engaging, teaming,
assessment, planning, and interviewing. Peer coaches also embody Indiana’s desired best
practice which is transferred to FCMs through peer to peer training. Peer coaches spend
approximately 15-25 training hours with each FCM to ensure consistency and fidelity to the DCS
Practice Model. http://www.in.gov/dcs/files/5PeerCoachManual.pdf
Mentoring. Mentoring and coaching are often used interchangeably within child
welfare, specifically as it applies to newly hired staff. The terms may be confusing because the
functions can be similar. However, mentoring focuses on a relationship in which one does
more than train an employee to do his/her job well. A mentor’s role is to share their
experience and wisdom (Stone, 1999). The focus is on personal and professional development.
A “coach,” as stated earlier, concentrates on specific strategies to help learners improve their
performance on the job and to contribute to improved agency practice and outcomes.
As an example, Michigan’s Child Welfare Training Institute, described above, uses the
term mentor to describe an experienced caseworker that is assigned to new employees. The
mentor works closely with new hires to assist with building case practice knowledge and is
expected to shadow the new hire as they complete key activities in a case to assure TOL.
Activities are similar to coaching models; the difference is that in this case coaching
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responsibilities are done by a peer. The National Child Welfare Workforce Institute (NCWWI)
recently published a one page summary on mentoring programs for child welfare staff. This
summary described programs that focused on experienced caseworkers and supervisors.
NCWWI noted that incorporating a mentoring program is a promising strategy for improving
workforce retention. (More information can be found at
http://www.ncwwi.org/docs/Mentoring_1pager_18.pdf)
Job shadowing and field-based activities. Job shadowing and other field-based
activities include practices where newly hired staff accompany an experienced staff member
into the field to observe and then practice activities and core job functions in a “real” setting.
Shadowing provides an opportunity for newly hired staff to use the detailed and step-by-step
descriptions of job tasks and activities that were taught in the classroom and apply this
knowledge in the field. Focus group findings detailed earlier clearly voiced a need for a more
formal process regarding job shadowing and field-based work. Many stressed the need for
shadowing and field work to begin before pre-service allowing new staff to experience the job
first. Two results could be accomplished: (1) new staff can quickly decide whether the position
is what they expected and, (2) for those who stay, it allows opportunities to observe
experiences firsthand and apply skills learned in the classroom.
As with coaching and mentoring, the literature does not include evaluation or research
findings on job shadowing and field work within pre-service training for child welfare. However
job shadowing and field work align with the critical training factors discussed previously
regarding opportunities for practice and feedback and the repetition of key ideas. In addition,
adult learning should include both experimental learning and critical reflection which are
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reinforced and supported through these activities. Several states and counties have formalized
shadowing and field activities as a component of pre-service training. Below are some
programs that provide model examples of job shadowing and field based activities.
Central California Public Social Services. The Training Academy has expanded and
evolved its Field-Based Training program. A handbook was developed that outlines the
intended outcomes, program structure, roles and responsibilities, relationships, practices,
processes and resources.
https://www.google.com/url?q=http://muskie.usm.maine.edu/helpkids/SupervisionProject/CA
FBTFINALhandbook.doc&sa=U&ei=xCCuUeD3D4iBywGy5IDIAw&ved=0CAkQFjAB&client=intern
al-uds-cse&usg=AFQjCNE4YBRXajCPFE_NHpqkZkPwGae1FA
Michigan Department of Human Services/Child Welfare Training Institute. On the job
training (OJT) is designed to help new caseworkers learn and put into practice the basic skills
necessary to meet the complex needs of the children and families served by the Michigan child
welfare system. Field activities such as shadowing home visits, observing family team meetings,
reviewing case files, interviewing court personnel, are included. New caseworkers have
homework assignments that are field based and include feedback requirements, observation
activities, and case review preparation.
(http://www.michiganchildwelfaretraining.com/Training/Resources/TrainingMaterials.aspx)
Oklahoma Department of Human Services/University of Oklahoma Health Sciences
Center. The Center developed a Hands on Testing (HOT) Handbook, which is a skills-based
competency testing that evaluates critical skills needed for child welfare workers to achieve
positive outcomes for children and families. Skills that are assessed vary based on position.
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Some of the skills included within the handbook are properly demonstrating complete and
accurate documentation, SACWSIS input, assessing child safety, and interviewing children and
families. Workers are tested in the field two weeks after they have successfully completed Core
(pre-service training).
(http://www.ou.edu/cwtraining/assets/pdf/HOT%20Handbook/FEB13%20%20HOT%20Handbook.pdf)
Oregon State- Child Welfare Core. Oregon developed a Field Activity Guide, a workbook
and on-the-job training guide that identifies specific learning activities for the first year on the
job as a case carrying Social Services Specialist. The activities utilize many content experts in the
field and reinforce classroom knowledge through structured transfer of learning activities.
Activities include interviewing a child, demonstration of documentation skills, reviewing and
understanding case files, and shadowing a co-worker on a family visitation.
(www.cwpsalem.pdx.edu/activityguide)
Alameda County Social Services Child Welfare. Alameda County has developed an On the
Job training manual that connects the core training of pre-service with activities in the field.
“Training buddies” are seasoned staff who are assigned for segments of an On the Job Training
Day to a new worker. The seasoned staff are responsible for explaining a task that needs
completion as well as overseeing that the task is carried out appropriately and within
established guidelines.
A training buddy may work with a new staff for 2 hours or for a whole day. In this
manner, a new worker may spend time with several seasoned staff members. Additionally, a
training buddy does not have to be seasoned in all aspects of the position but might have
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mastered one area in particular. For example, a training buddy could be a worker who has
been on the job 6 months and is still learning but has mastered the order of the file and
regularly has successful case folder audits. This worker would be a good training buddy for an
OJT task around case filing. Training topics common in child welfare that are included are: case
filing, child maltreatment, interviewing skills, case planning, court procedures, time
management, substance abuse, risk assessment, crisis intervention, domestic violence, writing
skills for legal reports, and placement issues.
calswec.berkeley.edu/CalSWEC/AlamedaCo_OJT_FullCurriculum.doc
Child Welfare National Training Trends
Critical to each state’s success in providing child protective services is a well-trained and
highly skilled child welfare workforce that is dedicated to ensuring the safety, permanency, and
well-being of children and families. Our review of 2nd round CFSR reports identified a total of 34
states that were found to be in substantial conformity for their provision of training for new
and existing staff. A summary of major components of training that were highlights in these
states follows (see also Attachment IV – CFSR Training Section – States with Substantial
Conformity for full list of states and salient characteristics reviewed). There is variation among
the states in the presentation of specific curriculum for specific job functions such as adoptions,
supervisor, hotline or intake, licensing, and children’s legal services. However, every state
provides training for child protective investigations and ongoing case management functions.
Each state’s training program is comprised of both a training component for new child welfare
staff (pre-service) and ongoing training for existing staff (in-service).
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Pre-service training. Pre-service training typically consists of a standard core curriculum
that is presented to all newly hired staff, regardless of job function. New employee orientation
is also included providing new employees with information about the mission, goals and
outcomes of the agency, as well as pertinent information they need about the expectations of
each person who works for the agency. The new employee orientation may occur prior to preservice training or be incorporated into the pre-service training. Pre-service training commonly
includes instructional modules pertaining to child welfare laws, agency specific policies and
procedures, legal issues and court processes, assessment and planning, SACWIS system related
processes, and ethics. These training modules are considered foundational or core knowledge
and skills for child welfare staff. Two examples of typical core training with content included are
provided below.
Case Example 4
Typical Core Training for Caseworkers
Pennsylvania
Module 1: Introduction to the Child Welfare System
Module 2: Identifying Child Abuse and Neglect
Module 3: Using Interactional Helping Skills to Achieve Lasting Change
Module 4: In-Home Safety Assessment and Management
Module 5: Risk Assessment
Module 6: Case Planning With Families
Module 7: The Court Process
Module 8: Assessing Safety in Out-of-Home Care
Module 9: Out-of-Home Placement and Permanency Planning
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Module 10: Making Permanent Connections: Outcomes for Professional Development

Child Welfare Resource Center, University of Pittsburgh.
http://www.pacwrc.pitt.edu/Curriculum/CTC.html
Case Example 5
Typical Core Training for Caseworkers
New Hampshire
Practice Model Family-Centered Approach to Child Protective Services
Module I
2 days -Solution-Based Approach to Family-Centered Child Protective Services
Module II
1 day - Engaging Families in Family-Centered Child Protective Services
Module III
2 days-Legal Issues in Family-Centered Child Protective Services
Module IV
1 day-Assessment in Family-Centered Child Protective Services
Module V
1 day-Investigative Processes in Family-Centered Child Protective Services
Module VI
3 days-Casework Process & Case Planning in Family-Centered Child Protective Services
Module VII
2.5 days-Child Development and the Effects of Abuse & Neglect on Family-Centered Child
Protective Services
Module VIII
2 days-Separation, Placement and Reunification in Family-Centered Child Protective Services
**This curriculum is from New Hampshire
https://unh.edu/cpe/sites/unh.edu.cpe/files/media/pdf/library/new-hire-pamphlet.pdf , but
the same curriculum is utilized by Ohio
http://www.ocwtp.net/PDFs/Trainee%20Resources/Caseworker%20Core%20Checklist.pdf
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Most states’ training curricula provide opportunities for interpersonal skill building,
practice-based course work, promising or evidence-based practices, and include timeframes for
training completion and training delivery methods. All but 3 states (91%) provide a combination
of classroom and field-based activities in their pre-service training programs. For those states
where the ratio of field-to-classroom training was available, nearly all have field-based training
hour requirements that equal or greatly exceed classroom hours by 50- 100%. For example,
Arizona requires 7 weeks of classroom training supplemented by 14 weeks of field training.
Illinois requires 4 weeks of classroom plus 5 weeks of field-based training. Maine, however,
provides 5 weeks of classroom plus 3 weeks of field training.
Less than half (15 of 34) of the states include job coaching and/or mentoring as integral
parts of their pre-service training program. Some states, such as Connecticut, assign staff to a
training unit but it is not clear that mentors or coaches are a part of that “unit”. Similarly,
several states (such as Iowa, Maine, and New Hampshire) indicate that “shadowing”
experienced staff is included in the pre-service program. However, it is not clear if these staff
perform any mentoring or coaching functions. Conversely, Ohio has a more defined coaching
process, with documentation and planning forms available online with their training curriculum
resources (http://www.ocwtp.net/Trainer%20Resources.html#Coaching).
For states where information was available about case assignments (n = 28), the
majority provide limited or gradual caseload assignments at some point during pre-service
training. Notable exceptions are states such as West Virginia, Wyoming, Oregon, Oklahoma and
South Carolina, where no cases are assigned to staff until the end of the pre-service training
experience. States such as Washington and Illinois assign new staff as “secondary” to cases
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during pre-service, but it is unknown the level or degree of involvement and responsibility
these staff have as “secondary.”
Illinois, Washington, Ohio, Oklahoma, Pennsylvania, and Rhode Island are among the
minority of states that have Individual Training Plans for new staff. Where curricula were
available, the training plan was included as part of the curriculum participant handout. The
intent is for the training participants to use the plan to record information they consider useful
and write a plan for how they will incorporate it into their work in the field. Pennsylvania
includes an ‘Idea Catcher/Action Plan’ with 5 of their 10 pre-service training modules as a
participant handout.
(See: http://www.pacwrc.pitt.edu/Curriculum/CTC/MOD1/Hndts/HO06_IdCtchr.pdf)
Ohio, Pennsylvania, and Idaho have some or all of pre-service and in-service curricula
available online and within the public domain. We have highlighted below various aspects of
the curricula in the examples below, such as pre-training and post-training resources, coaching
materials and training plan resources.
Case Example 6
Ohio
The Ohio Training curriculum was written by the Institute for Human Services.
Pre-training resources prior to the new employee beginning pre-service training review history
of child welfare values and guiding principles.
http://www.ocwtp.net/PDFs/Trainee%20Resources/SkillBuilding%20Resources/CW%201%20Pre.pdf
Ohio also has available a new employee orientation checklist which includes links to additional
resources and activities:
http://www.ocwtp.net/PDFs/Orientation/Orientation%20Checklist%20print%20out.pdf
(printable version with embedded links) and
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http://www.ocwtp.net/Orientation%20Resources.html (web page)
Ohio makes available coaching resources (agreement form, documentation form, coaching log,
and coaching plan and summary)
•
•
•
•

