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. Introduction

A. Purpose of the Toolkit

The purpose of this toolkit is to guide participatory, national level analyses of the social service workforce.
Workforce mapping is based on the premise that when the right number of workers are in the right
positions and locations and have the right training, people will be able to access more effective and
appropriate levels of care and support. This toolkit serves as a step-by-step, how-to guide for a national
workforce mapping process and packages tips, key considerations, sample tools, terms of reference and
other guidance. As a result of completing this mapping process, groups will have data and information
about the current status of the social service workforce in their country and will be better able to identify
recommendations and strategies to improve the workforce going forward, thereby improving the quality of
care available to children and families.

B. Who is the Social Service Workforce
The definition of the social service workforce is an inclusive concept referring to:

a broad range of governmental and nongovernmental professionals and paraprofessionals
who work with children, youth, adults, older persons, families and communities to ensure
healthy development and well-being. The social service workforce focuses on preventative,
responsive and promotive services that are informed by the humanities and social sciences,
Indigenous knowledges, discipline-specific and interdisciplinary knowledge and skills, and
ethical principles. Social service workers engage people, structures and organizations to:
facilitate access to needed services, alleviate poverty, challenge and reduce discrimination,
promote social justice and human rights, and prevent and respond to violence, abuse,
exploitation, neglect and family separation.?

Given the diversity across contexts, this definition will need to be discussed in detail at the national level in
the initial stages of a mapping process and adapted to fit the local context. The types of workers
encompassed by this definition need to be determined when identifying those to be included in the
mapping. More detail on the process of using and adapting this global definition to identify the social
service workforce in a specific country is provided in Section V A below.

C. How the Toolkit was developed

The Global Social Service Workforce Alliance (the Alliance) works toward a world where a well-planned,
well-trained and well-supported social service workforce effectively delivers promising practices that
improve the lives of vulnerable populations. The mission of the Alliance is to promote the knowledge and
evidence, resources and tools and political will and action needed to address key social service workforce
challenges, especially within low- to middle-income countries.

The Alliance has provided input into workforce mapping and assessments in 37 countries. The Alliance has
carried out workforce assessments in the East Asia and Pacific region, the Middle East and North Africa
region and in South Asia? in collaboration with UNICEF Regional and Country Offices. In addition, the

1 For more detail on the definition of the social service workforce, please see Global Social Service Workforce Alliance. 2019.
Definition of the Social Service Workforce.

2 UNICEF South Asia and Global Social Service Workforce Alliance. 2018. State of the Social Service Workforce in South Asia Report.
http://www.socialserviceworkforce.org/resources/state-social-service-workforce-south-asia
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Alliance completed a scoping of 15 countries globally as described in our 2015 State of the Social Service
Workforce Report.?

Lessons learned from each round of mapping were incorporated into future exercises. This toolkit
consolidates and presents those lessons learned, as well as reflects tips and tools gathered from others
carrying out mapping in other fields, such as human resources for health.

The Alliance has also developed a Call to Action: Strengthening the Social Service Workforce to Better
Protect Children and Achieve the SDGs* that recognizes that we must work together to improve protection,
health and well-being outcomes for children, youth, families and communities as outlined in the
Sustainable Development Goals. It makes recommendations at the country and global level for
governments to initiate, lead and engage in dialogue with partners in order to strengthen the workforce
and improve the lives of children and families. It calls for developing or enhancing a national level,
government-led workforce leadership group to coordinate efforts toward strengthening the social service
workforce, including the first important step of assessing the current status of the workforce.

D. Intended audience

This toolkit is geared toward anyone interested in working through a national level leadership group and
carrying out a participatory process of analyzing the social service workforce. A national level leadership
group is typically led by staff of the government ministry overseeing social welfare and engages other key
stakeholders such as non-profit organizations, representatives from other government ministries and
departments, donors, multilaterals, academic institutions, religious entities and professional associations.

Those reading through this guide and considering undertaking a workforce mapping should do so with the
recognition that the process of analyzing the social service workforce is not meant to be a one-off exercise,
but should build the baseline of information and create a standardized process for future, regular analyses.
Those engaged in the process will be able to debrief afterwards to identify ways to improve the process so
that it can be efficiently carried out every two or three years in order to update workforce strengthening
programs and strategies in the context of a continually changing landscape of workforce and child
protection issues.

E. Limitations

While this is meant to be a globally relevant toolkit, any workforce mapping must be adapted to the local
context, taking into consideration the political, social, cultural, economic and labor contexts along with
legal and regulatory laws, ordinances and policies related to national social welfare, protection, health,
justice and education. This guide provides an overview of a process and tips to ensure it is tailored
specifically to the national context.

In many countries, this process will be undertaken for the first time, where there may be limited, if any,
systems to collect uniform data on social service human resources across multiple ministries and
organizations that employ social service workers. Few countries currently have a clearly identified national
leadership group that is tasked with gathering and analyzing workforce information. An effective process
will require extensive conversations among the leadership group, obtaining input from a wide variety of
people, to clarify any differences in opinion about ways that social service workers should be defined,

3 Global Social Service Workforce Alliance. 2015. State of the Social Service Workforce Report.
http://www.socialserviceworkforce.org/resources/state-social-service-workforce-2015-report

4 Global Social Service Workforce Alliance. 2018. Call to Action: Strengthening the Social Service Workforce to Better Protect
Children and Achieve the SDGs http://socialserviceworkforce.org/sites/default/files/uploads/CalltoAction-EN-2018 0.pdf
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assessed and ultimately supported through the development of national strategic frameworks or action
plans to strengthen the workforce.

This toolkit does not include tools related to assessing national budgets for the workforce or an analysis of
returns on investing in the workforce. The toolkit is envisioned as guidance to launch an initial workforce
mapping. Once the national leadership group is formed and has developed some trust, definitions are
clarified and the baseline of data outlined here is gathered, it is felt it would then be easier and more
feasible to gather financial data. Future costing strategies could then be developed from the initial baseline
financial data but is likely to require a sequenced approach in many contexts.

Il. What is workforce mapping and why do it?

A Purpose of workforce mapping

The goal of workforce mapping is to facilitate deep reflection and understanding of the current status of
the social service workforce, in order to ensure that the workforce is well planned, developed and
supported to provide the highest quality services to children and families by the workforce. The
information gathered is meant to inform advocacy, policy development, strategy design and program
implementation to strengthen the workforce. It can also provide a deeper understanding of the historical
evolution of a country’s social service workforce and how to build on past efforts in future strategic
planning.

Mapping results describe the size, scope and structure of the workforce, as well as policy, legislation,
education, child protection and professionalization mechanisms and systems within a country. Mapping
highlights unique aspects of a country’s workforce, identifies challenges or trends, generates discussion of
recommendations to be incorporated into country-level workforce strengthening strategic plans and helps
to identify innovative practices that may be scaled up or serve as a model for other countries. Such an
assessment of the social service workforce provides a baseline of information for indicators outlined in the
Social Service Workforce Strengthening Results Matrix> and identifies priority areas to focus on when
strengthening the workforce.

The intended outcomes of a workforce mapping exercise are:

e Adiverse array of social service workforce champions, leaders, managers and frontline workers will
have the information and evidence they need and be able to reference a common workforce
strengthening plan to advocate for and put in place effective initiatives to better plan, develop and
support the workforce.

e Government leaders will have increased access to solid data to guide decisions aimed at improving
policies and strategies that support social service workforce strengthening and to help make sound
arguments for financing these strategies at the local and national levels.

e Nongovernmental entities, civil society and community groups will have more tools to track
workforce information, which will provide evidence and lessons learned that can help inform the
design and implementation of effective interventions.

e Given the broad spectrum of stakeholders involved in providing social services, the engagement of
a diverse, national leadership group and the availability of increased workforce data will help pave
the way for increased collaborative intersectoral and community-based partnerships and linkages
that are necessary to build and sustain a stronger, more united and synergistic workforce.

5 UNICEF and Global Social Service Workforce Alliance. (in draft). A Results Matrix for Social Service Workforce Strengthening.
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As a result, the social service workforce will be effectively planned, developed, and supported, allowing
them to provide quality services to children and families. With stable, ongoing support and preventive
services, families will be better prepared to face adversity or will have more information about how to
access support and services when they need to.

B. What type of information is collected?
In harmony with global indicators outlined in the Social Service Workforce Strengthening Results Matrix,
national-level assessments of the current social service workforce aim to provide at a minimum:

e A basic overview of the context for workforce planning, including:
o Relevant policies and regulations related to the social service workforce, including statutory
frameworks and the administrative structure of services
o Financial and other resources currently dedicated to hiring, employing and training social
service workers
o The number of social service workers responsible for child protection per 100,000 children,
according to type (governmental and non-governmental) and vacancy rates where available
o Certification, registration and/or licensing requirements and practices
e A basic overview of the context for workforce development and training, including:
o Availability of different levels of education, training, and field placements/practice learning
o Workers’ perceptions of the availability and accessibility of ongoing professional development
opportunities
e An overview of the context for workforce support, including:
o Workers’ perceptions of challenges and opportunities, supervision and career paths
o The presence, role, size and effectiveness of professional associations
e |dentified implications and recommendations for social service workforce strengthening to be
integrated into national strategic frameworks or action plans

These areas relate to the foundational elements of workforce strengthening reflected in the results matrix.
However, any group carrying out workforce mapping can supplement the workforce mapping tools
described below with additional information gathering methods that reflect national needs. For instance, a
more in-depth look at the content of current training and education may be useful to add, or the worker
survey can be accompanied by a skills audit, or additional ethical protocols can be included to interview
children to hear their perspectives of the strengths and needs of the workforce. This is described further in
section V.B.5.