Coaching Agreement
Coaching Documentation
Coaching Log
Coaching Plan and Summary

Ohio uses other pre-training and post-training resources for specific training modules, such as
the Child Development pre-training assignment
http://www.ocwtp.net/PDFs/Trainee%20Resources/Skill-Building%20Resources/Pretraining%20VII.pdf
and the Child Development post-training assignment:
http://www.ocwtp.net/PDFs/Trainee%20Resources/SkillBuilding%20Resources/CW%207%20Post-training%20Assignment.pdf
Other pre-training resources include: Case planning in CPS:
http://www.ocwtp.net/PDFs/Trainee%20Resources/SkillBuilding%20Resources/CW%206%20pre.pdf
And Legal aspects of family centered CPS:
http://www.ocwtp.net/PDFs/Trainee%20Resources/SkillBuilding%20Resources/CW%203%20pre.pdf
Case Example 7
Pennsylvania
Pennsylvania’s core curriculum ‘Charting the Course towards Permanency for Children in
Pennsylvania’ is comprised of 10 modules and includes an online Transfer of Learning (TOL)
resource component. Eight of the ten modules are available online; the TOL component is
available only to registered participants.
Five of the available modules include an ‘Idea Catcher/Action Plan’ within the participant
handout materials. The intent is for the training participants to use the plan to record
information they consider useful and write a plan for how they will incorporate it into their
work in the field.
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Module 1: Introduction to Pennsylvania’s Child Welfare System
http://www.pacwrc.pitt.edu/Curriculum/CTC/MOD1/Hndts/HO06_IdCtchr.pdf
Module 3: Using Interactional Helping Skills to Achieve Lasting Change
http://www.pacwrc.pitt.edu/Curriculum/CTC/MOD3/Hndts/HO02_IdCtchr_ActnPln.pdf
Module 6: Case Planning with Families
http://www.pacwrc.pitt.edu/Curriculum/CTC/MOD6/Hndts/HO24_ActnPln.pdf
Module 7: The Court Process
http://www.pacwrc.pitt.edu/Curriculum/CTC/MOD7/Hndts/HO03_IdCtchr.pdf
Module 9: Out-of-Home Placement and Permanency Planning
http://www.pacwrc.pitt.edu/Curriculum/CTC/MOD9/Hndts/HO34_ActnPln.pdf
Module 10: Making Permanent Connections: Outcomes for Professional Development, also
includes a handout so the trainee can create their own post training professional development
plan based on their self-assessment and feedback from their supervisor
(http://www.pacwrc.pitt.edu/Curriculum/CTC/MOD10/Hndts/HO10_PrfssnlDvlpmntPln.pdf)
Case Example 8
Idaho
The Idaho Children and Family Services New Workers Academy has most of their new employee
curriculum available online. (http://www.icwpartnership.org/academy/) The online modules
include a continuous/individual learning plan, applicable competencies and performance
objectives related to the training module, specific activities for the trainee to demonstrate
competency as well as other participant handouts, PowerPoint slides, and additional resources.
Case Example 9
Michigan
The Child Welfare Training Institute, at the Michigan Department of Human Services, provides
details about their 9 week pre-service training which is a combination of classroom, online, and
on the job training. Their available resources includes a Transfer of Learning Guide:
http://www.michiganchildwelfaretraining.com/LinkClick.aspx?fileticket=M1OelXUEyw%3d&tabid=136
A collection of Field Activity forms for Adoptions and Case Management are available:
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Adoption Field Activity Form:
http://www.michiganchildwelfaretraining.com/LinkClick.aspx?fileticket=2aFx4L3EDxA%3d&tabi
d=136
CPS Field Activity Form:
http://www.michiganchildwelfaretraining.com/LinkClick.aspx?fileticket=QiRIkidR0v0%3d&tabid
=136
FC Field Activity Form:
http://www.michiganchildwelfaretraining.com/LinkClick.aspx?fileticket=n2RSC2Zvqj4%3d&tabi
d=136
The Michigan site also contains a library of training materials used for pre-service training for
CPS, Case Management, and Adoption as well as supervisor training for each of the specialties.
The resources include study guides and assessments and field activity guides
http://www.michiganchildwelfaretraining.com/Training/Resources/TrainingMaterials.aspx

Case Example 10
Oregon
Oregon pre-service core includes an extensive list of practice activities all available on-line.
These activities support skill building and the transfer of learning.
http://www.cwpsalem.pdx.edu/activityguide/

Most states typically have an additional training component for supervisors. The review
conducted indicates that the training requirement and content for child welfare supervisors
may include a new worker orientation to be completed within 3 weeks to 3 months after hire.
While supervisory core training is to be completed generally between 9 months to two years
after hire. Most states have similar or common core training content, as noted in the chart
below. In-service training requirements for supervisors range from 20-60 hours per year. See
below for examples of typical supervisor core training outlines.
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Case Example 11
Core Course for Supervisors
Pennsylvania’s Supervisor Training Series:
533: Module 1: The Preparatory and Beginning Phases of Child Welfare Supervision
501: Module 2: Living the Mission of Child Welfare
521: Module 3: The Middle/Work Phase of Supervision
543: Module 4: Managing Diversity through the Employment Process
540: Endings and Transitions: Managing Staff Retention, Satisfaction and Separation
http://www.pacwrc.pitt.edu/Curriculum/default.htm
Michigan’s Training Program for Child Welfare Supervisors:
Supervisory skills sessions covered
•
Supervising - The Front End: Planning Work
•
Training/Coaching/Teaching/Educating/Mentoring
•
Supportive Communication
•
Working With Workers (and Others) With Strong Opinions
•
Decision Making/Problem Solving
•
Supervising - The Back End: Monitoring/Reviewing/Evaluating
•
Management of Self
http://ssw.umich.edu/public/currentProjects/tpcws/
Ohio Supervisor Core Training:
Comprised of 6 modules, each of the modules contains a pre training
worksheet/assignment: http://www.ocwtp.net/Trainee%20Resources.htm#SU
Oklahoma Supervisory Training Modules:
CW 4000 - How to be a Good Clinical Supervisor in Child Welfare
CW 4004 - High Performance Team - Creating Teamwork in the Workplace
CW 4206 - CW Statewide Supervisor Conference
CW 4229 - Establishing Your Model for Effective Supervision
CW 4230 - Dealing with Difficult Employees
CW 4231 - Keeping Them: Strategies for Retaining Your Team
CW 4232 - Developing Worker Competency/Coaching
CW 4330 - Managing Change
CW 4444 - H.O.T. Supervisor Training
CW 4551 - Mirroring the Practice Model in Leadership and Supervision
Additionally, Oklahoma has a “Guide for Supervisors and Mentors” that explains the
New Worker Competency Development concept, outlines what supervisors can expect
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from the CW Training Section, and details of what the expectations are for both
supervisors and new workers. Expectations begin before workers begin training and
continue post completion. Supervisors are asked to review this guide themselves, with
mentors, and the worker.
http://www.ou.edu/cwtraining/assets/pdf/Supervisor%20Mentor%20Guide/MAR13Supervisor%20and%20Mentor%20Guide%20FY%2013.pdf
In addition to supervisor training materials, we also identified curriculum resources for
Leadership and Adoptions. Pennsylvania provides a collection of materials for Leadership,
including PowerPoint and recorded webinars. The Adoption curriculum available from
Minnesota includes curriculum materials for both adoption workers and adoption supervisors.
See below for additional examples.
Case Example 12
Pennsylvania’s Leadership Academy PCYA Quarterly Sessions:
700: Moving Through the Collaboration Continuum to Improve Permanency Outcomes
701: (October 2012) Leading the Charge and Leading the Change: Letting the Practice
Model Lead the Way
701: (June 2012) Technology in the Workplace: Legal and Ethical Ramifications
704: (April 2012) Conducting Business in Fiscally Challenging Times
700: (October 2011) Agency Culture: Promoting and Supporting Critical Thinking
Through Psychological Safety and Accountability (PowerPoint Presentation)
(April 2011) Strength-Based, Solution-Focused Leadership (PowerPoint Presentation)
704: Oh No, Now What Do I Do?
707: Tips and Techniques for Engaging Participants
708: New Legislation and Its Impact on Curricula
http://www.pacwrc.pitt.edu/Curriculum/default.htm

60

Minnesota’s Leadership Core Series:
510: Introduction to Leadership, Management and organizational Development
511: Multicultural Perspective in the Workplace
512: Situational Leadership
513: Leading People
514/515: Foundations of Team Building
516: EQ: Emotional Intelligence and 6 Month Review
http://www.dhs.state.mn.us/main/idcplg?IdcService=GET_DYNAMIC_CONVERSION&Re
visionSelectionMethod=LatestReleased&dDocName=dhs16_173053
Michigan’s Adoption Training (see link below for full list of topics):
•

•

•

•

•

•

Week 1 -- Field Week
Welcome
History of Adoption Assignment
Adoption Terms
Adoption Options at a Glance
Getting to Know Human Services Resources
Week 2
Child Welfare Philosophy
Core Values
Topic 607 – Adoption Credit
North American Council on Adoptable Children (NACAC) Tax Credit- 1
Adoption Decision Making Flow Chart
Week 3
Adoption Forum I Final Report Termination of Parental Rights
Order of Disposition
Order Following Hearing to Terminate Parental Rights
Order Committing Child to Agency
Characteristics of Successful Adoptive Families
Week 4
Initial Foster Home/Adoption Evaluation
Licensing Record Clearance Request
Law Enforcement Information Network (LEIN) Clearances
Weeks 5 and 6 -- Field Weeks
Culturally Competent Child Welfare Services
SWSS Web Tutorial
Week 7
Adoption Assigning Issues
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•

Order Terminating Parental Rights After Release
Petition for Adoption
Final Order Allowing Fees and Costs
Order of Adoption
Adoption Case Closing Checklist
Post Placement Disruption
Weeks 8 and 9 -- Field Week
Assignment for Tribal Contact
Native American Affairs (NAA) Tribal Service Area Map legend
NAA Tribal Service Area Map

http://www.michiganchildwelfaretraining.com/Training/Resources/TrainingMaterials.aspx
In-service and specialty training. In-service training is training provided to employees
who have successfully completed pre-service training requirements and have been in their
position greater than one year. These are required continuing education hours designed to
improve workplace skills, sharpen practice and improve the quality of services. There is usually
a mandated amount of in-service training hours that must be completed within a prescribed
period; these requirements may differ based on the position. Several states have variable
requirements for in-service training hours based on position type and, in one case, years of
service. The requirement for in-service training ranges from 12 – 40 hours per year, with an
average of 24 annual hours (n = 25 states where data was available). For example, Louisiana
requires 32 hours for the individuals’ 2nd and 3rd years of service, but then 20 hours per year
thereafter. Michigan requires 16 hours per year for Child Protective Services (i.e. CPI) staff, and
24 hours per year for foster care and adoption staff.
Instructional modules for various specialty topics may be used to supplement preservice curriculum or provide more in depth in-service training. Specialty content includes
modules on topics such as substance abuse and mental health, father and family
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engagement, and trauma. See below for a few examples of specialty curriculum available
on states websites.
Case Example 13

Pennsylvania
The Pennsylvania curriculum available online
(http://www.pacwrc.pitt.edu/Curriculum/default.htm) may be useful for developing
curriculum in specific content areas such as:
303: Childhood Mental Health Issues: An Introduction for Child Welfare Professionals
(http://www.pacwrc.pitt.edu/Curriculum/303%20Childrens%20MH%20Issues%20Intro.html)
309: Prescription Drug Abuse
http://www.pacwrc.pitt.edu/Curriculum/309%20PrescriptionDrugAbuse.html
303: Casework with Children: Anxiety and Related Disorders in Children and Adolescents
(http://www.pacwrc.pitt.edu/Curriculum/303CaseworkwithChildren_AnxietyandRelatedDisord
ersinChildrenandAdolescents.html )
308: Adult Mental Health Issues: An Introduction for Child Welfare Professionals
http://www.pacwrc.pitt.edu/Curriculum/308%20Adult%20Mental%20Health%20Issues.html
305: Engaging Absent Fathers
http://www.pacwrc.pitt.edu/Curriculum/305%20Engaging%20Absent%20Fathers.htm
305: Engaging Incarcerated Parents
http://www.pacwrc.pitt.edu/Curriculum/305%20Engaging%20Incarcerated%20Parents.htm
209: Family Reunification through Visitation
http://www.pacwrc.pitt.edu/Curriculum/209FmlyRnfctnThrghVsttn.html
Interstate Compact
http://www.pacwrc.pitt.edu/Curriculum/205ICPC.htm
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Idaho
The Idaho specialty content areas and the curriculum include cultural competency, worker
safety, and domestic violence:
Cultural competency:
http://www.icwpartnership.org/documents/Academy_Topic_Books/Cultural%20Competency%
20Dec%2009.pdf
Worker Safety:
http://www.icwpartnership.org/documents/Academy_Topic_Books/Worker%20Safety%20%20
-%20Jan%2010(1).pdf
Child abuse and neglect related to domestic violence issues:
http://www.icwpartnership.org/documents/Academy_Topic_Books/Domestic%20Violence%20
Booklet%20-%20May%2010.pdf
Illinois
Illinois specialty curriculum available online
(http://www.state.il.us/DCFS/library/com_communications_train.shtml#Curriculum ) and may
be useful in developing curriculum specific to content areas such as:
The Engagement and Involvement of Fathers in the Delivery of Child Welfare Services
Family Connectedness
Stability for Children and Families
Family Centered Practice