C. A Framework for Workforce Strengthening

To support appropriate responses to protection issues, as well as justice, health, education and quality care
interventions, it is imperative to have an effective protection and social service system in place. An
essential element of an effective social service system is a strong social service workforce with a clear
mandate, appropriate resources and relevant training and supervision.

Workforce mapping, and therefore this toolkit, is structured around three key aspects of social service
workforce strengthening: planning the social service workforce, developing the social service workforce and
supporting the social service workforce, based on the Framework for Strengthening of the Social Service
Workforce.® Under each of the three areas of planning, developing and supporting the workforce, there are
a series of workforce strengthening interventions that focus on enhancing the capacity of the workforce to

6 http://www.socialserviceworkforce.org/framework-strengthening-social-service-workforce
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deliver promotive, preventative, and responsive interventions that support families and children in
communities. In turn, the Social Service Workforce Strengthening Results Matrix’ provides overarching
indicators to support country-level, regional and global monitoring and measurement of progress on
strengthening the social service workforce and its impact on child protection prevention and response
services. These indicators are used to guide the mapping process to better enable regional and global
pictures of and advocacy for the workforce.

Planning the workforce includes carrying out workforce mapping exercises to assess systems and services
around the worker and identify human resource gaps. Human resource data can then be used in decision
making about financing and to improve recruitment, hiring, deployment and retention, including better
defining workforce roles through clear job descriptions. Advocating among different government ministries
and departments and increasing coordination will help to generate political will and predictable resource
allocation for workforce strengthening. This will help ensure that workforce strengthening is underpinned
by legislative frameworks, including uniform definitions and policies as well as systems to register and
license workers.

Developing the workforce involves providing effective pre-service and in-service training and education
aligned with needs and gaps identified by workforce assessments. It also entails ensuring that curricula
incorporate both local/indigenous knowledge as well as the emerging local and international evidence base
of research and best practices for improving the well-being of children and families. Training opportunities
for workers should align with in-country credentialing or accreditation systems that are broadly recognized
and endorsed across government, university and nongovernmental actors. Faculty and teaching methods
should be regularly updated to establish a pipeline of future social work educators. Developing the
workforce also entails ensuring students have opportunities for field education or internships and workers
have access to learning through mentoring, coaching and peer support.

Supporting the workforce includes efforts to improve job satisfaction and retention, ensuring workers have
the tools and resources that they require to carry out their jobs and clearly outlining career ladders and
opportunities for advancement. Comprehensive onboarding procedures, ongoing supportive supervision
and continuing education can help to improve worker performance and prevent burn out and associated
high turnover. Professional associations can enhance public understanding and perception of the critical
role of the profession and the importance of services being provided by skilled practitioners. When workers
feel more valued, this tends to increase morale, recruitment, performance and retention. Professional
associations also establish practice standards and provide ongoing professional development.

D. Overview of global indicators that can help to shape country-level mapping

Below is a summary of workforce strengthening indicators related to planning, developing and supporting
the workforce that can be used to guide national workforce mapping processes.® Please reference the
Results Matrix document for further definition of each indicator and guidance on methods of
measurement.

7 UNICEF and Global Social Service Workforce Alliance. (in draft). A Results Matrix for Social Service Workforce Strengthening.
8 UNICEF and Global Social Service Workforce Alliance. (in draft). A Results Matrix for Social Service Workforce Strengthening.
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Workforce Strengthening Indicator

Method of Measurement

Planning the Workforce

A National Leadership Group for Workforce Strengthening is established and
holds regular meetings

Rating:
[0 1: Not in place at all
[ 2: In early stages

[0 3: In late development
[ 4: Finalized and in use

A national workforce assessment and analysis carried out within past four
years

Rating:
[0 1: Not in place at all
[0 2: In early stages

[0 3: In late development
[0 4: Finalized and in use

Existence of a national strategic plan on strengthening the social service
workforce

Rating:
[J 1: Not in place at all
[ 2: In early stages

[0 3: In late development
[ 4: Finalized and in use

Availability of a normative framework for the social service workforce (SSW)
at the national and/or subnational level*

Rating:
[0 1: Not in place at all
[ 2: In early stages

[0 3: In late development
[ 4: Finalized and in use

A system of licensing/registration of social work professionals*

Rating:
[0 1: Not in place at all
[0 2: In early stages

[0 3: In late development
[ 4: Finalized and in use

Availability of a nation-wide data collection system on SSW human resources*

Rating:
[0 1: Not in place at all
[0 2: In early stages

[0 3: In late development
[0 4: Finalized and in use

Number of government social service workers with responsibility for child
protection per 100,000 children

Numerator: Number of government social service workers
with responsibility for child protection during the past
calendar year; Denominator: Total population of children
under 18 years in the past calendar year; Multiply by
100,000.

Number of non-government social service workers with responsibility for
child protection per 100,000 children

Numerator: Number of non-government social service
workers with responsibility for child protection during the
past calendar year; Denominator: Total population of
children under 18 years in the past calendar year; Multiply
by 100,000.

Developing the Workforce

Total number of degree programs available to SSW

Total number, disaggregated by level of degree

Total number of pre-service and in-service short courses available to SSW

Total number

Percentage of degree training programs that provide at least three months’
field placement

Numerator: Total number of degree programs that
provide a 3-month field placement; Denominator: Total
number of degree programs

Percent of SSW who report receiving adequate training to meet their job
responsibilities, by type of education received

Numerator: Total number of workers who completed the
survey who report receiving adequate training;
Denominator: Total number of workers who completed
the survey; Disaggregated by type of education per survey

Supporting the Workforce

Existence of professional associations relevant to the SSW recognized by the
national government as legitimate and legally approved

Rating:
[0 1: Notin place at all [ 3: In late development
[ 2: In early stages [ 4: Finalized and in use

Existence of a system of providing supervision and support*

Rating:
[J1: Notin place at all [ 3: In late development
[0 2: In early stages [J 4: Finalized and in use

Existence of publicly disseminated professional codes of ethics

Rating:
[0 1: Notin place at all [ 3: In late development
[J2: In early stages [ 4: Finalized and in use

Percent of SSW who feel they are receiving adequate supervision

Numerator: Total number of workers who completed the
survey who feel they are receiving adequate supervision;
Denominator: Total number of workers who completed
the survey

*notes the four UNICEF primary output indicators related to workforce strengthening associated with the UNICEF Strategic Plan 2018-2021 as

outlined in the accompanying Child Protection Indicator Manual.
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. Overview of the mapping process

A. Key considerations

Any mapping process should be guided by a set of basic principles. Initial principles to consider are listed
below and can be reviewed and refined with national leadership groups prior to implementing the mapping
process. Workforce mapping should be:

= Inclusive and respectful of multiple perspectives. The voices of the social service workforce and
others who play a role in upholding children’s rights are central to this approach. The mapping
ideally engages a range of relevant entities and individuals at national, district, and community
levels.

= Guided by participatory approaches to accomplish the objectives using methodologies that
encourage shared ownership.

= Reflective of and informed by relevant child and human rights instruments. All approaches, tools
and documentation should be informed and framed by principles and definitions reflected in key
international and regional framework documents and resolutions including the UNCRC, CEDAW and
the UN Convention on the Rights of Persons with Disabilities.

= Reflective of and informed by national legal and policy frameworks, including national social
protection, disability, child, gender or social inclusion policies, legislation and strategic plans.

= Based on sound and ethical research protocols. All tools, approaches and related engagement with
key stakeholders should be based on sound ethical research design.

= Built on what already exists. This work should leverage existing expertise and tools to be time and
human resource efficient. It should build on past work, such as prior workforce or child protection
mappings, and also consider and link with ongoing initiatives or data collection efforts that may
compete for attention from those responding to the surveys. It should also build on networks and
linkages between communities and service providers. As this is meant to be a nationally inclusive
and participatory process, organizations are encouraged to combine forces and reduce duplication.



B. Diagram of Steps in Workforce Mapping Process
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V. Starting the mapping process - Who should be involved

A. Mapping team composition

Carrying out a mapping process requires enlisting support from a wide array of actors. An organizing entity
can work together with a funding partner, who will support the work of the national leadership group and
the implementing entity who is tasked with gathering and analyzing the data. The roles are outlined below.

National

Leadership Group
Organizing Entity

Implementing
Entity

Funding Partner
Team Lead

Data Gathering
Team

Organizing Entity — The organization that identifies the need for the mapping process and oversees the
engagement of the mapping team, or the implementing organization. The organizing entity is typically
government, but in areas where non profit organizations or networks have a stronger role than
government, they may take the lead and gradually identify ways to engage government as co-lead. National
leadership and ownership of the process is fundamentally linked to the successful implementation of any
recommended actions identified through the mapping process.

Funding Partner — Workforce mapping requires dedicated donors, as it is a time-intensive undertaking and
requires specific funds to carry out. Funding partners could include bilaterals, multilaterals such as UNICEF,
foundations, and so on. The funding partner, depending on their level of engagement in the country, could
also provide in kind support in terms of providing meeting space and logistics for the national leadership

group to meet. Funding could be provided directly to the organizing entity and/or the implementing entity.

National Leadership Group —The goal of the NLG is to guide, support and contribute to the national
mapping and assessment of the social service workforce and ensure usage of the data gathered to develop
priority workforce strengthening actions and a strong national workforce strengthening plan. They can also
have a longer term or ongoing role as a group that would support implementation of social service
workforce strengthening initiatives identified as a result of the mapping. This group could stem from an
existing committee or could be newly formed to have a longer-term role coordinating workforce
strengthening. The group should consist of high-level representatives from some or all of the following:
government, civil society groups and non-governmental organizations (NGOs), universities, training
institutions and professional associations, religious entities, national donors, multilaterals and bilaterals,
private sector and others involved in planning, budgeting, managing and supporting the country’s social
service workforce. From the government, at a minimum, a core group of ministries responsible for children
and families, social welfare, education, health, justice, internal affairs, labour and education should be
represented. Ministries of planning, finance and local/subnational governance and decentralization, the
ministry of education and other training institutions (critical in educating and developing the workforce)
and ministries/authorities responsible for recruitment and deployment of social service workers into civil
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service should also be engaged in the process as appropriate. The NLG is led by a representative from the
organizing entity, which is typically a government ministry or department related to social welfare.
However, in some cases where government is not highly engaged in social service provision, a
representative from another organization could take the lead.

The NLG, led by the organizing entity and working with the implementing entity, will work together to
develop a common understanding of the scope of the study and who comprises the social service
workforce to be included in the assessment. They will review the assessment methodology and tools in
order to develop a context-appropriate detailed plan to guide assessment process. They will review and
validate data and hold discussions about recommended priority actions to include in the report. Ideally,
after the mapping, they will continue to meet to discuss implementation of the action plan.

The links below are to tools provided at the end of this toolkit, including a sample terms of reference for
the NLG that can be adapted as needed, a tip sheet with key considerations for getting the NLG started, and

a sample agenda for the first NLG meeting.

$ 1. NLG - Sample Terms of Reference

$ 2. NLG - Tip Sheet on Getting Started

$ 3. NLG - Sample First Meeting Agenda

Implementing Entity - The mapping exercise itself is carried out by a mapping research team engaged by an
implementing entity such as a non-government organization, academic institution or consulting firm,
preferably from within the country, who would be overseen by the organizing entity. A government entity
could directly carry out the mapping, but the process and its findings could be seen as more neutral or
inclusive if carried by a separate entity. The implementing entity needs to have specific experience and
expertise in social service provision and social work and may have staff available or may engage with
consultants to carry out the mapping exercise. Ideally, team members should have existing connections,
networks and relationships with various social service actors in the country. As this is an extremely work-
intensive exercise, there should be at least a team lead and data manager dedicated to carrying out the
mapping. Data management is ideally carried out by a team of data gatherers across different parts of the
country. The data management team composition will be dictated by parameters such as the budget size,
the size of the country, the desired geographic coverage of the assessment, the desired number of months
to complete the data collection, the desired sample size for the worker survey, etc. Ideally, in larger
countries, there would be one data gatherer per province or state.

Click on the links below to be referred to tools provided at the end of this toolkit, including a sample terms
of reference for the implementing entity team lead and data manager that can be adapted as needed, as

well as a tip sheet for the implementing entity on getting started.

$ 4. Implementing Entity —Sample Terms of Reference- Team Lead

$ 5. Implementing Entity —Sample Terms of Reference - Data Manager

$ 6. Implementing Entity — Tip Sheet on Getting Started
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V. Data gathering process

A. Agreeing on social service workforce definition

Although the globally used definition of the social service workforce has been developed through extensive
input from practitioners and workforce champions from around the world,’ the definition will need to be
adapted and described in more detail to apply to the national context and to help guide the mapping.
While in most countries the core functions of different cadres of the workforce are similar, titles and the
types of hiring organizations (government, non-government, civil society, religious entities, etc) vary. Social
service and child protection specializations can also exist in various sectors, such as health (social workers
at clinics, hospitals, etc.), education (school guidance counselors), justice (probation or parole officers, etc).
The NLG should discuss the definition of the social service workforce in the country in great detail, in order
to clarify the full range of workers comprising the workforce in the country (by function and responsibility,
role and title, including professional and para professional and type of employer, etc). This will help
identify the hiring ministries and organizations to reach out to when completing the surveys as well as the
workers to include in the worker survey. Time for this discussion is included in the NLG - Sample First
Meeting Agenda and tips for carrying out this portion of the meeting are included in the Implementing
Entity — Tip Sheet on Getting Started.

GLOBAL DEFINITIONS
Social Service Workforce
The social service workforce is an inclusive concept referring to a broad range of governmental and
nongovernmental professionals and paraprofessionals who work with children, youth, adults, older persons,
families and communities to ensure healthy development and well-being. The social service workforce focuses on
preventative, responsive and promotive services that are informed by the humanities and social sciences,
Indigenous knowledges, discipline-specific and interdisciplinary knowledge and skills, and ethical principles.
Social service workers engage people, structures and organizations to: facilitate access to needed services,
alleviate poverty, challenge and reduce discrimination, promote social justice and human rights, and prevent and
respond to violence, abuse, exploitation, neglect and family separation.

Para Professionals
Para professionals serve the needs of vulnerable individuals particularly where social welfare systems are
underdeveloped or severely stretched and typically work in these roles next to or supporting the work of
a professional in the same field.

Allied Workers
Allied workers are professionals and para professionals involved in sectors such as education, health or justice,
who have critical roles related to care, support, prevention, empowerment, and the protection and promotion
of the rights of people. They work closely alongside the social service workforce, but are aligned with
other professional groups, such as doctors, nurses, lawyers, judges, teachers, and police.

B. Identification of data collection tools

1. Literature review

Based on the definition identified at the NLG meeting, the implementing entity should carry out an initial
review of country-specific literature to gain a broad understanding of social service systems in the country
and gather information pertaining more specifically to the social service workforce including policies, legal
codes, regulations, recent assessments of child care, protection and juvenile justice systems, and
documents that explain key workforce definitions, functions, etc. The desk review should utilize academic
databases and online searches using key terms to identify peer reviewed journal articles and grey literature,
and a call for literature through existing networks. The review covers, but is not be limited to, the following
documents:

% For more detail on the definition of the social service workforce, please see Global Social Service Workforce Alliance. 2019.
Definition of the Social Service Workforce.
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e Specific legislation relating to the social service workforce and defining roles and responsibilities of
different social service workers, including supervision (note this is meant to identify legislation of
policies that are specific to the workforce, providing information on definitions, titles of workers, roles,
mandated numbers of workers, etc. General child protection legislation is typically easier to identify
and included in existing child protection mapping or other reports. Most of this legislation will need to
be read and analyzed, often in local language, to identify whether it is specific to the social service
workforce.)

e Primary or secondary legislation establishing a regulatory body that oversees the licensing, registration,
examination and other aspects of social service workforce regulation

e Available reviews or reports on national legislation or policies in child protection, juvenile justice, etc.

e Available materials on national public sector budget for the social service workforce

e National strategic plan(s) on strengthening the social service workforce and/or social protection, child
welfare, juvenile justice sectors; national plans of action to address disabilities or violence against
children

e Materials/reports from information management systems tracking social service workers

e Professional association websites that provide links to annual reports, published research, analysis and
other useful information

e Reports from past workforce mapping, human resources gap analysis, etc.

e Child protection system mapping reports, situational analyses or peer reviewed research on national
child protection systems and programs

e Child protection systems costing or financing studies

e National studies or peer reviewed research on violence against children

e Documents and articles that express child, youth, family or community perceptions and views of the
social service workforce

A literature review matrix, accessed through the link below, can be used to track information already
available by key themes relevant to the mapping. Completing this matrix will help to identify the major
gaps in available information that will need to filled through other information gathering tools, such as the
surveys described below.

$ 7. Literature Review Matrix

2. Key institution surveys

The Key Institution (KI) Surveys aim to gather primary information against the identified indicators for the
mapping process on key areas including: the government workforce, the non-government workforce,
education and training and professional associations. The Kl Surveys also ask for additional information on
the legislative framework within the country and key social service workforce strengthening initiatives
underway. Each survey also requests the respondent to reflect on the primary challenges facing the social
service workforce in the country. Each Kl Survey should be adapted to build on areas identified as requiring
additional data from the literature review, seeking to complement, verify or bridge any gaps in information.
Questions can be added or removed, depending on the decisions of the NLG working with the
implementing entity. To note specific areas where especial attention needs to be paid to adapting the text,
the symbol #* is added. Note that questions that appear on each survey, such as the question about
challenges, should be changed in the same way across all surveys. The questions asking about educational
background of the respondent should also be adapted to reflect the levels of education available in the
country.

The following lists the primary types of Kl Surveys and includes tips for administering them:
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gg::g;ry of ki Overview of information sought Tips on Obtaining Information
Government This survey seeks information on the number of government workers by title, » The NLG, with support from the
ministry and department and location (national, state/province or local) and implementing entity, should identify the
ideally could gather information on vacancy rates by requesting and comparing ministries to be contacted to provide data
the current number of workers to the mandated number. It also requests on all social service workers they employ.
information on each hiring department mandate and whether it is outlined in This could be each individual ministry
national policies or legislation. that hires social service workers, or a
central ministry such as the ministry of
This survey also seeks information about ongoing initiatives in the country that labor, statistics or finance that may keep
have been designed to help plan, develop or support the workforce. Itis employee records or payroll records.
important to fully capture the range of current activities underway and An official letter of introduction should
significant milestones achieved, so that any conversations about future actions be sent to these ministries by the lead of
build on the foundation already established. the NLG.
Non | Often the most challenging data to obtain, this section of the survey aims to The NLG can assist in identifying NGO
government | identify the number of non-public sector social service workers, whether networks that may already gather such
professional or paraprofessional (those representing non-profit organizations, data. It may require reaching out to
civil society, community-based child protection mechanisms, faith-based individual NGOs for this information.
organizations), by title and employing organization. This effort should recognize Depending on the number of NGOs in the
the range of social service workers as identified when the NLG discussed the country, a representative sample, rather
definition of the social service workforce. than a full census, of NGOs can be taken.
An official letter of introduction should
This survey also seeks information about ongoing initiatives in the country that be sent to these NGOs by the lead of
have been designed to help plan, develop or support the workforce. the NLG.