Finally, a review was conducted of various national resources offering training curricula.
Curricula available in the public domain for each of the 26 required curriculum content areas
identified by the Department for inclusion in the development of Florida’s curriculum were
researched. The result is a compilation of additional curricula and online resources that can be
used to inform or enhance Florida’s pre-service curriculum in these specified content areas. For
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additional resources relating to specialty content areas of curricula see Attachment IV, Required
curriculum content (examples for exhibit G).
Summary and Recommendations
The purpose of this national child welfare training curriculum review is to inform the
development of Florida’s pre-service training for child welfare professionals. The new preservice training curriculum will be aligned with Florida’s Department of Children and Families
Child Protection Transformation which will transform the role and practice of the hotline,
protective investigation and case management so that the components of the system work
together as an integrated unit. This review informs and makes recommendations for the
upcoming design and delivery methods used in the development of curricula in nine (9) areas:
hotline, protective investigators, case managers, adoption, licensing, new supervisors,
experienced supervisors, children’s legal services, and leadership. Included within this review
are the domains of adult learning theories, findings from statewide focus groups, national
review of effective training delivery methods, and national child welfare trends for training
provided by states to newly hired case managers, protective investigators, supervisors, and
other child welfare positions. This review also summarizes information on training, resources
and curricula that are available in the public domain for “specialty” practice areas.
In addition to the findings and suggestions that are embedded throughout the report,
our review highlights the following set of recommendations for the development of Florida’s
pre-service training curriculum.
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•

Prior to a new employee entering pre-service training, job specific shadowing
opportunities that align with the curriculum should be offered that provide context to
practice and expectations.

•

Orientation should provide a clear picture of the organizational environment, practices,
values, principles, expectations and a realistic job preview.

•

The physical location of the training should be spacious enough to be able to
accommodate planned activities and should be in close proximity to the work
environment. The trainer must ensure that the trainees feel ‘safe’ to share ideas and
experiences.

•

Instructional design should construct learning experiences for adults that match learning
needs and objectives with appropriate content and teaching methods.

•

The curriculum should be flexible to allow for guest trainers/speakers/content experts
from other state agencies, service providers, stakeholders, and community partners as
well as opportunities for trainees to visit various providers (aka field trips).

•

Trainers should encourage trainees to identify what their learning needs are. Learning
objectives should be clear and help the learner to make a connection between what the
trainee needs to know and how the training modules will provide the knowledge and
how they will use knowledge and skills on the job.

•

The curriculum should include worksheets to guide trainees and their supervisors in
developing individual training plans so the trainee can participate in developing their
own learning objectives and assist in career and personal development.
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•

The curriculum should include a complete “mock” case file based on current practice
and expectations that is aligned with curriculum.

•

Develop the flow of the learning modules to mimic the “mock” case and allow for
flexibility as new issues arise. The use of FSFN should be incorporated into learning
modules as it would be accessed in a real case.

•

Trainees should be encouraged and provided direction to further enhance their own
learning (for instance, if a trainee is lacking exposure/experience with a particular topic
or is interested in a specialty area then they should be provided resources to guide their
learning).

•

The curriculum should provide opportunities to work in small groups so trainees can
share experiences (either personal or from field days), discuss issues or case
complexities and problem solve as a group, and identify and share resources.

•

Structured field days should occur intermittently with classroom days. Activities
assigned for field days should correspond with content covered in the classroom.
Activities should also provide trainees an opportunity to reflect on how their
experiences, knowledge, and perceptions have increased/changed since the start of the
training process.

•

Develop a field activity guidebook that corresponds with structured field days and job
specific activities.

•

The field activity guidebook should include overview of activity, review of experience
and observations, and feedback by new hire, coach, supervisor and trainer.
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•

When activities/games are utilized in training, they should reflect the fundamental
concepts outlined in the curriculum. Discussion and feedback following the activity is
necessary to link the purpose of the activity with the knowledge or skill it was intended
to produce.

•

There should be a structured process in place to obtain ongoing feedback from the
trainee’s supervisor to the trainer and from the trainer to the trainee’s supervisor to
identify and address skill strengths and needs of the trainee.

•

Evaluation of the training should occur following each learning module and be used to
identify additional needs. The new employee, coach, and supervisor should be included
and provide feedback from different perspectives.

•

A process should be established to perform ongoing evaluation after pre-service to
identify learning needs and ensure needs have been met.

•

Curriculum for management/leadership should include a focus on organizational
capacity to support a learning environment that fosters the development of worker
competencies to achieve desired agency outcomes.

•

Supervisors and leadership should be formally trained on a child welfare coaching model
with clear roles and expectations specified for leadership, supervisor and/or coach and
new employee.

•

Individual Coach Plans/Professional Development Plans should be developed during preservice training and then transferred to the work environment through employee
evaluation systems.
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Attachment I: Child Welfare Curriculum by State
State
Alabama
Alaska

Curriculum Link or Info (if online)

State CW Contact (#/email)

Additional Information

http://dhr.alabama.gov/services/Child_Protectiv
e_Services/Documents/2011_APSR.pdf
http://216.226.177.43/contact/Contact_Us.aspx
http://www.uaa.alaska.edu/childwelfareacadem http://www.uaa.alaska.edu/childwelfareacademy/co
y/index.cfm
ntact-us.cfm

Arizona

Arkansas
California
Colorado
Connecticut
Delaware
Florida

http://humanservices.arkansas.gov/dcfs/dcfsDocs/2012%20A
http://www.uapb.edu/index.php?option=com_conte R%20APSR%20edit%20to%20consider%20PLB%20final%20ver
http://www.midsouth.ualr.edu/index.html
nt&view=article&id=297
sion%2011-26-12.docx
http://theacademy.sdsu.edu/programs/PCWTA/
http://humanservices.ucdavis.edu/Custom/Children/index.asp
PCWTA-1.htm
http://calswec.berkeley.edu/contact
x
http://www.nsatraininginstitute.org/CDHSindex.
http://www.colorado.gov/cs/Satellite/CDHShtm
http://www.cdhsacademy.com/Contact.aspx
ChildYouthFam/CBON/1251580878114
http://www.ct.gov/dcf/cwp/view.asp?a=2540&Q http://www.ct.gov/dcf/cwp/view.asp?a=2540&q=314 http://www.ct.gov/dcf/lib/dcf/dcf_university/pdf/provider_ac
=314804
544
ademy_overview.pdf
http://delawarepersonnel.com/training/index.sh
statewide_training@state.de.us
http://pcadelaware.org/programs-services/training/
tml

Georgia

http://dfcs.dhs.georgia.gov/about-ets

http://www.gadfcs.org/leadersdfcs.php

Hawaii
Idaho

http://www.icwpartnership.org/academy/

http://www.icwpartnership.org/contact/

Illinois

http://www.state.il.us/DCFS/library/com_communication
s_train.shtml#Curriculum for Control Group
http://www.chicagocac.org/resources/ccac-training/

Indiana

http://www.in.gov/dcs/2661.htm

http://www.in.gov/dcs/2663.htm

Iowa

http://www.iowacpta.org/courses.shtml

Mary Jo Beckman mbeckma@dhs.state.ia.us.
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http://dfcs.dhr.georgia.gov/sites/dfcs.dhs.georgia.gov/files/im
ported/DHR-DFCS/DHR_DFCSEdu/Files/Keys%20Participant%20Guide.pdf
http://archive.jan2013.hawaii.gov/dhs/social_services/child_
welfare/child_and_family/SWA.pdf
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Maine

http://childally.org/train/cm-training/
https://www.kcsl.org/who_jobs_contact_us.aspx
http://www.training.eku.edu/
http://www.utc.eku.edu/contact.htm
http://www.lcwcwp.com/nwo/download/trainer
/DayOne-pm.pdf
http://www.lcwcwp.com/contact_us.htm
http://cwti.trainingserver3.org/

Maryland

http://www.family.umaryland.edu/ryc_educatio
n_and_training/child_welfare_academy.htm

Kansas
Kentucky
Louisiana

Massachusetts
Michigan

http://www.michiganchildwelfaretraining.com/H http://www.michiganchildwelfaretraining.com/About http://www.michiganchildwelfaretraining.com/Training/Reso
ome.aspx
Us/OurTeam.aspx
urces/TrainingMaterials.aspx

Minnesota

http://www.dhs.state.mn.us/main/idcplg?IdcSer
vice=GET_DYNAMIC_CONVERSION&dID=158149

Mississippi
Missouri
Montana

http://socialwork.health.umt.edu/content/mont
ana-child-abuse-and-neglect-training

http://ccfl.unl.edu/services/training/
http://www.nvpartnership4training.com/public/ http://www.nvpartnership4training.com/public/Cont
Nevada
Default.aspx
actUs.aspx
https://unh.edu/cpe/sites/unh.edu.cpe/files/media/p
New Hampshire
df/library/new-hire-pamphlet.pdf
http://www.state.nj.us/dcf/about/divisions/cwta
New Jersey
/
http://socialwork.rutgers.edu/Contact.aspx
Nebraska

New Mexico

andrea.poole1@state.nm.us ph: 505 8278474
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Login required for curriculum
http://www.dcfs.state.nv.us/PIP/QTR_5_PIP_%204-14_B_Statewide.pdf
http://www.unh.edu/cpe/training-liaisons
http://www.state.nj.us/dcf/about/divisions/cwta/
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http://www.bsccdhs.org/TrainingPrograms/ChildWelfare/ChildProtec
tiveServices.aspx

New York

http://www.ncdhhs.gov/dss/training/childwelfar
North Carolina e.htm
http://www.ncdhhs.gov/dss/contact/
North Dakota
http://www.cfstc.und.edu/cwct-curric.php
http://www.csw.ohioOhio
http://www.ocwtp.net/
state.edu/trainingforprofessionals/
Oklahoma
http://www.ou.edu/cwtraining/
Oregon

http://www.cwp.pdx.edu/html/pgTraining.php

http://www.ncdhhs.gov/dss/training/docs/CWSTrainingOfferi
ngs_2012.pdf

http://www.dhs.state.or.us/training/Employees.htm

http://www.socialwork.pitt.edu/researchtraining http://www.socialwork.pitt.edu/researchtraining/chil
Pennsylvania
/child-welfare-ed-research-programs/cwel
d-welfare-education-research-programs
http://www.pacwrc.pitt.edu/Curriculum/default.htm
Rhode Island
http://www.ric.edu/cwi/initiatives.php
http://www.ric.edu/cwi/index.php
South Carolina
https://dss.sc.gov/content/about/contact.aspx
https://www.sworps.tennessee.edu/html/contacts.ht http://www.state.tn.us/youth/providers/training/DCSProviderManualRe
Tennessee
v2.pdf
ml
http://www.utexas.edu/research/cswr/psti/inde
Texas
x.php?lm=about&m=about
Utah
DCFS, LORI GIOVANNONI 801-538-4386
http://www.uvm.edu/~socwork/vcwp/?Page=ab
Vermont
out.html&SM=aboutsubmenu.html

Virginia

http://www.vcu.edu/vissta/

Washington

http://www.dshs.wa.gov/ca/partners/trainingFPS.asp

West Virginia

vissta@vcu.edu
SocialWork@mail.wvu.edu
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http://www.dss.virginia.gov/files/division/dfs/cps/intro_page/
manuals/02-2013/section_1_introduction_to_cps.pdf
http://www.dshs.wa.gov/pdf/ca/ChildSafetyFramework.pdf
http://www.wvdhhr.org/bcf/cfsp2010finalversion%204_%202
_.pdf
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Wisconsin

http://wcwpds.wisc.edu/Default.aspx

http://wcwpds.wisc.edu/contacts/Default.aspx

Wyoming

http://cfsa.dc.gov/DC/CFSA/For+Partners/Foster http://dc.gov/DC/CFSA/For+Partners/Foster+Parents/
Washington DC +Parents/CWTA+Training+Model
Child+Welfare+Training+Academy
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Document Title

Link Location

Brief Summary

Example of
NMSU partnership
multimedia training.
produces child safety
http://cmi.nmsu.ed
Collaboration
videos for New Mexico
between child
u/2013/04/nmlaw/
law enforcement
welfare and Law
agencies
Enforcement
Realistic look at work
Arizona Video A Realistic https://www.azdes
within child welfare
Look at a Career in CPS .gov/landing.aspx?i
for interested
Video
d=10232
applicants
Oregon Child
Oregon Child Welfare http://www.cwpsal
Welfare Supervisors
Supervisors Activity
em.pdx.edu/activit
Activity Guide for
Guide for New Workers
yguide/
New Workers
Defines coaching
practices based on
http://www.fippcas current research in
Evidence-Based
e.org/caseinpoint/c the human learning,
Definition of Coaching
professional
aseinpoint_vol1_no
Practices
development, and
6.pdf
help giving practices
fields.
http://calswec.berk
2010 Training evaluation eley.edu/files/uplo Synopses of various
symposium - brief
ads/pdf/CalSWEC/0 child welfare training
information and
3_2010_NHSTES_Al
projects and
contacts
contacts
l_Synopses_FINAL.
pdf

Bridging the GapCoaching in Child
Welfare

http://www.ucden
ver.edu/academics
/colleges/medicalsc
hool/departments/
pediatrics/subs/can
/DR/Documents/D
R%20Online%20Ma
terial_TOTAL/Bridgi
ng%20the%20Gap/
2.%20Bridging%20t
he%20Gap%20Pow
erPoint.pdf

PowerPoint slides
providing
information on
coaching
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Curricula
Audience (of the
9 curricula
areas)

Other Info (best
practice, design,
training delivery…)

General

Curriculum/ Tools/
eLearning/
Multimedia

General

Curriculum/ Tools/
eLearning/
Multimedia

General

Curriculum/ Tools/
eLearning/
Multimedia

Leadership/
Supervisors

Design/Delivery

General

Contacts/Websites

General

Curriculum/ Tools/
eLearning/
Multimedia
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Document Title

Curricula
Audience (of the
9 curricula
areas)

Other Info (best
practice, design,
training delivery…)

General

Curriculum/ Tools/
eLearning/
Multimedia

General

Design/Delivery

http://www.strengt
heningnonprofits.o
rg/resources/e- e-Learning lesson on
learning/online/deli Delivering Training.
veringtraining/Print
.aspx

General

Design/Delivery

Presents site visit
reports from
programs funded to
develop, implement,
evaluate, and
disseminate training
curricula and models
for recruiting and
retaining a
competent
workforce in public
child welfare
agencies.

General

Design/Delivery

Link Location

http://www.nctsne
t.org/products/chil
Child Welfare Trauma
d-welfare-traumaTraining Toolkit (2008)
training-toolkit2008

http://muskie.usm.
Colorado Training Needs maine.edu/helpkids
Assessment
/rcpdfs/COReport1
00709FINAL.pdf

Delivering Training

https://www.child
Developing Models of
welfare.gov/manag
Effective Child Welfare
ement/funding/fun
Staff Recruitment and
ding_sources/randr
Retention Training
t.cfm

Brief Summary
Curriculum designed
to teach basic
knowledge, skills,
and values about
working with
children who are in
the child welfare
system and who
have experienced
traumatic stress
Reviews survey
results conducted to
assess the
professional
development needs
of child welfare
caseworkers, case
aides, and
supervisors in
Colorado.
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Curricula
Audience (of the
9 curricula
areas)

Other Info (best
practice, design,
training delivery…)

General

Design/Delivery

General

Design/Delivery

Identify and describe
the essential
http://www.childre
components of an
nsdefense.org/childeffective child
Promoting child welfare
research-datawelfare workforce
workforce
publications/data/p
improvements that
improvements through
romoting-childcould help promote
federal policy changes
welfare-workforcea quality, effective
improvements.pdf
child welfare
workforce.

General

Informational/
Research Summary

A meta-analysis of
adult learning
http://nirn.fpg.unc. methods identifying
effective adult
Resources: New Study
edu/news/newlearning practices
Identifies Effective Adult study-identifiesand the conditions
Learning Practices
effective-adultlearning-practices under which optimal
learner benefits are
supported.

General

Design/Delivery

Document Title

Link Location

Brief Summary

New keys to success Provides
http://nsdta.aphsa.
information/criteria
Guidelines for effective
org/PDF/New_Key_
for curriculum
staff development and
to_Success.pdf
design.
training programs
Serves as a starting
point for agencies
interested in
Partnering with Youth http://muskie.usm.
involving youth in
Involving Youth in Child
maine.edu/helpkids
the development of
welfare Training and
/rcpdfs/partneringg
child welfare
Curriculum
uide.pdf
curriculum and staff
Development
development
projects.
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Document Title

SMARRT Manual:
Strategies Matrix
Approach to
Recruitment and
Retention Techniques

Link Location

Brief Summary

Curricula
Audience (of the
9 curricula
areas)

http://centerforchil
dwelfare2.fmhi.usf.
edu/kb/bpam/SMA
RRT_Manual2006.p
df

Presents researchbased findings and
practical how-to
information on
innovative strategies
for addressing
recruitment and
retention in child
welfare agencies. --includes a section on
training.

General

Design/Delivery

General

Design/Delivery

General

Contacts/Websites

General

Design/Delivery

General

Design/Delivery

General

Design/Delivery

This attachment
http://muskie.usm.
highlights the
Standards and guidelines maine.edu/helpkids content of national
standards and
for training programs /rcpdfs/trainstanda
guidelines that are
rds.pdf
relevant.
https://www.acf.hh
The Children’s Bureau s.gov/sites/default/
Resource
Training & Technical files/cb/tta_networ
information
Assistance Network k_directory_2013.p
df#page=13
The NSDTA Code of
Ethics for Training and
Development
http://nsdta.aphsa.
Integrating ethics
Professionals in Human org/PDF/Code_Ethi
into training.
Services: Case Scenarios
cs.pdf
and Training
Implications
http://cwti.training
server3.org/images
Training Evaluation and
/Training_Evaluatio
the Transfer of Training
n_and_the_Transfe
r_of_Training.pdf

Literature review

http://muskie.usm.
maine.edu/helpkids
Tools and Resources
Various handbooks on /TrainingNetwork/I
for Transfer of
Transfer of Learning
nfoReqPrevious.ht
Learning
m#transferoflearni
ng
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Other Info (best
practice, design,
training delivery…)

Attachment II: Curriculum Design and Literature for (9) Curricula Audience

Document Title

Link Location

Brief Summary

A collection of web
Special Toolkit Issue of http://www.safesta links to available
the Safe Start Center e- rtcenter.org/enews toolkits and guides
Newsletter (2011)
/1104_0502a.htm relative to children's
exposure to violence
http://calswec.berk
Writing Curricula at the eley.edu/files/uplo
Model for training
Skill Level as a
ads/pdf/CalSWEC/0
skill and provides
Foundation for
5WritingCurriculaat
steps to follow.
Embedded Evaluation theSkillLevelFINAL.
pdf
Provides multiple
trainings to help
http://www.courts.
participants and
Court Improvement state.co.us/Adminis
practitioners
Program Curricula
tration/Program.cf
understand aspects
m?Program=28
of the child welfare
system.
Training materials
MCLE Training Sessions
used for new
http://www.caichil
for New Dependency
Dependency Court
dlaw.org/mcle.htm
Court Counsel
attorneys in
California
http://www.lcwcw
New Worker
Child Welfare Practice - p.com/nwo/downl
Orientation
Louisiana new worker oad/trainer/NWOD
curriculum for new
orientation
ayOne1.29.13revis
employees in LA
ed3.5hours.pdf
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Curricula
Audience (of the
9 curricula
areas)

Other Info (best
practice, design,
training delivery…)

General

Contacts/Websites

General

Design/Delivery

CLS

Curriculum/ Tools/
eLearning/
Multimedia

CLS

Curriculum/ Tools/
eLearning/
Multimedia

CM

Curriculum/ Tools/
eLearning/
Multimedia

Attachment II: Curriculum Design and Literature for (9) Curricula Audience
Curricula
Audience (of the
9 curricula
areas)

Other Info (best
practice, design,
training delivery…)

CM

Design/Delivery

CM

Curriculum/ Tools/
eLearning/
Multimedia

Intended to prepare
child welfare
caseworkers to
engage family
members of children
in the custody of the
child welfare system
in development of a
permanent plan for
the child.

CM, CPI,
Supervisor

Curriculum/ Tools/
eLearning/
Multimedia

http://www.michig
anchildwelfaretrain Training curriculum,
Michigan Child Welfare
guides, case
ing.com/Training/R
Training Institute
examples.
esources/Training
Materials.aspx

CM, CPI,
Adoption,
Supervisor

Curriculum/ Tools/
eLearning/
Multimedia

Document Title

Link Location

National Evaluation of
http://www.bu.edu
Child Welfare Training
/ssw/files/pdf/BUS
Grants: Case Study
SW_CSReport11.pd
Report of Independent
f
Living Training Projects

http://wcwpds.wisc
Wisconsin CW Pre.edu/caseworkerservice training --- ontraining/foundation
line
/Default.aspx

The Kinship Care
Practice Project

http://www.uic.ed
u/jaddams/college/
kincare/curriculum
_videos/curriculum
_videos.html

Brief Summary
Presents an
evaluation of 12
projects that trained
workers to assist
youth transitioning
from care to
independent living.
The report discusses
findings on
curriculum
development,
training delivery,
youth involvement,
evaluation,
dissemination, and
collaboration.
eLearning for CW
preservice training --available modules
'legal affairs' and
effects of abuse
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Link Location

Brief Summary

Curricula
Audience (of the
9 curricula
areas)

U of MN - online
learning modules

http://www.cehd.u
mn.edu/ssw/cascw
/pracresources/Mo
dules/ModuleHom
e.asp

The intent of the
modules listed below
is to present the
latest practicerelevant child
welfare research
from top researchers
at the University of
Minnesota in a
format that is timely,
efficient and easy to
use.

CM, CPI,
Adoption,
Supervisor

Curriculum/ Tools/
eLearning/
Multimedia

Partnership Plan

http://qpiflorida.cb
Online learning
cs.usf.edu/pages/P
modules for Florida's
artnershipPlan/Part
Partnership Plan
nershipPlan.html

CM, CPI,
Supervisor,
Licensing

Curriculum/ Tools/
eLearning/
Multimedia

CM, Supervisor

Design/Delivery

Document Title

http://www.cssp.or
g/publications/chil
Assessment of the
d-welfare/classDistrict of Columbia's
actionChild and Family
reform/asessmentServices Agency (CFSA) of-the-district-ofPre-Service Training for columbias-childSocial Workers (CSSP, and-family-services2006)
agency-cfsa-preservice-training-forsocial-workers.pdf

Provides strengths
and needs of
curriculum content,
organization,
materials and
training method clear
recommendations.

http://www.ou.edu
Oklahoma Child Welfare
Preservice
CM, Supervisor
/cwtraining/cw423
Curriculum
Training Program.
0.html
Ohio Child Welfare
http://www.ocwtp. Curriculum, training
CM, Supervisor,
Trainee Resources (also
net/Trainee%20Res tools, skill building
Adoptions
a link to trainer
activities.
ources.htm#CW
resources)
California Public Child http://theacademy.
Welfare Training
sdsu.edu/programs Training outlines for CM, Supervisor,
Academy- Trainer
core training.
Leadership
/PCWTA/trainer_ha
Handbook ndbook.html
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Other Info (best
practice, design,
training delivery…)

Curriculum/ Tools/
eLearning/
Multimedia
Curriculum/ Tools/
eLearning/
Multimedia

Design/Delivery

Attachment II: Curriculum Design and Literature for (9) Curricula Audience
Curricula
Audience (of the
9 curricula
areas)

Other Info (best
practice, design,
training delivery…)

Hotline training
materials

http://muskie.usm.
maine.edu/helpkids
/TrainingNetwork/I
Responses to a
nfoReq/StaffTrainin
national request for
g/HotlineScreenerT
information
raining/042009Info
ReqHotlineScreene
rTraining.doc

Hotline

Informational/
Research Summary

Oklahoma - Hands On
Testing

http://www.ou.edu
/cwtraining/assets/
pdf/HOT%20Handb
Field testing guide
ook/FEB13%20%20HOT%20Handb
ook.pdf

Hotline, CM,
Adoption, CPI

Curriculum/ Tools/
eLearning/
Multimedia

Creating a practice
framework intended
for child welfare
professionals in
leadership positions
interested in
grounding and
reshaping frontline
practice in a
thoughtful,
integrated model of
practice.