Education | Degree Programs: This section gathers information on professional degree The NLG can assist in identifying
programs at universities or colleges to the social service workforce, by the type education networks (such as a Council on
and name of the degree (relevant to the context, for example, bachelors, Social Work Education or the body that
masters, doctorate and to relevant fields identified by the NLG), the name of accredits university programs) that may
the university offering this type of degree and whether the degree requires a already gather such data. Or individual
field placement. |deally, information can also be gathered from each school on universities may need to be contacted.
the number of annual graduates, as this provides a comparison with the This survey is meant to gather
number of current workers and can help to elucidate findings regarding information on every degree program
attrition, unfilled vacancies, etc. and short course available, so a

representative sample is not appropriate

Accredited Short Course Training Programs: This section asks for information here.
about accredited short course training programs that issue recognized An official letter of introduction should
certificates or diplomas that are relevant to anyone in the social service be sent to these training institutions by
workforce. Short course programs are shorter than degree programs (typically the lead of the NLG.
3 months — 2 years) and can be in lieu of a longer degree program or can be If faculty recruitment and retention is
offered as post-graduate courses. The courses listed need to be accredited by a an issue that needs further information,
nationally recognized body (this does not include informal NGO workshops). an additional survey is provided as an
They are typically offered by universities, vocational schools or other example for university leaders such
recognized, accredited training providers. Information gathered includes the as Deans.
name of the short course, the name of the school or training program offering
the certificate, the length of study and the number of graduates per year.

Professional | This identifies the types of professional associations relevant to the social Leaders of professional associations

association | service workforce (for example, national associations of social workers, social relevant to the social service workforce

work educators, counsellors, child and youth care workers, etc) that are active
in the country, whether they require members to sign a code of ethics and if
they provide ongoing professional development, hold annual conferences, etc.
In countries with active associations, this section can go into more depth,
documenting more detail on the number and geographic distribution of
members and the various ways the association engages its membership.

should be contacted to complete the
survey.

An official letter of introduction should
be sent to these associations by the lead
of the NLG.
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In order to administer the Kl surveys, the data gatherer should contact the identified person at the
institution, first utilizing the introduction letter from the NLG and describing the purpose of the study and
the content of the survey outlined in the introduction letter. The survey can be partially completed by the
data gatherers through an interview or by sending the document to the identified institutions to complete
and return. Most Kl surveys will require the institution to send charts and tables of data, which would need
to be conveyed on paper rather than through discussion.

The following links provide access to a sample introduction letter for the Kl surveys that can be adapted as
needed, and sample Kl surveys for each of the groups identified above. Note that wording and questions
will need to be adjusted to meet country-specific data gathering needs identified by the NLG.

$ 8. Sample Introduction Letter for Key Institutional Survey

$ 9. Key Institutional Survey — Government

$ 10. Key Institutional Survey — Non-Government

$ 11. Key Institutional Survey — a. Education and b. Education Addendum

$ 12. Key Institutional Survey — Professional Association

3. Worker survey option one — survey format

Overview

The worker survey is designed for individual members of the social service workforce in the country. The
aim of the worker survey is to collect information that will help to better understand the existing needs and
competencies of members of the social service workforce. It will also help to identify strengths of the
workforce as well as areas where they could benefit from supportive supervision or additional education
and training in specific topics. The survey asks questions about their current role, supervision, access to
ongoing professional development, etc. There is also a self-assessment portion that requires workers to
assess their own level of competence. These example questions are informed by the key functional
competencies required by the social service workforce, particularly those working with children and
families. These questions should be adapted to the particular functions and roles specific to the workers
identified by the NLG when discussing the definition of the workforce and the range of workers in the
country to be included in the mapping.

If it is preferred that supervisors fill out a different survey more specific to their role as supervisors, an
alternative survey for supervisors is provided, following the same format as the worker survey.

Translation

Translation needs should be identified in advance by the organizing entity and discussed with the funding
partner in order to ensure this aspect of the work is properly funded. Translation needs can be further
discussed and refined during the initial NLG meeting. The surveys may need to be translated into more
than one language depending on the country context. It will then need to be piloted with a few workers to
test its clarity and the amount of time it will take workers to complete. The data that is received will then
require translation into the common language that the report will be published in.

Sample size
Determining the total sample size for the worker survey is complex and will depend on what is already

known about the potential number and location of workers, mapping budget, the size of the data gathering
team, level of support from the NLG and other constraints. As always, results will be more precise with a
larger sample size. The sample should be representative of the composition of the workforce, including
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respondents from different cadres and geographic areas (including a mix of rural, peri-urban and urban).
The number of surveys circulated should also account for at least a 20% non-response rate.

Format

Ideally, the final, translated and piloted worker survey can be inserted into an electronic format such as
SurveyMonkey, as this makes data analysis easier. It will also enable questions to be linked (for example,
those who click that they are a supervisor would then be referred to questions specific to supervisors). Hard
copy forms can be used if electronic communication is not possible. This can be one by distributing and
collecting paper copies of the survey. Regardless of distribution method, the survey should be
administered by the data gatherer or by someone seen as neutral and unbiased. The NLG can help to
brainstorm on the best approach or combined approach, including having a national association distribute
them to members, distributing them to different organizations, distributing at a conference or existing
gathering of workers, etc. The following table outlines some tips on when to use different formats.

Type of format | When to use it Tips for administrator
Electronic survey e When there is available and accessible e The survey format in this toolkit allows for easy input into
tool internet an online format
(SurveyMonkey, e When there are available networks (listservs, | e Online data collection enables analysis, with data able to
Kobo, etc) email lists, apps, social media) to distribute be downloaded and then compiled into the master data
survey link to workers spreadsheet
e When you anticipate workers having 100% e Add the cover sheet and consent information to the survey
literacy opening

When there is an existing subscription or Multiple methods of distributing the links to the full array
there are funds to pay for a subscription to of workforce cadres will need to be employed

use the survey tool Frequent reminders and a clear deadline will need to be
sent to encourage a high response rate

Limit access to the survey company password to the data
manager to ensure confidentiality and safety of

respondents
Paper Survey — e When there is limited or uneven access to e The survey and the topic of consent can be introduced by
individual internet or when workers are hard to reach the administrator using the sample cover sheet
completion electronically e The perceived neutrality of the person distributing the
e When large meetings of different cadres of survey may affect responses

workers are already taking place, it may be
more efficient to distribute a paper copy

Include time for data input in the budget
Store data in a safe place

Interview format e When literacy levels are low It is even more important to provide information and gain
e When trust is high respondents’ consent, as responses are no longer
anonymous

More carefully consider the perceived neutrality of the
person asking questions, as this is more likely to affect
responses in a one-on-one conversation

An online format of the survey (ie/ SurveyMonkey) could
be used on a tablet or phone if the interviewer has
internet access; see tips above

If paper format, see tips above

Mixed methods e When some workers are accessible via
internet but others are more remote

Data integrity may disallow this

Data collected directly from individuals via a survey and via
interviews may not be appropriate to analyze together, as
results, level or type of information provided may vary
Perceived neutrality of interviewer /openness of
interviews using different methods will need to be
carefully assessed
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Please see the attached social service worker survey and supervisor survey, as a starting point to be
adapted, adding or changing questions as needed.

$ 13. Social Service Worker Survey

$ 14. Social Service Worker Supervisor Survey

4, Worker survey option two — focus groups

In some settings, particularly in cultures that are less individualistic and more collectivist and community-
based, and where interests of the group are emphasized over those of the individual, workers may feel
uncomfortable or unaccustomed to providing their personal viewpoint via a survey. A focus group may be
a preferable option for obtaining information from workers. In some instances, this may limit the range and
depth of information gathered; however, in others it may lead to more in depth group reflection on the
primary issues. To some degree, the focus group format can take into account a desire for anonymity in
responses. The data gathered will tend toward a more qualitative style of analysis than the quantitative
approach offered through a survey format.

While the overall purpose and translation needs are similar, the sample size, format and the analysis will be
quite different. When selecting a sample, consider the diversity in titles, functions and roles, and location
(both geographic and type of employer). Focus groups are best when no more than 20-25 people.

The example provided in this toolkit takes into account that this style of information gathering can be
useful in low literacy settings and includes tips on coding responses. Note that the questions and style of
administration will need to be adapted and will also need to match any changes made to the Kl surveys; for
example, the question about key challenges should be the same across all tools used.

It is not suggested that the focus group format and a survey format be combined to gather information
from social service workers, as the data cannot be analyzed together, but that at the onset either a worker

survey OR a focus group option is selected.

Please see the attached tool that provides a guide for focus group facilitators.

$ 15.Social Service Worker Focus Group Facilitator’s Guide

5. Adding tools and questions
As noted throughout, the NLG and implementing entity can decide how best to adapt the foundational
tools featured here, so that they reflect the national needs and definition of the social service workforce.
There can be a tendency for surveys to ask a lot of interesting but extraneous questions that lead to
responses that are challenging to analyze or do not have a useful purpose. There are an enormous range of
guestions that can be added to each of the options listed above, but questions added to any of the tools
should have a specific purpose in terms of how the information will be analyzed and used.
> If there is an overwhelming “yes” response to question 2.5 on the Education Kl survey, the
education addendum 11.b. can be used to probe more deeply into faculty/lecturer recruitment
and retention issues. This addendum is included to obtain responses from university leaders
(deans, etc).
> A more in-depth competency assessment or skills audit may be of interest. This would entail
adding questions to the worker survey specific to competency areas related to the primary job
functions of the workforce as outlined when preparing the national definition of the social
service workforce.
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» A set of focus group questions for children, along with a set of ethical protocols could be added.
Including their opinions and perspectives of the strengths and needs of the workforce can be a
powerful addition to a mapping exercise. This could also be done at a later stage, when
preparing the national strategic framework or action plan, in order to incorporate their
recommendations. These questions will need to be very contextualized based on the different
ways that children interact with different cadres of the social service workforce and are
dependent on the types of services and support provided.

C. Survey consent and confidentiality

It is important to ensure that each respondent understands the parameters of the study and that the
information they provide will be considered confidential. Worker surveys should not have any personal
identifiers, such as by requesting the name of the respondent. While very few questions are sensitive in
nature, it is still important to uphold the confidentiality of responses. Confidential means that the
implementing entity, and data managers in particular, will never associate a survey respondent’s name with
their survey response. When survey results are reported, they are always aggregated. Individual survey
results are combined together and presented as a group. If any quotes are used in the report, they should
be identified by only work title, not name of employer. Results should never be reported in a way that risks
breach of confidentiality. The survey asks for only title, organization and location of work. However, this
can be changed if it is overly identifying of a particular worker. For example, the question asking for
city/town and province/state name could be substituted with a 3-option question such as whether their
work is located in an urban, peri-urban or rural setting.

When carrying out the survey, the implementing entity must ensure that respondents are not placed at
undue risk, that participation is voluntary and respondents are provided and agree to informed consent
prior to their participation. The implementing entity must also ensure that there are provisions and
protocols in place to protect the privacy of subjects and maintain the confidentiality of the data. Paper
surveys completed by hand should be stored in a safe place for the duration of the study where only the
mapping team from the implementing entity would have access to them. Respondents should be provided
with written reassurance that their confidentiality will be maintained and consent obtained verbally.

The toolkit includes an example cover sheet for the worker survey that can be used to convey the purpose
of the study, what the respondent will be requested to do, any risks or benefits of participating and the
voluntary nature of it, the amount of their time required, confidentiality of their responses and who to
contact if they have any questions. It can also be adjusted to be used to help introduce the study for an
interview or focus group.

$ 16. Social Service Worker Survey Cover Sheet

D. Sequencing the data collection / Timeline tips

Depending on the level of input from the NLG and the size of the data collection team, it may be useful to
stagger the phases of data collection. The administration of the worker survey can be time-intensive and
require travel throughout the country (if administered on paper), so could be phased first. Alternatively,
the group may opt to collect the information through the Kl surveys first, as the discussions and
information gathered may help to guide choices related to the distribution of the worker survey.
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VI. Data review, cleaning and analysis

A. Overview of steps in coding and cleaning data

All data collected will need to be collated into one master data spreadsheet. Any surveys completed on
paper will need to be manually entered. This time should be taken into account when calculating the
number of days or hours of work for the data gatherers. Data from forms submitted electronically via
SurveyMonkey or another similar format can be downloaded into an Excel spreadsheet and transferred to
the master data spreadsheet.

As data is entered into the master data spreadsheet, there are likely to be gaps in the information provided,
or the data may be unclear. Decisions may need to be made by the implementing entity, for example,
about whether a particular reported degree program should be included, or whether a milestone noted is
relevant to the parameters for the study set by the NLG. Circling back to the Kls or NLG members for
further input on this data cleaning process can be time intensive.

VII. Presenting findings

A. Creating user friendly graphics

Workforce data should be presented in easy to read 36 certificate
graphics, images and charts. Examples are provided programs reviewed
to the right. Preliminary data can be reviewed by e
the NLG to be checked for clarity and the usefulness 500/0

of its presentation for readers of the final report.

B. Analyzing key findings

The data gathered can be analyzed in a number of
ways, or additional questions can be added to
further understand certain workforce issues.

Areas that require more in-depth analysis across different parts of the surveys are featured below.

Challenges facing the workforce: Each of the surveys has a section assessing the respondent’s opinions of
challenges facing the workforce. Comparing responses between Key Institutions and workers, or between
workers and supervisors, could illuminate any discrepancies between the perceived and actual challenges
that workers experience. These differences can help the NLG explore potential changes to policy or
implementation of helpful workforce strengthening approaches. Any areas of strong convergence should
also send a signal of areas that need attention.

Ratios: Understanding the current ratio of government and non-government social service workers with
responsibility for child protection per 100,000 children is essential for getting a sense of service delivery
quality, in terms of its accessibility and availability to potential clients. Establishing this ratio is dependent
on obtaining accurate data on the numbers of workers. It is essential that the data stem from the definition
of the workforce identified by the NLG. Typically, up-to-date data for the denominator on the number of
children under 18 years of age in the country can be identified through annual UNICEF State of the World’s
Children Reports. When compiled with other information, it can be useful for assessing potential caseload
sizes and demands placed upon workers (which may then affect worker retention). It can also be assessed
sub-nationally by comparing regions, or comparing ratios reported in rural settings to urban settings. The
ratio can also be presented against the backdrop of available data on prevalence of child protection issues,
such as rates of violence against children. Tracking changing ratios over time can also pinpoint issues
needing more attention.
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Worker pipeline: If data on the number of graduates from different levels of degree programs is available,
this can be useful to consider both the pipeline of lecturers and workers. For example, if there are few
graduates with a doctoral degree, the implementing entity can follow up with universities to discuss
availability of lecturers for masters degree programs. If there are far fewer graduates of degree programs
than there are current workers employed, discussions can center on the pipeline of workers needed for the
particular functions and roles identified and whether workers are receiving appropriate training to perform
these roles, or if the short courses offered are adequate. The NLG may also consider the range of ages
provided in the worker survey to identify if there is an aging workforce, signaling a potential pipeline
problem. Analyzing data based on response by gender may also point to recruitment or retention issues
related to gender. The NLG may consider adding questions to address pipeline issues, as relevant in the
country. For example, if it is known that there are issues related to emigration or so-called “brain drain”
that affect the pipeline of workers, questions to clarify this can be added. Or if there are issues related to
immigration and better recognizing prior learning from other countries that could lead to a stronger
pipeline of workers, questions can be added to clarify.

Supervision: The questions currently in the worker survey aim to address whether workers are receiving
not just basic administrative or task-oriented supervision, but supportive supervision in the types of ways
listed. It may be challenging to obtain workers’ perceptions of the quality of their supervision (and thus
their opinion about their own supervisors). To ensure the quality and accuracy of the data, the NLG
members, knowing the cultural context, should work with the implementing entity to make adjustments to
these questions and the way the survey or focus group is administered. It is important to know, from the
worker point of view, whether they are receiving the support they need to perform their job at a high level.
It is also important to know from the supervisor point of view, via the supervisor survey, whether
supervisors are receiving the support and training they need. Comparing views of workers with supervisors
may reveal any gaps in training or support that may need to be addressed. Research studies have identified
supportive supervision as one of the primary elements linked to stronger worker performance.®

C. Validating findings

Once data is gathered, cleaned, and preliminary analysis has been completed, an overview of the data
should be prepared for review by the NLG as well as a sample of KIs and social service workers who were
engaged in the mapping process. Preparation of key infographics, charts and tables into a PowerPoint or
onto handouts is one way to easily convey key information to be discussed. Input from these groups is
needed to assess any remaining gaps or potential misrepresentations in the analysis process. This
opportunity to review also will better prepare all groups for the discussion of recommendations to come.

The NLG can first hold a meeting to discuss the findings and review the range of data gathered. They can
discuss any additional information that may need to be gathered to supplement or clarify the findings. They
can work with the implementing entity to identify the Kls with whom to also discuss the findings and gather
any additional data.

Next, meetings should be arranged with the Kls, sending them the compiled data in advance so that they
can review it and discuss at the meeting. The purpose is to both clarify any gaps or misrepresentations in
their portion of the completed data as well as to encourage them to elucidate any meaning from the data
as a whole, across the entire mapping (for instance, linkages they may see between their area of work and
others, or between the Kl feedback and worker feedback). The implementing entity can also gather their
recommendations on next steps to compile with others.

10 Global Social Service Workforce Alliance. 2016. Evidence Base on the Social Service Workforce: Current Knowledge, Gaps and
Future Research Direction. http://www.socialserviceworkforce.org/resources/evidence-base-social-service-workforce-current-
knowledge-gaps-and-future-research
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Likewise, meetings with groups of social service workers that can be easily arranged (to be identified by the
NLG and/or implementing entity) should be held to gain their perspectives on what the data means to
them, whether they feel it is an accurate depiction of their challenges and needs, and what they feel are
the root causes of the issues raised. They should also be asked what they think would be the most helpful
future change to improve the work they perform with children and families and what recommendations
they have for those on the NLG who will be working on developing a national plan to strengthen the social
service.

D. Identifying recommendations

Once the data is validated, another meeting should be held with the NLG to draw up the primary
recommendations that the group has as a result of the data being gathered. These recommendations can
be categorized under planning, developing and supporting the workforce. A prioritization exercise can be
held to help identify the highest priority short-term and long-term needs. This will also help to ensure that
the list of recommendations is not so long as to be overwhelming and unachievable. These
recommendations will then be inserted into the final report.

E. Preparing the report

The final report should outline the purpose and background of the mapping exercise, explaining why the
mapping was undertaken. It should include the definition of the social service workforce as identified by
the NLG. The methodology used to gather data should be outlined. The findings of the data can be grouped
or outlined by indicator, utilizing infographics, charts and tables. And the report can provide an analysis of
the findings, as well as recommended next steps that should be considered when drawing up a national
action plan to strengthen the social service workforce. The report should not be too lengthy, but if more
than 30 pages, should include an executive summary.

VIIl.  Utilizing findings

A. Example strategies for dissemination and discussion of findings

The data and findings generated from the mapping, once highlighted in a final, public report, should be
widely disseminated. A forum, symposium, or conference could be included in the mapping budget and
held to disseminate and discuss the findings and their implications with a broader national audience. This
meeting could form one of the first steps to a broader national action planning process.

When preparing key messages to communicate the findings and build awareness of the importance of
strengthening the social service workforce, the Global Advocacy Toolkit for the Social Service Workforce
may be a useful resource.!