Leadership

Informational/
Research Summary

Research results for
study involving
coaching practices
and managers in a
public agency.

Leadership

Informational/
Research Summary

Implementing
Practice Models 1-11
| Ten Key Factors 12.

Leadership

Informational/
Research Summary

Document Title

Link Location

http://www.childw
Adopting a Child Welfare elfaregroup.org/do
Practice Framework cuments/CWGPract
iceFramework.pdf

Executive Coaching as a
Transfer of Training
http://dfcoaching.c
Tool: Effects on
om/index.php/artic
Productivity in a Public
les/81.html
Agency
http://muskie.usm.
Implementing practice maine.edu/helpkids
models
/rcpdfs/cwmatters
11.pdf

Brief Summary
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Curricula
Audience (of the
9 curricula
areas)

Other Info (best
practice, design,
training delivery…)

Leadership

Curriculum/ Tools/
eLearning/
Multimedia

Document Title

Link Location

Brief Summary

Leadership seminar on
the transfer of learning
(supplement to
Developing the
Supervisor's Capacity to
Assist Staff in
Transforming Learning
Into Practice)

http://library.child
welfare.gov/cwig/
ws/library/docs/gat
eway/Blob/49386.p
df?w=+NATIVE%28
%27an%3D%27%27
cd42260%27%27%27
%29&upp=0&rpp=1
0&r=1&m=1

Guide for discussion
with leadership on
the supervisory
training to transfer
learning to practice.

http://library.child
welfare.gov/cwig/
ws/library/docs/gat
eway/Blob/64713.p
National Child Welfare
df;jsessionid=F7C4C
Leadership Institute:
55EB98B4C2703F7
Leadership 101
939FDD38A583?w=
Curriculum
+NATIVE%28%27re
cno%3D64713%27
%29&upp=0&rpp=1
0&r=1&m=1

Helps child welfare
managers enhance
evidence-based
leadership skills that
are associated with
personal and
organizational
success, including
information on
managing change
and developing
productive and
effective
relationships within
child and family
services systems.

Leadership

Curriculum/ Tools/
eLearning/
Multimedia

Leadership
Guide to
understanding the
Competency
framework of
Framework Muskie School of NCWWI's Leadership
Competency Model
Public Service

Leadership/
Supervisors

Informational/
Research Summary

Leadership/
Supervisors

Design/Delivery

Leadership Competency
Framework

Learning Circles (a
delivery method)

http://muskie.usm.
maine.edu/helpkids
/telefiles/121410te
le/Webinar%20Brit
tain%20&%20Espin
oza%20Presentatio
n.pdf

PowerPoint slides
explaining the
process and
application of
Learning Circles
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Document Title

The Business Case for
Coaching

Pennsylvania Child
Welfare Resource
Center

Link Location

Brief Summary

http://www.perfor
mancepartners.net.
Explains the purpose
au/wpand benefits of
content/uploads/2
coaching
011/06/businesscase-forcoaching.pdf

Other Info (best
practice, design,
training delivery…)

Leadership/
Supervisors

Design/Delivery

http://www.pacwrc Pennsylvania preLicensing, CM,
Adoption,
.pitt.edu/Curriculu service and specialty
online curricula
Leadership, CPI
m/default.htm

http://cwti.training
server3.org/images Evaluation of Kinship
Impact of Kinship
/The_Impact_of_Ki Provider Resource
provider training
Family training
nship_Provider_Tra
ining.pdf
http://dss.mo.gov/
Foster/Adoptive
Pre-Service Training and cd/info/cwmanual/
Parent Training
competency
STARS Competencies section6/ch2/sec6c
h2sub4.htm
requirements

Basics of Coaching

Curricula
Audience (of the
9 curricula
areas)

Curriculum/ Tools/
eLearning/
Multimedia

Licensing

Informational/
Research Summary

Licensing

Informational/
Research Summary

http://muskie.usm.
maine.edu/ncic/ass Literature review of
coaching
ets/CoachingLiterat
ureReview0310.pdf

General

Design/Delivery

Provides training
system assessment
process and tool and
presents strategies
for developing a
mature training
system.

General

Informational/
Research Summary

General

Informational/
Research Summary

General

Design/Delivery

http://muskie.usm.
Building Effective
maine.edu/helpkids
Training Systems for
/rcpdfs/Trainingass
Child Welfare Agencies
ess_B060056.pdf

http://www.dcyf.ri.
gov/docs/amended Outline of the CW
Rhode Island - Training
_rules/effective_20 training structure for
rule
111209/TrainProfD
RI.
ev.pdf
http://www.q2lear
Information on
design and
Training for Results: A ning.com/collateral
application of
Blended Approach
/WP-Training-ForResults.pdf
blended learning
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Document Title

Link Location

Curricula
Audience (of the
9 curricula
areas)

Other Info (best
practice, design,
training delivery…)

General

Contacts/Websites

General

Informational/
Research Summary

General

Design/Delivery

2007 lit review -adult learning
theory, training
implementation.

General

Design/Delivery

Guide for
supervisors.

Supervisor

Curriculum/ Tools/
eLearning/
Multimedia

Brief Summary

Collection of
http://www.ihsresources available
Various resources on CW trainet.com/produc
for use in child
training
ts_resources/produ
welfare training
cts_books.htm
curriculum
http://www.north Results of evaluation
Web-Enhanced Prewestmedia.com/re
of pre-service
Service Training for F/A,
search/webpreservi training for resource
Kinship Parents
parents
ce.pdf
Provides an example
of how a training
system can use
constructive and
A Guidebook for Building http://www.aphsa. instructive dialogue
among different
Organizational
org/OE/docs/Buildi
Effectiveness Capacity: A ngOECapacityGuide agency components
to support an
Training System Example
Bk.pdf
agency’s
organizational
effectiveness
capacity.
Review of the Literature http://www.bu.edu
on Child Welfare
/ssw/files/pdf/BUS
Training: Theory,
SW_CSReport21.pd
Practice, and Research
f

(Oklahoma)
Supervisor/Mentor
Guide

http://www.ou.edu
/cwtraining/assets/
pdf/Supervisor%20
Mentor%20Guide/
MAR13Supervisor%20and
%20Mentor%20Gui
de%20FY%2013.pdf
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Curricula
Audience (of the
9 curricula
areas)

Other Info (best
practice, design,
training delivery…)

Supervisor

Informational/
Research Summary

Supervisor

Design/Delivery

Collection of links
http://muskie.usm. with information and
maine.edu/helpkids resources to develop
/coaching.htm
or strengthen
coaching programs

Supervisor

Contacts/Websites

Coaching is defined
as the process by
which the coach
creates structured,
focused interaction
and uses appropriate
strategies, tools and
http://academy.ext
Coaching in the Field of
techniques to
ensiondlc.net/cours
Child Welfare
promote desirable
e/view.php?id=29
and sustainable
change for the
benefit of the
learner, in turn
making a positive
impact on the
organization.

Supervisor

Curriculum/ Tools/
eLearning/
Multimedia

Document Title

Link Location

http://muskie.usm.
maine.edu/helpkids
Building a Model
/TrainingNetwork/
Framework for CW Sup BuildingAModeland
FrameworkforCWS
upervision.pdf

Coaching in Child
Welfare

Coaching in Child
Welfare Resources

http://muskie.usm.
maine.edu/helpkids
/rcpdfs/cwmatters
12.pdf

Brief Summary
Review of practices
and
recommendations to
provide child welfare
leadership with
proven
strategies and tools
that support
supervisors as they
carry out their
diverse activities
Defines coaching and
the coaching
process, and a
description of
coaching programs,
including examples
of programs already
underway
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Document Title

Link Location

http://academy.ext
Coaching in the field of ensiondlc.net/mod
child welfare - toolkit /resource/view.php
?id=796

http://library.child
welfare.gov/cwig/
ws/library/docs/gat
CPS Supervisor
eway/Blob/61525.p
Development Trainer's
df?w=+NATIVE%28
Manual
%27recno%3D6152
5%27%29&upp=0&
rpp=10&r=1&m=1

Brief Summary
The toolkit is filled
with research, tips
for coaches, skill
development, and
videos featuring
demonstrations on
coaching.
Trainer's guide and
curriculum for
supervisory trainingmodules include
ethical decisionmaking, self
assessment and self
awareness,
supervisory
techniques

http://library.child
welfare.gov/cwig/
ws/library/docs/gat
Developing the
eway/Blob/49382.p Trainers' guide for
Supervisor's Capacity to
supervisor skills
df?w=+NATIVE%28
Assist Staff in
development
%27an%3D%27%27
Transforming Learning
training.
cdInto Practice
42256%27%27%27
%29&upp=0&rpp=1
0&r=1&m=1
Presents the results
of focus group input
http://www.ssw.u pre- and post-test
Evaluation of Training
mich.edu/public/cu questionnaires for a
for Child Welfare
federally funded
rrentProjects/tpcw
Supervisors
child welfare
s/evaluation.pdf
supervisor training
program.
http://calswec.berk
Key to Success Transfer
Supervisor guide
eley.edu/CalSWEC/
of Learning: A Tool for
and intended to
CCCCA_Supes_TOL
Child Welfare
supplement on the
_All_Resources_Up
Supervisors
job training
datedMarch09.doc
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Curricula
Audience (of the
9 curricula
areas)

Other Info (best
practice, design,
training delivery…)

Supervisor

Curriculum/ Tools/
eLearning/
Multimedia

Supervisor

Curriculum/ Tools/
eLearning/
Multimedia

Supervisor

Curriculum/ Tools/
eLearning/
Multimedia

Supervisor

Informational/
Research Summary

Supervisor

Curriculum/ Tools/
eLearning/
Multimedia

Attachment II: Curriculum Design and Literature for (9) Curricula Audience
Curricula
Audience (of the
9 curricula
areas)

Other Info (best
practice, design,
training delivery…)

https://theinstitute
.umaryland.edu/onl Effective Training
Overview of
inetraining/webinar model discussion
Wraparound/Coaching
s_popup.cfm?video (recorded webinar)
id=2

Supervisor

Curriculum/ Tools/
eLearning/
Multimedia

http://library.child
Presents the
evaluation of a
welfare.gov/cwig/
ws/library/docs/gat federally funded
eway/Blob/44129.p training program for
Project Strengthening
child welfare
df?w=+NATIVE%28
Supervision: Final
supervisors,
%27an%3D%27%27
Evaluation Report
including appendices
cdwith evaluation
41332%27%27%27
%29&upp=0&rpp=1 instruments and
statistical results.
0&r=1&m=1

Supervisor

Informational/
Research Summary

Collection of
http://muskie.usm.
resources pertaining
maine.edu/helpkids
to what states are
/SupervisionProject
doing to train and
/PreserviceTraining
support Child
.pdf
Welfare Supervisors.

Supervisor

Contacts/Websites

Presents a
mandated, standard
curriculum for new
child welfare
supervisors in
California that
focuses on child
welfare policy and
practice.