Workforce data from a given country can also be shared with other countries in the region on regional
platforms. The information will also be useful to other countries around the world, and the end report as
well as national action plans can be added to the Alliance website at www.socialserviceworkforce.org.

B. Discussing findings to develop workforce strengthening plans

The NLG can utilize the information and recommendations gathered through the mapping to begin a
process to develop a national workforce strengthening action plan or strategy. The strategy should make
choices about key workforce elements to strengthen in the near- and longer-term and should incorporate
actions related to the diversified workforce of para professionals and professionals at community, district,
regional and national levels. The NLG can make plans to include the views and experiences of children,
youth and adults who have received services as part of the development of the plans. The NLG will also
need to identify funding and commitments to implement the strategy and track progress.

11 Global Social Service Workforce Alliance. 2017. Global Advocacy Toolkit for the Social Service Workforce.
http://www.socialserviceworkforce.org/resources/global-advocacy-toolkit-social-service-workforce
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In order to keep the plans up to date, the NLG will need to carry out a process of monitoring, evaluating
and reporting against the indicators used to guide the mapping, with a repeated data gathering plan every
two to three years.

C. Integrating findings into academia and training programs

While it is important that the findings are incorporated into strategic frameworks or national plans of action
to strengthen the social service workforce, the depth of available data can also be useful to researchers and
others preparing journal articles, curricula or other materials for use in training programs or conference
presentations.
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IX.

Th
as

Appendix of Tools

e following tools are included in this mapping toolkit. Please note that these are meant to be adapted
needed. While provided within this toolkit in PDF format, we encouage you to contact us to obtain

Word versions of these documents that will be easier to edit as needed. The Word forms are formatted to
be fillable, so that respondents can type into them. Please request these by emailing:
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ntact@socialserviceworkforce.org

. Sample Terms of Reference - National Leadership Group

. NLG — Tip Sheet for Getting Started

. Sample Agenda - NLG Start Up Meeting

. Sample Terms of Reference - Team Lead, Workforce Mapping Team

. Sample Terms of Reference - Data Manager, Workforce Mapping Team
. Implementing Entity — Tip Sheet on Getting Started

. Literature Review Matrix

. Sample Introduction Letter for Key Institutional Survey

. Key Institutional Survey — Government

. Key Institutional Survey — Non-Government

. Key Institutional Survey — a. Education and b. Education Addendum
. Key Institutional Survey — Professional Association

. Social Service Worker Survey

. Social Service Worker Supervisor Survey

. Social Service Worker Focus Group Facilitator’s Guide

. Social Service Worker Survey Cover Sheet
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1. Sample Terms of Reference -

National Leadership Group
for Social Service Workforce Mapping

Introduction

To protect children from violence, abuse and exploitation, as well as support their access to justice and
quality care, it is imperative to have an effective child protection system. One critical element of that
system is a strong social service workforce with a clear mandate. The working definition of the social service
workforce is: Paid and unpaid, governmental and nongovernmental professionals and paraprofessionals
working to ensure the healthy development and well-being of children and families. The social service
worker focuses on preventative, responsive and promotive programs that sup port families and children in
our communities by alleviating poverty, reducing discrimination, facilitating access to needed services,
promoting social justice, and preventing and responding to violence, abuse, exploitation, neglect and family
separation.*?

However, limited data about the workforce and the systems that support the workforce make it challenging
for all relevant government departments and partners to identify and implement evidence-based solutions
to strengthen the workforce and improve services and support to vulnerable children and families. It is also
well-established that the complexity of social service workforce structures and employment dynamics
require a collaborative approach.

For these reasons, (NAME OF ORGANIZING ENTITY), decided to carry out a comprehensive mapping and
assessment of the social service workforce in (NAME OF COUNTRY). This study will be implemented by
(NAME OF IMPLEMENTING ORGANIZATION) who will be responsible for developing a final report and
recommendations. In (NAME OF COUNTRY) the process will be led by a National Leadership Group (NLG),
which will offer an important platform for bringing stakeholders together to participate in, guide and own
the process.

The purpose of the mapping and assessment is to create and analyse baseline information and data on the
status of the social service workforce in (NAME OF COUNTRY) in order to guide the development and
implementation of country-level action plans to strengthen the social service workforce. It is meant to
reflect the work of national stakeholders to improve policies, programs, advocacy and knowledge
generation on workforce strengthening.

Purpose and role the National Leadership Group

The main goal of NLG is to guide, support and contribute to a national mapping and assessment of the
social service workforce and ensure usage of the data gathered to develop priority workforce strengthening
actions and a strong national workforce strengthening plan.

The roles of the NLG are to:
e Participate in meetings and roundtables and contribute to the discussions on a regular basis during
the implementation of the mapping and assessment exercise
e Agree on the parameters of the workforce mapping, the definition of the social service workforce
and the range of workers to be included in the mapping
e Review and validate the assessment methodology and tools and discuss and agree with the
implementing entity on the approach to ensure an effective date collection and assessment process

12 from www.socialserviceworkforce.org/social-service-workforce
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e Ensure linkages to other efforts to map or strengthen child protection and social service systems

e Provide the implementing entity with information and reports reflecting the status of the social
service workforce in the country, as it is documented in national legislation, strategies, policies, etc

e Support timely and constructive engagement of the relevant actors possessing required data

e Provide feedback on the initial data, helping to identify gaps in order to ensure that the information
gathered is an adequate representation of the country’s situation

e Provide initial recommendations for next steps based on preliminary data, to be included in report

e Provide feedback on the draft and final report that presents the findings

e Disseminate country and regional findings

e Support development of priority actions to strengthen the social service workforce, leading to a
national social service workforce strengthening strategic framework or action plan

e Provide reflections on the process, making suggestions for improvements for future processes

Members of the National Leadership Group

The NLG will be led by the (NAME OF ORGANIZING ENTITY) and will be composed of approximately 15-20
members, representing the key entities involved in planning, producing, managing, and supporting the
country’s social service workforce, for example all relevant government institutions, civil society and non-
profit organizations, religious organizations, universities, professional associations, social service workforce,
bilaterals and multilaterals such as the UNICEF Country Office. The role of an NLG member is performed on
a voluntary basis. The role continues through the period of the study and also supports the development
and implementation of the recommended actions. NLG members are expected to commit to the full term.

Periodicity of meetings of the Country-level Task Group
(NAME OF ORGANIZING ENTITY) will convene NLG meetings on a regular basis during implementation of
the mapping and assessment. This will entail:
e 1-2 meetings to discuss the purpose of the assessment, clarify definitions, share assessment
methodology and tools, review role of the NLG members, create mapping timeline
e 1 meeting to provide update on the progress on data collection
e 1 one-day workshop to validate data collected and discuss initial recommendations
e 1-2 checkins or meetings during the period of data analysis and report writing
e 1 half day validation workshop of the final report and to gather recommendations for next steps
o After completion of the final report, 1-3 meetings to discuss the implementation of the action plan
and format for the group moving forward

Factors that Support Effectiveness of NLG Work

e Members commit to serving on the NLG for the duration of the assessment in order to avoid, as
much as possible, changes to the group composition. Ideally, members commit to continuing to
meet past the mapping and assessment phase to work together on implementation of the
recommendation actions.

e The group develops and commits to clear timeline completion dates, holding an adequate number
of meetings during that time

e Each meeting is chaired by (NAME OF ORGANIZING ENTITY)

e Meeting agenda and notes are developed by the implementing entity and shared with those who
may have missed the meeting
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2. NLG - Tip Sheet for Getting Started

Item Tips

Invitations e The organizing entity, implementing entity and funding partner can work
together to identify individuals representing an array of organizations
working to strengthen the social service workforce in the country, ensuring
representation from government ministries, universities, professional
associations, civil society and non profit organizations, UN agencies, etc.

e Invitations to identified individuals should be sent out by the organizing
entity on official letterhead; language from the NLG - Sample Terms of
Reference can be used to draft the invitation letter.

e Select members based on their ability to commit to serving on the NLG for
the duration of the assessment in order to avoid, as much as possible,
changes to the group composition

Planning first meeting | ® Prior to the meeting, the organizing entity, implementing entity and funding
partner can work together to agree on roles and responsibilities for the first
NLG meeting, including who will chair the meeting, organize the first
meeting logistics (identifying and covering any costs of meeting space,
refreshments, equipment and copies needed, etc) and prepare meeting
notes

e Anexample agenda is provided to start discussion on topics to cover;
finalize meeting agenda and identify presenter and facilitator roles

Establishing clear e Example goals of the mapping process and of the NLG role are included in

goals the toolkit. These can be presented and reviewed for edits and approval by
the new NLG members at the first meeting.

e At the first meeting, the group should identify and agree to some basic
ground rules for meetings, develop and commit to clear timeline
completion dates and agree to hold an adequate number of meetings
during that time

Ensuring necessary e The group will need effective administrative support. This should be

support discussed in advance, and could include, for example:

o Drafting and helping to send invitations

o Developing agendas and presentations

o Preparing meeting notes

o Facilitating communications between NLG and implementing entity to
obtain any written feedback on the initial data, preliminary and final
reports and recommendations between meetings

Establishing the e Share the existing global definition of the social service workforce®®
definition of the e Discuss the definition of “social work” and the ways that the social service
workforce workforce definition differs and includes social work. Discuss other workers

included under the social service workforce umbrella in the country.
e Discuss any related laws or policies that incorporate any definitions or

13 Global Social Service Workforce Alliance. 2019. Definition of the Social Service Workforce.
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mentions of the social service workforce

Ask the NLG members to list all possible roles/titles of social service workers
in the country

Discuss and define who are “allied professionals”

Prepare a chart to begin to record the various levels, employers and roles of
the workforce, as this will help in determining Key Institutions and workers
to complete surveys, as well as refine the definition.

Prepare a draft of the definition to circulate for review and final editing

The discussion of who to include and not include may be contentious. The
NLG may not be able to reach full consensus on the definition with all
parties, but should listen to and incorporate as many viewpoints as possible
in this process. The definition can be considered a “living definition” that
can be reviewed and updated periodically, particularly as future progress is
made against some of the actions in the strategic framework or action plan.
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Location, Date

3. Sample Agenda - NLG Start Up Meeting

TIME TOPIC FACILITATED BY MATERIALS
NEEDED
. . . (NAME OF
8:30- 9:00 Introductions ORGANIZING ENTITY) Name tags
. P Point,
9:00 — 9:15 Background and overview of the (NAME OF (r)(\)A'/eeCrt:rm
' ’ workforce mapping objectives ORGANIZING ENTITY) proj
Overview of workforce mapping PowerPoint,
framework and methodology (NAME OF Handouts:
IMPLEMENTING Mapping process
9:15-10:00 s ORGANIZATION / )
Roles and responsibilities of the NLG MAPPING TEAM) diagram,
NLG TOR
(NAME OF
10:00 — 11:00 Facilitated group discussion on IMPLEMENTING PowerPoint,
' ' definition of workforce ORGANIZATION / Flip chart, markers
MAPPING TEAM)
Tea Break
. . PowerPoint
Presentation on sampling frame, (NAME OF Handouts:
11:15 — 12:00 tools, data collection and analysis IMPLEMENTING Surve exém les
: : : : : ORGANIZATION / y P
Exercise to contextualize sampling, MAPPING TEAM) Flip chart, markers
tools
Roles and responsibilities for data
00 — 19- collection (NAME OF
12:00-12:30 . ORGANIZING ENTITY)
Development of timeline
12:30 — 13:00 Summary, review of commitments (NAME OF

and next steps

ORGANIZING ENTITY)
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4. Sample Terms of Reference - Team Lead,
Workforce Mapping Team
(Name of Implementing Entity)

Background
In order to achieve a strong social service system, a well planned, developed and supported social service

workforce must be in place. The social service workforce is defined as (insert definition here).

Purpose / Rationale

The purpose of a workforce mapping is to create and analyze a baseline of information and data on the
status of the social service workforce in (NAME OF COUNTRY) in order to guide and assist country-level
action plans to strengthen the social service workforce. It will ultimately help address the question of
whether the current workforce system is adequate to address the needs of vulnerable children and
families, and if not, will help identify approaches to fill gaps.

In harmony with established global indicators of workforce strengthening, this workforce mapping will:
e Provide a basic overview of the context for workforce planning, including:
o Relevant policies and regulations related to the social service workforce, including statutory
frameworks
o Financial and other resources currently dedicated to hiring, employing and training social
service workers
o The number of social service workers responsible for child protection per 100,000 children,
according to type (governmental and non-governmental) and vacancy rates where available
o Certification, registration and/or licensing requirements and practices
e Provide a basic overview of the context for workforce development and training, including:
o Availability of different levels of education, training, and field placements/practice learning
o Workers’ perceptions of availability and accessibility of ongoing professional development
opportunities
e Provide an overview of the context for workforce support, including:
o Workers’ perceptions of challenges and opportunities, supervision and career paths
o The presence, role, size and effectiveness of professional associations
e Identify implications and recommendations for social service workforce strengthening to be integrated
into national strategic frameworks or action plans.

Activities and Tasks

The purpose of this role is to support mapping and assessment of the social service workforce. A process
will be undertaken to engage a national leadership group in developing the full scope of the process. The
NLG will also hold meetings to discuss preliminary findings and recommendations for strengthening and
advocating for the social service workforce. The Team Lead will supervise the work of the mapping team
member(s), the data manager (or data gatherers if multiple). The Mapping Team will work closely with and
support the NLG and present information from this process in a final report.

Under the supervision of (NAME OF ORGANIZING ENTITY), the Team Lead will be responsible for carrying
out the following tasks:
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1. Prepare data gathering plan including finalization of data gathering tools based on NLG feedback

e Develop draft mapping tools for review by (NAME OF ORGANIZING ENTITY)

e Support (NAME OF ORGANIZING ENTITY) to facilitate invitation to and engagement of NLG
members including representatives from key entities involved in planning, producing, managing,
and supporting the country’s social service workforce, for example all relevant government
institutions, civil society and non-profit organizations, religious organizations, universities,
professional associations, social service workforce, bilaterals and multilaterals such as the UNICEF
Country Office

e Support (NAME OF ORGANIZING ENTITY) to host NLG first meeting, preparing presentations and
information as needed with (NAME OF ORGANIZING ENTITY)

e Finalize mapping tools and data gathering plan based on NLG feedback, identifying roles and
responsibilities of NLG members in providing assistance with data gathering

2. Oversee and carry out data collection and data analysis

e Support team members to collect data per NLG plans, carrying out follow up discussions with key
stakeholders as needed to fill in any gaps in data

e Support data manager on data cleaning and analysis, maintaining organized database to be shared
with (NAME OF ORGANIZING ENTITY)

e Review and refine preliminary data analysis, charts and tables prepared by data manager as needed

e Distribute draft data to the NLG prior to meeting to validate the data

e Hold follow up meetings with Kls and groups of social service workers to review and validate the
data, also obtaining their initial ideas on recommendations to suggest to the NLG for inclusion in
the report

3. Support NLG meetings to identify recommendations for strengthening and advocating for the social
service workforce based on preliminary data

e Facilitate meeting to review preliminary country level data and a following meeting to identify
recommendations for a future workforce strengthening strategic framework or action plan

4. Preparation of final workforce mapping report

e Incorporate feedback into a first draft analysis report for review by (NAME OF ORGANIZING ENTITY,
NAME OF FUNDING PARTNER)

o Integrate feedback to prepare second draft of report for review by NLG

e Finalize report for dissemination

e  Work with NLG on dissemination plan and identification of detailed next steps

Key Results and Deliverables

Result 1: Preparation of data gathering plan including finalization of data gathering tools based on NLG
feedback

Result 2: Completion of data collection and data analysis resulting in preparation of initial findings for
review by NLG and a draft database

Result 3: National meetings held by NLG to identify recommendations for strengthening and advocating for
the social service workforce and to finalize report

Result 4: Preparation of final workforce mapping report and dissemination of report

Location and Travel

(Outline here location of work, if office or home based, parameters around access to telecommunications
such as holding meetings via Skype). This work may require approximately X days of travel. (Note here if
the Team Lead will coordinate own travel plans and/or travel for other team members. Note how travel
costs will be discussed and approved in advance and reimbursed.)
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Period of Performance - Compensation

The work is estimated to be completed through X days of work during the period of (DATE RANGE) at a rate
of x per day. Performance Based Contract: 2 equal payments will be based on completion of 1) results 1-2
and 2) results 3-4 per above schedule.

Qualifications

The successful team lead will be able to demonstrate skills in the following areas:

University degree in social work or equivalent;

At least 10 years of professional experience in social work or other social service workforce areas;
Demonstrated knowledge and technical capacity in social service workforce strengthening and child
protection programming

Minimum 3 years of experience working with international agencies or institutions in developing
countries and implementing programs for vulnerable children and families based on core child
protection and human rights principles, guidelines and standards

Experience engaging effectively with bilateral agencies; the United Nations and other multilateral
agencies; national governments and counterparts; non-profit organizations; universities;
professional associations and other key stakeholders.

Excellent data collection and analysis skills as evidenced through previous work examples;

Strong demonstrated skill in creating and utilizing Excel spreadsheets

Administrative and planning skills, including the ability to organize and support NLG meetings;
Fluency in (NAME OF LANGUAGE) languages is required; (NAME OF LANGUAGE) as an additional
language is preferred.
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5. Sample Terms of Reference - Data Manager,
Workforce Mapping Team
(Name of Implementing Entity)

Background
In order to achieve a strong social service system, a well planned, developed and supported social service

workforce must be in place. The social service workforce is defined as (insert definition here).

Purpose / Rationale

The purpose of a workforce mapping is to create and analyze a baseline of information and data on the
status of the social service workforce in (NAME OF COUNTRY) in order to guide and assist country-level
action plans to strengthen the social service workforce. It will ultimately help address the question of
whether the current workforce system is adequate to address the needs of vulnerable children and
families, and if not, will help identify approaches to fill gaps.

In harmony with established global indicators of workforce strengthening, this workforce mapping will:
e Provide a basic overview of the context for workforce planning, including:
o Relevant policies and regulations related to the social service workforce, including statutory
frameworks
o Financial and other resources currently dedicated to hiring, employing and training social
service workers
o The number of social service workers responsible for child protection per 100,000 children,
according to type (governmental and non-governmental) and vacancy rates where available
o Certification, registration and/or licensing requirements and practices
e Provide a basic overview of the context for workforce development and training, including:
o Availability of different levels of education, training, and field placements/practice learning
o Workers’ perceptions of availability and accessibility of ongoing professional development
opportunities
e Provide an overview of the context for workforce support, including:
o Workers’ perceptions of challenges and opportunities, supervision and career paths
o The presence, role, size and effectiveness of professional associations

e Identify implications and recommendations for social service workforce strengthening to be integrated

into national strategic frameworks or action plans.

Activities and Tasks

The purpose of this role is to support mapping and assessment of the social service workforce. A process
will be undertaken to engage a national leadership group in developing the full scope of the process. The
NLG will also hold meetings to discuss preliminary findings and recommendations for strengthening and
advocating for the social service workforce. The Mapping Team will also include a Team Lead, who will
supervise the work of the data manager. The Mapping Team will work closely with and support the NLG
and present information from this process in a final report.