Supervisor

Curriculum/ Tools/
eLearning/
Multimedia

http://library.child
welfare.gov/cwig/
Describes the
activities and
ws/library/docs/gat
eway/Blob/49378.p outcomes a project
df?w=+NATIVE%28 designed to train
supervisors in
%27recno%3D4937
Wisconsin
8%27%29&upp=0&
rpp=10&r=1&m=1

Supervisor

Informational/
Research Summary

Document Title

Supervisor Training
Project-- Topic: Preservice Training

Link Location

http://calswec.berk
Supervisor Core: Child eley.edu/files/uplo
Welfare Policy and
ads/pdf/CalSWEC/C
Practice for Supervisors: CCCA_Sup_Policy_T
Trainee's Guide
rainer_Binder_All.p
df

Transfer of Learning
Strategies for Child
Welfare Supervisors

Brief Summary
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Document Title

Link Location

Brief Summary

Curricula
Audience (of the
9 curricula
areas)

Tools and curricula
http://calswec.berk
for California’s newly
California Common Core eley.edu/californiahired child welfare Supervisor, CM
Curricula
common-coresupervisors and child
curricula
welfare workers.
Leadership
PowerPoint slides
Academy for
providing
Leadership Academy for
information on the
Supervisors Supervisors
Muskie School of NCWWI Leadership
Public ...
Academy
http://muskie.usm.
Brief fact sheet
Creating an Effective
maine.edu/helpkids pertaining to child
Child Welfare Training
welfare training
/rcpdfs/trainingfact
System
.pdf
systems
Website, resources,
National Association for http://naralicensin curriculum for child
care and
g.org/LicensingCurr
Regulatory
foster/adopt
Administration
iculum
licensing.
Study compares
worker perception
Social Services Workers'
vs. supervisor
http://www.profde
and Supervisors'
perception of
vjournal.org/article
Perceptions of Domestic
domestic violence
s/91004.pdf
Violence Training
training and impact
on practice
Evaluation of training
programs and
Re-Thinking Child
http://www.tandfo
transferring
Welfare Training Models nline.com/doi/pdf/
knowledge of
to Achieve Evidence- 10.1300/J147v31n0
practices to
Based Practices
2_06
application in the
field
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Other Info (best
practice, design,
training delivery…)

Curriculum/ Tools/
eLearning/
Multimedia

Leadership,
Supervisors

Informational/
Research Summary

General

Informational/
Research Summary

Licensing

Contacts/Websites

General

Informational/
Research Summary

General

Informational/
Research Summary

Attachment II: Curriculum Design and Literature for (9) Curricula Audience

Document Title

Link Location

Brief Summary

Evaluation of two
major transfer of
learning training
Implementing transfer
of learning in training http://www.tandfo interventions and
and professional
nline.com/doi/pdf/ their association
development in a US 10.1080/19415257. with job satisfaction,
public child welfare
organizational
2010.509675
agency: what works?
commitment and
intention to leave
the agency.

97

Curricula
Audience (of the
9 curricula
areas)

Other Info (best
practice, design,
training delivery…)

General

Informational/
Research Summary

Attachment III: CFSR Training Section – States with Substantial Conformity

State

Length of
Pre-Service

AZ

21 weeks

CT

25 classes/
33 days (total
is 5-12
months)

DE

GA

Composition
(Class/Field)

Certification/
Licensure

In-Service
Requirement

Caseload
Assignment

Specialty
Training?
Length?

Coaching/
Mentoring

Individual
Training
Plans?

Evaluation

Curriculum
Link

3 week-class, 1
week field, 3
week-class, 14
week field
2 weeks field
before
classroom, then
combo of class
and field

None noted

24 hours per year
– tracked online

Only after core
completed

None Noted

Yes

None noted

Yes

Curriculum not
online

None noted

(Not in
compliance)

None Noted

None noted

18 hours

None noted

Yes – pre-test
and post-test
and transfer
of learning
tied to job
performance
None noted

Overview only:
http://www.ct
.gov/dcf/cwp/
view.asp?a=25
40&Q=314804

Class and field
(not specified)

Assigned to
training
units; status
of mentors/
coaches
unknown
Peer
mentors

None noted

147.5 hours

3-4 months

Class and field
(not specified)

None noted

20 hours/year

Reduced
caseload
st
during 1 3
months of
training, then
full caseload
Receive cases
rd
in 3 month of
training
None noted

Field
Practice
Advisor
(experience
d staff as
mentors)

None noted

None noted

Pre-service
participant guide
http://dfcs.dhr.geor
gia.gov/sites/dfcs.d
hs.georgia.gov/files
/imported/DHRDFCS/DHR_DFCSEdu/Files/Keys%20P
articipant%20Guide.
pdf
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None Noted

None Noted

Curriculum not
online

Attachment III: CFSR Training Section – States with Substantial Conformity
ID

6 weeks +

Class and field
(not specified)

Licensure -Yes

20
hours /year and
maintain
licensure

Gradual
assignment/full
caseload after
7-8 months

IL

9 weeks

4 week class; 5
week field

Child Welfare
Employee License

20 hours/2 years

1 assigned up
to 4 cases as
secondary, the
full caseload
after license

IA

12 months

Combo of class/
OTJ/ Mentoring
*

None noted

24 hour/year

Assigned after
5 day basic
foundation
training

KY

251 hours
(to be
completed
st
within 1 4
months)

37 days in class
– 51 days in field
**

None noted

20 hours/year –
but not
monitored, not
required

Assigned after
completion of
orientation and
2 courses

st

Orientation
+ 3 courses

99

None
Noted

Coaching by
supervisor
and
mentoring by
experienced
staff

None noted

Yes, also
includes
supervisor
feedback to
trainers on
new staff
progress

Yes for CPI,
CM,
Supervisor -- job
specific
certificate.
Supervisor
have 10 day
manageme
nt. training
None
Noted

Not defined –
but assigned
as secondary
on cases to
start

Professiona
l
developme
nt plan –
reviewed
annually

Training needs
identified Via
QA

Shadowing

None noted

None
Noted

Shadowing
and
mentoring
(not sufficient
per
stakeholders)

Yes

Yes (webbased); also
includes
supervisor
feedback to
trainers on
new staff
progress
Yes – pre-and
post-test and
Transfer of
learning to
field

http://www.ic
wpartnership.
org/academy/
--- Not full
curriculum but
other training
guides (PPT,
resources…)
http://www.st
ate.il.us/dcfs/li
brary/com_co
mmunications
_train.shtml
--- not
preservice, but
some specialty
curriculum
Curriculum not
online

no on-line
curriculum
available – but
some training
resources – for
supervisors
and their new
trainees
http://www.tr
aining.eku.edu
/performances
tore/pandp.ht
ml

Attachment III: CFSR Training Section – States with Substantial Conformity
nd

LA

New Worker
Orientation
(NWO)= 88
hours

Classroom and
‘Structured
Activity time’

None noted

32 hours/ 2
rd
and 3 year of
employment,
then 20 hours
annually

None Noted

ME

8 week preservice,
then
additional
‘core’
training
within 2
years (not
specified)

5 week class + 3
week structure
field

Yes – SW license

Maintain
licensure – 25
hours/ 2 years

Cases only
after preservice
(assigned by
complexity of
case

96 hours/ 7
weeks. 24
max
trainees per
class

*Classroom
instruction
scripted written
curriculum
*Web-based
learning and
assignments
*Skill-building
exercises

None Noted

12 hours
minimum

None Noted

Wash,
DC ***
MD

32 hours of
specialty
within 4-5
months of
NOW.
Specialty
Supervisor
training =
11 days
over 6
months
Supervisors
attend
additional
manageme
nt training

Required
MD
CHESSIE
system
(SACWIS)
new staff
practice
inputting
and
accessing
child
welfare
data
regarding
business
activities or
tasks.
100

For
Supervisors,
mentoring by
trainers and
experienced
Supervisors

None noted

Yes – trainees
provide
feedback post
training 1
month and 2
month

Curriculum not
online

Shadowing of
other state
programs, and
shadowing of
experienced
Case
Managers

As needed

Yes (skill
assessment,
field
evaluation,
surveys)

Curriculum not
online

Mentoring by
the
caseworker’s
supervisor

None noted

Pass
knowledge
test at the
completion of
each training
module within
6 months of
employment

Curriculum not
online

Attachment III: CFSR Training Section – States with Substantial Conformity
MA

MI

20 days.
CPIs/
hotline staff
have
additional 6
days
training.
(after 3
months = 1
day followp; after 6
months = 2
day legal)
Approximat
ely 21
trainees in
each class.
Core New
Supervisor
training- 4
days (1 year
to
complete)
270 hours.
New CPS
and FC
workers=9
weeks.
Adoption
workers= 8
weeks

Caseworkers=
16 days class, 4
days field

Supervision
certificate
program

Not required

None Noted

None
Noted

None Noted

None
Noted, but
have
supervisory
professiona
l
developme
nt plans

None Noted

Curriculum not
online

Both. 3 weeks
in field

None Noted

16 hours CPS. 24
hours FC and
adoption
workers

During field.
Maximum of 3
cases or parts
of case of
experienced
worker

*FC home
cert for
sups &
workers
*Perm
planning
assistants
and spec
staff
*CW
funding
spec
*Fam pres
contract
employees
*Sups -40
hours/ 5
days

None Noted

None
Noted

Competencybased perf.
evaluation,
includes class
work, written
assignments,
supervisor
assessment,
in-class tests,
and a written
examination
must pass the
performance
evaluation
before
assuming an
increased
caseload.

http://www.m
ichiganchildwe
lfaretraining.c
om/Training/P
reServiceInstit
ute.aspx
Includes some
curricula:
http://www.m
ichiganchildwe
lfaretraining.c
om/Training/R
esources/Train
ingMaterials/C
hildrensProtec
tiveServicesRe
vised1011.asp
x
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Attachment III: CFSR Training Section – States with Substantial Conformity
MN

MS

CPI &
workers =7
modules,
96 hours,
16 days +
ICWA.
Children’s
MH core=
42 hours
(CPI
workers
attend both
within 6
months).
Some
workers
don’t have
to attend
core, but all
CPIs must
270 hours,
4 weeks
(begins on
date of
hire) (has to
be done
within 90
days).
Supervisors
= 40 hours
(prior to
beginning
duties)

Classroom

None Noted

CPI, CW= 15
hours annually.
CMH= 30 hours
every 2 years

When workers
are assigned
cases prior to
core training,
they are
“secondary
worker” on the
case. Usually
those with
previous
experience
and/or recent
M.S.W.

Yes, but
didn’t
specify
what

New staff are
mentored in
addition to
receiving core
training

None noted

None Noted

Curriculum not
online

OJT is
interspersed
throughout

None Noted

Workers = 40
hours;
Supervisors = 24
hours annually
(this
requirement has
not been issued
as a formal
policy, but is
implemented)

After preservice and
passed
competency
test

None
Noted

None Noted

None noted

None Noted

Curriculum not
online
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Attachment III: CFSR Training Section – States with Substantial Conformity
MO

None
Noted

MT

12-hour
orientation,
two 1-wk
classroom
trainings,
and a 32hour CAPS
training
class. Then
MCAN
training 32
classroom
hours.
Workers
then go
back to
their units
and later
return for a
second wk
of MCAN
training-30
hours.

OJT is required.
A final “sign-off”
is required of
the supervisor
and the
caseworker at
the end of first 6
months of OJT.
Some circuits
have a children’s
service specialist
complete OJT
with new
workers because
of the time
constraints of
frontline
supervisors.
Classroom and
OJT interspersed
throughout

None Noted

Y-PIs and Sups
only. PI-20 hrs
per year, Sups16 hrs per year.

None Noted

None
Noted

None Noted

None noted

None Noted

Curriculum not
online

None Noted

Required 12hours policy
training, but
others appear
optional. Also,
CFSD holds
quarterly
supervisor and
leadership
meetings to
provide ongoing
training for
supervisors and
to provide
interaction with
the
management
team. Training
posted on the
on-line training
calendars.

Assigned cases
jointly with a
supervisor or
tenured
caseworker
until they
complete
MCAN

None
Noted

None Noted

None noted

None Noted

Curriculum not
online
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Attachment III: CFSR Training Section – States with Substantial Conformity

NE

Pre-service
training
that covers
a 6-month
period.

Classroom,
shadowing, and
field training.

None Noted

24 hours
annually for
Caseworkers;
supervisors
&managers.
Identify training
needs through
annual
performance
evaluations for
workers.

Carry a
minimum
number of
cases during
the training ,
but do not
make any
independent
case decisions
during the 6month training
period.

None
Noted

None Noted

DHHS
offers
financial
support for
staff to
attain a
Bachelor or
Masters in
Social
Work.

NH

123 hours
(within the
first 6-12
months).
foster
home
licensing =
21 hours of
pre-service.

Classroom
training, on-thejob training,
supervision.

None Noted

30 hours
annually

Full case load
after training
completion

None
Noted

Y-Mentoring
programs are
particularly
effective in
preparing new
caseworkers
for their jobs.
New
caseworkers
matched with
exp.
caseworkers
to provide an
opportunity
for the new
caseworker to
shadow the
experienced
caseworker
over the
course of the
first year OTJ

Y-An ITP is
developed
for each
staff and
training
liaisons in
each
district
office are
particularly
helpful in
identifying
training
opportuniti
es.

Foster home
licensing = 16
(for foster
parents and
staff of licensed
facilities) or 32
(for specialized
foster families)
hours.

104

Uses the
Competency
Development
Tool (CDT) to
assess trainee
knowledge,
skills, and
abilities to
provide
feedback to
each
employee on
performance
and
determine
promotion
feasibility.
None Noted

Curriculum not
online. Not
available.
Login needed.

Curriculum not
online.
*100 percent
of training
participants
indicated that
they were
“satisfied” or
“extremely
satisfied” with
the core
training and
with their
accomplishme
nt of learning
objectives.

Attachment III: CFSR Training Section – States with Substantial Conformity
NJ

186
classroom
hours of
training
over 31
days and 24
field days
(enroll
within 2
weeks of
their hire
date).
72 hours8 modules

31 class and 24
field days

None Noted

40 hours
annually. (also
40 hours of
training is
provided to new
supervisors in
management
skills

Complete preservice training
and pass
competency
exams before
assuming a full
caseload.

None
Noted

None Noted

None noted

None Noted

Curriculum not
online

Class and
Learning labs

Not noted

36 hours-CM
30 hoursSupervisors

Caseload can
be assigned

Y-Coaching
not required

124 hours

4 weeks class 1
week OTJ

Y-Certification

No case
assignment

http://www.oc
wtp.net/Traine
e%20Resource
s.htm#CW
Curriculum not
online

OR

6 weeks

Class, online,
and field

Not noted

40 hours per
year
Supervisors
additional
No established
requirement
(rated “needs
improvement”)

Y-ITNA
completed
every 2
years
YCaseworker
Developme
nt Plan
None noted

Surveys
Assessment

OK

Unknown
12 hours
DV within 1
year
All do core,
job tracks
assigned
after
None noted

None Noted

Curriculum not
online

PA

120 hours10 modules

Class and online
(TOL activities)

Y-Certification

Y-requirement
not stated

Caseload can
be assigned

None noted

Y- ITNA
every 3
years

Survey on
satisfaction

http://www.pacwrc
.pitt.edu/Curriculu
m/CTC.html

RI

6 months 16
mods

Class and field

Not noted

Y-20 hours per
year

Gradual
assignment

Y-ITN

Evaluations

Curriculum not
online

SC

3-4 weeks

Class and field

Y-Certification

Y-20 hours per
year

No case
assignment

None Noted

None noted

Surveys

Curriculum not
online

SD

160+ hours

Class and field

Y-Certification

N-no formal
requirement

No case
assignment
(secondary)

Similar
core,
different
tracks
Phase 3specific
practices
None noted

Y-Mentor

None noted

None Noted

Curriculum not
online

OH

No case
assignment
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Y-mentor

Y-used during
observation
and
evaluation
following preservice
Cannot
determine if
“official”
component.
None Noted

Surveys

Attachment III: CFSR Training Section – States with Substantial Conformity
TN

Class and field

Y-Certification

TX

160 hours
10-12 weeks
12 weeks

Class and field

Y- Certification

W Vir

11-13 weeks

Class and field

Y-SW license

WY

4 months

Class and field

Y- Certification

Y-40 hours per
year
Y-12 hours CM

Y-assign
toward end
None Noted

None noted

Y-Coach

None noted

Y-Mentor

Y-50 hours every
2 years
Y-20 hours per
year

No case
assignment
No case
assignment

Separate
tracks
Specialized
after core

Y-Mentor
Cannot
determine

Y-Activity
Plan
None noted

Evaluations

None
Noted
None
Noted

None Noted

Evaluations

None Noted

Curriculum not
online
Curriculum not
online
Curriculum not
online
Curriculum not
online

* (from CFSR) OTJ training modules have standardized checklists and incorporate shadowing exercises and a journaling component using a report format that new caseworkers
must complete and discuss with their supervisors. Feedback from the trainer is sent to the new caseworker and his or her supervisor after the training is completed.
*** States also use undergraduate social curriculum via state universities Public Child Welfare Certification program. Tuition is paid by the State and the State requires that
participants in the program make a 2-year commitment to work in the agency after graduation. Certification meets requirement of course 1 and 2
***Washington, D.C. (only in compliance with in-service training, nothing available on line)
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Attachment IV: Required Curriculum Content (Examples for Exhibit G)

Document Title

Link Location

Brief Summary

Recognizing and
http://www.ecmhc
Supporting the Social
.org/tutorials/socialand Emotional Health
On-line Tutorial
emotional/index.ht
of Young Children Birth
ml
to Age Five
The program provides
public child-welfare social
workers with training in
courtroom procedures
and practices to improve
Court Training for
Public Child Welfare http://www.profde workers’ effectiveness in
Social Workers: An vjournal.org/article the juvenile court. The
research team found that
Evaluation of a Training
s/101045.pdf
increased training was the
Program
most salient influence on
the workers’ perceptions
of their improved
professional ability.
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Curricula
Content Area
Audience
(from exhibit
(of the 9
G-Required
curricula
Content)
areas)

Other Info
(best
practice,
design,
training
delivery…)

CM, CPI,
Child
Supervisor Development

Online
Training

CM

Court
Decorum

Content
and
Training
Delivery
Strategies

Attachment IV: Required Curriculum Content (Examples for Exhibit G)

Document Title

Child Welfare
Fatherhood Project

Link Location

Brief Summary

Curricula
Content Area
Audience
(from exhibit
(of the 9
G-Required
curricula
Content)
areas)

The exclusion of fathers
from the child welfare
process has adversely
impacted the ability of
the child welfare system
to respond to the diverse
needs of the children and
youth impacted by abuse
and neglect. Through the
http://www.ric.edu Child Welfare Fatherhood CM, CPI,
Supervisor
/cwi/cwfp.php Project (CWFP),
challenges and
opportunities surrounding
fatherhood practices in
child welfare wil be
documented, including
the perspectives and
experiences of fathers,
child welfare, and
community professionals.

Courtroom Skills:
http://ipp.missouri.
Assessment of Training edu/files/ipp/attac
Quality and Participant hments/courtroom
Learning
_skills.pdf

http://friendsnrc.or
Introduction to Cultural
g/cbcap-priorityCompetence: A
areas/culturalTraining Tool:
competence

Describes the outcomes
of a training program
designed to improve the
courtroom skills of
Missouri juvenile officers
and Children's Division
caseworkers in the area of
court preparation and
testimony. Focus on
content learned, some
info on training strategy
and skill development.
Training curricula
(facilitator guide, PPT,
additional resources) -also print resources
available on the page.

108

CM, CPI,
Supervisor

Other Info
(best
practice,
design,
training
delivery…)

Court
Decorum

Content
and
Training
Delivery
Strategies

Court
Decorum

Content
and
Training
Delivery
Strategies

CM, CPI,
Cultural
Leadership Competence

Curricula

Attachment IV: Required Curriculum Content (Examples for Exhibit G)

Document Title

Link Location

Brief Summary

Curricula
Content Area
Audience
(from exhibit
(of the 9
G-Required
curricula
Content)
areas)

Visit the 6 modules of this
workshop to enhance
your understanding and
http://www.cehd.u
Evidence-Based
thinking on issues related
mn.edu/ssw/GCultural
Practice in Child
CM, CPI,
to cultural competence,
Competence,
S/EBPLeadership
Welfare in the Context
child welfare, and
EBP
CC_Modules/index.
of Cultural Competence
evidence-based practice.
html
Links to the 6 modules are
located in the left menu
bar and each module
Video: Knowing Who
http://www.casey.
You Are/A journey to
Cultural
org/Resources/Initi Video : Cultural
help youth in care
All
Competency/P
atives/KnowingWh Competency
ersonal Bias
develop their racial and
oYouAre/video.htm
ethnic identity
The Intersection of
Domestic Violence and
child Victimization:
Understanding the
Issues, Developing a
Coordinated
Community Response

http://training.fami
lyvio.csw.fsu.edu/ Online tutorial for DV
manuals/intersecti advocates and their
onofchilddv/index. communities.
htm

CM, CPI,
Supervisor

Resource library
http://www.vawne specializing on violence,
t.org/training- includes training tools,
General
videos, online training,
tools/
curricula.
U.S. Department of
Justice series includes a
public awareness video
http://ovc.ncjrs.gov
and three topic-specific
Through Our Eyes:
CM, CPI,
/notices/email/Thr
videos—Treatments That Adoption,
Children, Violence, and
oughOurEyes/02_a
Trauma
Work, The Child Advocacy Supervisor
p.html
Center Model, and
Community-Based
Approaches.
National Online
Resource Center on
Violence Against
Women
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Other Info
(best
practice,
design,
training
delivery…)

Online
Training

Video

Domestic
Violence

Online
Training

Domestic
Violence

Training,
Curricula,
Videos
(many
resources)

Domestic
Violence/
Trauma
Informed

MultiMedia

Attachment IV: Required Curriculum Content (Examples for Exhibit G)

Document Title

Link Location

Brief Summary

http://muskie.usm.
Advocating for the
Training Curriculum for
maine.edu/helpkids
Educational Needs of
Child Welfare
/pubstext/Casewor
Children in Out-ofCaseworkers and
kerCurriculumSept
Home Care
Supervisors.
2010.pdf

http://www.courts.
state.co.us/userfile
s/file/Administratio
n/Executive/JP3/CI
P/CIP_Training_Wh
Educational Law in the
eel_Curricula/Educ
Child Welfare System
ation%20Law%20A
pril%202012/CIP%2
0Educational%20Cu
rriculum%20with%
20April2012.pdf

Ethics and Values
Curriculum

A Multi-disciplinary
Curriculum for
Improvement of the Child
Welfare System

This curriculum
presents three sets of
values that shape both
child welfare policy and
practice: ethical values
commonly accepted
across the fields of
http://calswec.berk
practice in the helping
eley.edu/ethicsprofessions, the
and-valuesoverarching values of the
curriculum
social work profession as
defined in the National
Association of Social
Workers Code of Ethics
(NASW, 1999), and values
specific to the practice of
child welfare Each of
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Curricula
Content Area
Audience
(from exhibit
(of the 9
G-Required
curricula
Content)
areas)

Other Info
(best
practice,
design,
training
delivery…)

CM,
Supervisor

Education
Needs

Curriculum

General

Education
Needs

Curriculum

CM

Ethics and
Values

Curriculum

Attachment IV: Required Curriculum Content (Examples for Exhibit G)
Curricula
Content Area
Audience
(from exhibit
(of the 9
G-Required
curricula
Content)
areas)

Other Info
(best
practice,
design,
training
delivery…)

CM, CPI,
Father
Leadership Engagement

Curricula

http://calswec.berk
eley.edu/toolkits/fa
Father Engagement and
ther-engagement- Exhibiting severe behavior
Father Involvement
disorders, mental illness
and-fatherToolkit: A Guide to
CM, CPI,
Father
involvement-toolkit- conditions, symptoms of
Implementing,
complex trauma, and/or Leadership Engagement
guideMonitoring, and
implementing- medically fragile
Sustaining Innovative
monitoring-and- conditions.
Practice
sustaining/trainingcoaching-tol-tools

Curricula,
Toolkits

Document Title

Engaging Absent
Fathers - Training
Outline

DCF- Illinois

Working with the
African American
Father: The Forgotten
Parent

Link Location

Brief Summary

http://www.pacwc
bt.pitt.edu/Curricul
um/305%20Engagi
Training Curricula
ng%20Absent%20F
athers/Content/co
ntent.pdf

http://www.state.il
.us/dcfs/library/co
Training Curriculum
m_communications
_train.shtml

http://calswec.berk
eley.edu/workingafrican-americanfather-forgottenparent-version-10

The training materials
were prepared by
Deborah Fitch, MSW, and
Kahalifa King, MS, with
the Public Child Welfare
Training Academy (part of
the Academy for
Professional Excellence).
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CM

Father
engagement,
Placement
Curriculum
Stability,
Family
Connections

CM

Fatherhood/
Curriculum
Paternity

Attachment IV: Required Curriculum Content (Examples for Exhibit G)

Document Title

Link Location

Brief Summary

Curricula
Content Area
Audience
(from exhibit
(of the 9
G-Required
curricula
Content)
areas)

Training Child Welfare
Describes a child welfare
Workers in Monterey
induction program,
County: Strategies for http://cssr.berkeley
implemented in Monterey
Training New Staff, .edu/bassc/cases/2
County in 2000, to train
Developing Existing 002/E_Edelstein.pd
and support workers that
Staff, and Identifying
f
has resulted in the
Future Staff. Executive
retention of new staff.
summary

CM

Curriculum is intended to
provide training on
Moving the Margins: http://data.lambda building the capacity,
Training Curriculum for legal.org/publicatio awareness and skills of
Child Welfare Services ns/downloads/mtm social workers and other
with LGBTQ Youth in
_moving-thechild welfare practitioners
OHC
margins.pdf
to better serve and
respond to this
population of youth.

CM

http://centervideo.
When Children Move… forest.usf.edu/qpi/
Video
We Can Do Better
bettertransition/be
ttertransition.html

http://centerforchil
DCF Child Welfare
dwelfare2.fmhi.usf.
Leadership Program
edu/kb/normalcy/
Class Normalcy Training
NormalcyTrainingP
Packet (2008)
acket.pdf

The materials for the
Normalcy Training
curriculum were
produced by the Child
Welfare Leadership
Program Class IV,
Normalcy Training Project
Team with the
Department of Children
and Families in August
2008.
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In-Service

Other Info
(best
practice,
design,
training
delivery…)

Content
and
Training
Delivery
Strategies

LGBTQ Youth Curriculum

CM, CPI,
Supervisor

Normalcy

Online
Training

CM

Normalcy

Curriculum

Attachment IV: Required Curriculum Content (Examples for Exhibit G)

Document Title

Link Location

http://www.aecf.or
A Foster Care Practice
g/KnowledgeCente
Model: Train the
r/Publications.aspx
Trainer Curriculum for
?pubguid={5A0E4D
the Lifelong Families
37-A744-465Eand Replication Manual
BC89Trainings
164A75E8532F}

http://www.aecf.or
A Family for Every
g/KnowledgeCente
Child: Strategies to
r/Publications.aspx
Achieve Permanence ?pubguid={104C33
for Older Foster
ED-5D53-458BChildren and Youth
B6AAC4B645BD273B}

Brief Summary

This train-the-trainers
program is designed to
provide participants with
the knowledge and skills
to effectively train child
welfare professionals on
the Lifelong Families
model. This curriculum
provides preparation for
participants to teach the
Lifelong Families Training
and the Replication
Manual Training. The trainthe-trainers program is
designed to prepare six to
eight participants to train
the two curricula.

Curricula
Content Area
Audience
(from exhibit
(of the 9
G-Required
curricula
Content)
areas)

CM

Part of the Family to
Family Tools for
Rebuilding Foster Care
series. The research
highlighted in this
publication identifies
successful programs,
CM,
policies, and strategies
Adoption,
that have been helping
ILS
older children find
permanent families. This
research also examines
how lessons learned from
effective programs and
policy changes can be
distilled into action steps
that others can replicate
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Other Info
(best
practice,
design,
training
delivery…)

Permanency

Curriculum
(train the
trainer teaching
guides)

Permanency

Curriculum

Attachment IV: Required Curriculum Content (Examples for Exhibit G)

Document Title

Training Program for
Child Welfare
Supervisors (Univ of
Michigan, 2004)

Link Location

Includes training sessions
to integrate management
and supervisory theory
into child welfare. Online
materials are geared for
supervisors in public
http://ssw.umich.e agencies, voluntary
Permanency,
du/public/currentP agencies providing
Supervisor Sub Abuse,
contractual
child
welfare
Cultural Issues
rojects/tpcws/
services, and supervisory
personnel in courts. --may be of some use --worth looking at the
specific curriculum pieces,
tools.

Promoting Placement
http://www.nrcpfc.
Stability and
org/is/caseworkerPermanency through
visiting.html
Caseworker/Child Visits

Promoting Permanency http://www.nrcpfc.
Through
org/is/caseworkerWorker/Parent Visits
visiting.html

Separation and
Placement

Brief Summary

Curricula
Content Area
Audience
(from exhibit
(of the 9
G-Required
curricula
Content)
areas)

This one day curriculum is
intended to be part of
either pre-service or
ongoing training within a
child welfare
organization. It builds on
the concepts of
attachment, strengthsbased assessment and
planning, child and youth
development, effective
interviewing and
organizing contacts.
This one day NRCPFC
competency-based
curriculum helps workers
structure their visits with
family to promote safety,
well being and
permanency.

http://www.lcwcw
p.com/nwo/downl New worker curriculum (2
oad/week11/Separ days).
ation_Final.pdf
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Other Info
(best
practice,
design,
training
delivery…)

Online
Learning

CM

Placement
Stability

Curriculum

CM

Placement
Stability

Curriculum

CM

Placement
Stability

Attachment IV: Required Curriculum Content (Examples for Exhibit G)

Document Title

CriticalThinkRx

Link Location

Brief Summary

Curricula
Content Area
Audience
(from exhibit
(of the 9
G-Required
curricula
Content)
areas)

The Critical Curriculum on
Psychotropic Medications
is a FREE online or home
study course that
provides up to 12
CLS, Case
continuing education
Psychotropic
http://www.critical
Manageme
(C.E.) credits for
Medications
thinkrx.org/
nt
counselors, psychologists,
social workers, and other
mental health
practitioners, and up to
14 C.L.E.R credits for
attorneys.

The training package
consists of 6 modules,
approximately 2-3 hours
each, which can be
delivered over a series of
weeks or through a 1-2
Helping Child Welfare
Workers Support
http://www.ncsac day training program.
Families with Substance w.samhsa.gov/train Each module contains a
range of training
Use, Mental, and Coing/toolkit/
materials that were
Occurring Disorders
developed to be adapted
to meet the needs of child
welfare trainers for inperson workshops and/or
training sessions.
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SA/MH, Cooccurring

Other Info
(best
practice,
design,
training
delivery…)

On-line
Training

Attachment IV: Required Curriculum Content (Examples for Exhibit G)

Document Title

Link Location

Brief Summary

Curricula
Content Area
Audience
(from exhibit
(of the 9
G-Required
curricula
Content)
areas)

This course is divided into
5 modules. We
recommend that you
begin with Module 1 and
work your way through
Understanding
Substance Use
http://www.ncsac Module 5 because each
Disorders, Treatment w.samhsa.gov/tuto module builds on the
and Family Recovery: A rials/tutorialDesc.a previous one. After
completing Module 5,
Guide for Child Welfare
spx?id= 2
please take the
Professionals
knowledge assessment.
After passing the exam,
you will be able to print a
certificate of completion.

SA/MH, Cooccurring

This tutorial will provide a
primer on alcohol and
drug addiction, substance
abuse treatment and
recovery, the impact on
Understanding
Substance Use
http://www.ncsac children and families,
Disorders, Treatment, w.samhsa.gov/tuto child welfare timetables
and Family Recovery: A rials/tutorialDesc.a and their impact on
parenting, cross-system
Guide for Legal
spx?id= 3
communication and
Professionals
collaboration, as well as
provide contact
information for other
national resources.

CLS

SA/MH, Cooccurring

Reviews safety issues
during the reunification
process, key ingredients
needed in a safety plan;
critical treatment
milestones for the victim,
perpetrator, and family;
and the process for
reunifying a family and
closing a case.

CM

Safety

Family Reunification
and Case Closure in
Child Sexual Abuse
Cases

http://www.pacwc
bt.pitt.edu/Curricul
um/209%20Family
%20Reunification%
20and%20Case%20
Closure%20in%20C
hild%20Sexual%20
Abuse.htm
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Other Info
(best
practice,
design,
training
delivery…)

Training
Curricula

Attachment IV: Required Curriculum Content (Examples for Exhibit G)

Document Title

Link Location

Brief Summary

This document highlights
the work of the Sobriety
Treatment and Recovery
Teams (START) in
http://www.aecf.or
Cuyahoga County, Ohio.
g/KnowledgeCente
Incorporates addictionSTART - A Child Welfare
r/Publications.aspx
services treatment, good
Model for Drug?pubguid={7853FC
Affected Families
child welfare practice, and
58-F3A7-4215-8E02family preservation into
A048948A7AA9}
case management.
Includes list of training
topics covered in
curriculum.
National Alliance for
Drug Endangered
Children

Understanding
Substance Use
Disorders, Treatment
and Family Recovery: A
Guide for Child Welfare
Professionals.
Supervisor Handbook

CM, CPI

Substance
Abuse

CM, CPI,
Supervisor

Substance
Abuse

Familiarizes supervisors
with the training
materials and plan for
training completion,
follow up, and mentoring.
The handbook includes a
discussion guide to
evaluate what
Supervisor
caseworkers learned from
the tutorial, what they
have applied with
families, and what they
can do to support families
affected by substance use
disorders.

Substance
Abuse

http://www.nation
aldec.org/training/c
On-line Tutorial
oredectraining.htm
l

http://www.ncsac
w.samhsa.gov/files
/Substance%20Abu
se%20Supervisor%
20Handbook.pdf

Curricula
Content Area
Audience
(from exhibit
(of the 9
G-Required
curricula
Content)
areas)

Child Welfare Trauma http://www.nctsn.
Training Toolkit:
org/nctsn_assets/p Pg 110- Video
Trainer’s Guide—1st dfs/CWT3_Trainers Resources/Case Scenario
Edition 2008
Guide.pdf
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CM, CPI,
Adoption,
Supervisor

Trauma
Informed

Other Info
(best
practice,
design,
training
delivery…)

Online
Training

Trauma
Curriculum
/TTT
Toolkit

Attachment IV: Required Curriculum Content (Examples for Exhibit G)

Document Title

Link Location

https://www.sandi
ego.gov/gangcom
mission/pdf/news/
2012/buildingtoolKi
telectron.pdf
http://vimeo.com/
15851924

Brief Summary

Curricula
Content Area
Audience
(from exhibit
(of the 9
G-Required
curricula
Content)
areas)

Other Info
(best
practice,
design,
training
delivery…)

Includes a brief discussion
CM, CPI,
guide for the Healing
Leadership
Neen video.

Trauma
Informed

Toolkit

Video (may need to
purchase)

CM, CPI,
Supervisor

Trauma
Informed

Online
Training

http://www.pdx.ed
u/ccf/reducing-the- On-line Tutorial
trauma-to-children

CM, CPI,
Supervisor

Trauma
Informed

Online
Training

Recognizing and
http://www.ecmhc
Addressing Trauma in
.org/tutorials/trau On-line Tutorial
Infants, Young Children,
ma/index.html
and their Families

CM, CPI,
Supervisor

Trauma
Informed

Online
Training

#7- Recognizing
http://www.ecmhc
trauma, #6 social and .org/tutorials/trau Trauma Toolkit
emotional health 0-5,
ma/index.html

CM, CPI,
Adoption,
ILS

Ttrauma
Informed

Online
Tutorials

CM

Visitation

Training
Curricula

Building Solutions
Toolkit

Healing Neen
Reducing the Trauma
to Children

Family Reunification
through Visitation

Examines knowledge
related to the
development of
http://www.pacwc successful visitation plans
bt.pitt.edu/Curricul and strategies to enhance
um/209FmlyRnfctn caregiver involvement in
ThrghVsttn.html the visitation process so
that families may have
better opportunities to
achieve reunification.
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Attachment IV: Required Curriculum Content (Examples for Exhibit G)

Document Title

Link Location

Brief Summary

Engaging Families
http://centervideo.
Through Creative, Safe, forest.usf.edu/sum Video (should be a
and Promising Family mit11/FTvisit/FTvisi shortened version)
Time (09/09/2011)
t.html

Curricula
Content Area
Audience
(from exhibit
(of the 9
G-Required
curricula
Content)
areas)

Other Info
(best
practice,
design,
training
delivery…)

CM, CPI,
Supervisor

Visitation

Online
Training

Provides a self-guided
online training course for
child welfare and related
http://training.child
professionals to improve
Introduction to ParentCM, CPI,
welfare.gov/oltMai
outcomes through parent- Supervisor
Child Visits
n.cfm?z=z
child visits and enhance
efforts toward family
reunification.

Visitation

Online
Training
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