Under the supervision of the Team Lead, the data manager will be responsible for carrying out the
following tasks:
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e Gather existing background documents, reports and literature relevant to the workforce mapping;
analyze and provide written overview of the documents and other data, especially as available in the
local language

e Support Team Lead and (NAME OF ORGANIZING ENTITY) with any necessary meeting preparation in
advance of NLG meetings

e Assist in preparation of NLG meeting notes

e  Work with the Team Lead on finalizing the data gathering tools, reflecting NLG feedback and translating
tools as needed into local language

e Oversee pilot testing of data gathering tools and provide written feedback to Team Lead in order to
finalize the tools

e Carry out data collection per NLG plans, including potential travel to interview social service workers
where electronic survey methods are unavailable

e Carry out data cleaning and create database reflecting all final data

e Prepare presentation of key preliminary findings, creating tables and charts to present to NLG for
review and feedback

e Assistinfilling in data gaps identified after the initial data analysis and NLG review

e Support Team Lead as required (i.e. translating, organizing side meetings, etc.)

e Support Team Lead in obtaining NLG feedback on recommendations for priority actions in
strengthening the social services workforce

Key Results and Deliverables

Result 1: Complete written analysis for literature review

Result 2: Support data gathering process and compile database of information gathered in the country via
data gathering tools

Result 3: Prepare tables and charts to present preliminary findings to NLG

Result 4: Finalization of data in final report

Location and Travel

(Outline here location of work, if office or home based, parameters around access to telecommunications
such as holding meetings via Skype). This consultancy may require approximately X days of travel. (Note
here if the consultant will coordinate own travel plans and/or travel for other team members. Note how
travel costs will be discussed and approved in advance and reimbursed.)

Period of Performance - Compensation

The work is estimated to be completed through X days of work during the period of (DATE RANGE) at a rate
of x per day. Performance Based Contract: 2 equal payments will be based on completion of 1) results 1-2
and 2) results 3-4 per above schedule.

Qualifications

The successful candidate or team will be able to demonstrate skills in the following areas:

e University degree in social work or social sciences;

o Atleast 5 years of professional experience in social work or other social service workforce areas;

e Experience working in academic institution, professional organization, NGO or governmental entity
providing/managing provision of social services;

e Strong quantitative and qualitative data collection, management and analysis skills as evidenced
through previous work examples;

e Working relationships with the key stakeholders in the field of child protection and social service;

e Administrative and planning skills, including the ability to organize and support NLG meetings;

e Fluency in (NAME OF LANGUAGES) languages is required; (NAME OF LANGUAGE) as an additional
language is preferred.
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6. Implementing Entity — Tip Sheet on Getting Started

Prior to first NLG Meeting - Onboarding

- Hold meetings with funding partner and organizing entity, discuss parameters of study and
composition of mapping team
- Identify and hire (if needed) staff or consultants to be in roles as team lead and data gatherers

Prior to first NLG Meeting — Meeting Planning

- Agree on roles and responsibilities for first NLG meeting, including who will invite NLG members
and who will organize first meeting logistics

- Prepare meeting agenda and identify presenter and facilitator roles

- Review and make any initial adaptations to data gathering tools to present for discussion at first
meeting; print copies of sample surveys

- Prepare overview presentation of global definition and suggested mapping methodology

- Prepare draft of the NLG Terms of Reference, filling in relevant information into the sample as
needed, in order for the NLG to review and refine at the meeting

- Prepare group facilitated exercise to discuss the workforce definition

After first NLG meeting

- Support preparation and dissemination of meeting notes to NLG members, including the agreed to

definition of the workforce for any further comment

- Prepare initial literature review prior to next NLG meeting (with additional literature contributed by

NLG members)
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7. Literature Review Matrix

Degree by which the following information is covered in the reviewed documents
0 — no information available; 1 — little information available; 2 — some information available but needs elaboration;
3 — adequate information available

Resource Background Policies and Education and Government Non- Information Recent workforce
. . context on child legislation with training workforce government about strengthening
(with weblink . e . . .. . PP
protection and specific mention available to description workforce professional initiatives and
where . - e . .
- social (description of the SSW and numbers description associations milestones
available) . I
protection roles, definition, (degree, and numbers related to
systems mandates etc) of diploma, planning,
the social service certificate) developing and
workforce supporting the
workforcel4
Title of Rating: Rating: Rating: Rating: Rating: Rating: Rating:
Resource, _— _— - _— _— _— _—
Year of Description: Description: Description: Description: Description: Description: Description:
Publication,
Author,
Weblink
Title of Rating: Rating: Rating: Rating: Rating: Rating: Rating:
Resource, _ _ _— L . _— i
Year of Description: Description: Description: Description: Description: Description: Description:
Publication,
Author,
Weblink
Title of Rating: Rating: Rating: Rating: Rating: Rating: Rating:
Resource, . - L. - L. L e
Year of Description: Description: Description: Description: Description: Description: Description:
Publication,
Author,
Weblink
Title of Rating: Rating: Rating: Rating: Rating: Rating: Rating:
Resource, _— . . L . _— i
Year of Description: Description: Description: Description: Description: Description: Description:
Publication,
Author,
Weblink

14 This relates to the SSW Framework described here: http://www.socialserviceworkforce.org/framework-strengthening-social-service-workforce
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8. Sample Introduction Letter for Key Institutional Survey

The following text can be adapted and used to prepare a letter of introduction to Key Institutions
(Government, Non-Government, Education, Professional Associations) who will respond to the survey. It could
also be adapted to be read as an introduction during an interview with Key Institutions and can be adjusted to
serve as a cover sheet when sending the survey.

With this letter, (ORGANIZING ENTITY), on behalf of (IMPLEMENTING ENTITY) and our National
Leadership Group on Social Service Workforce Strengthening, invite you to provide your input
into the (COUNTRY NAME) National Social Service Workforce Mapping. The purpose of this
mapping exercise is to have more information about the social service workforce in (COUNTRY
NAME) in order to create stronger national plans to better support social service providers and
workers to improve the lives of children and families. This will in turn strengthen the child
protection and social service systems in the country.

This survey is for key institutions engaged in planning, developing or supporting the social
service workforce in our country. It requests data and information pertaining to the workforce.

Your participation is voluntary, and you may choose to not respond to any or all questions or
may withdraw without consequences. You will not be compensated for completing the
survey.

The survey is being implemented by (NAME OF IMPLEMENTING ENTITY).

While the data we seek to gather is in the public sphere, we are able to keep your responses
confidential if you wish. We do request that you complete the survey with your name, so that
we can return to you with any follow up questions as needed. Responses will not be identified
by individual and responses will be compiled together and analyzed as a group.

It is expected to take 30 minutes of your time.

We appreciate you taking the time to send the information requested in the survey and letting
your voice be heard. If you prefer providing the information via a phone call or meeting,
please let us know.

If you have any questions, please contact: (include contact details for team lead at
implementing entity).

Please send by (DATE) the completed survey to: (include contact details for data manager at
implementing entity).
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9. Key Institution Survey — Government
for (#Country Name) Social Service Workforce Mapping

Section 1: Institution information

1.1 Mome of Institution
Crganization:

Hame of Govemment nstitution

1.2 Location:

Tarwen /ity ProsincefState
1.3 Contact parson: 1.4 Title:

First Mame Last Mame Work fitle rame of position
1.5 Ernaail:

Contact person ermall oddress

Section 2: Workforce Data

2.1 Flease complate the fakle below, providing the number of secial service workforce staff by minsiry, departrnent, fitte and
location. Please attach any available job descriphions for the fitles listed below.

Minlstry Department 55W Position TiHe Frimary Funcilons Humber of Stalf with that e by
of that Tifle Iecation
# af national # at # at local/
feaniral Frawinchal!  community/
leval Stabe/ bowr |l
R gt envaal
level

2.2 Are there naticnal policies or legiskation that descrice the rale ar funclions of any of the titles listed above? O Yas | O Ko

If yes, pleme provide the name or titke of the policy or legisiation
2.3 Flease check if any of these koues cumantly affect the numbers of warkers as listed above in the table #

O Hring freeze | O High vaconcy rates | O Budget issues | O “Brain drain® or emigraticn

Please dewcribe
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9. Key Institution Survey — Government
for (#Country Name) Social Service Workforce Mapping

2.4 For each minstry department lsted above, please describe the deporiment's social welfare service mandate:

Minlsiry Department Description of department's seclal welfare service Hame of pollcy or leghlafien
mandate where this Is described i
avallable

Section 3: Challenges

3.1 wWhat ara the 3 biggest chalengas your country faces in sfrengihening the socid service workforced  Please check the top three:

O lovwe solarias O lack of fraining and professicnal knowledge

O higgh wearkioad O poror supardision and support system

Ol mictivation O limited rescurces to work with

O lovwe authicrity 0 ineffective intferagency colaoboration

O lack of clarty in rales/pafomonce expactaticns: O poor work condifions/fociities

O lack of career advancement cpportunities O wedok informaticn managament, records, data managament
0 other

Section 4: Opportunities

4.1 Ara there compeling cument initiatives undersay related to planning, develbping or supporing the wokforoe inyour country
fhot you think should Be highlighted? These exaomples will be corsiderad when developing a future national wokforce
strengthaning plan, to ensure futues initiatives build on ecdsting practice. Please use the Framewod for Strengthening the Social
Sarvice Workforce found hare o5 a guide in crdar ta halp highlight nnovative and effective approaches ta strengthening the
wiokforce . Pleose provide a brief descrpticn andfor send a ralevant report with your response fo this survey.

Frirmary categary | Organizaflan, Descripiien of the inldative
of the infative Project NHame

Flanning

Developing

ifvpporfing

4.2 What aras same of the country's most important miestanes and achievemants in the last 5 yvears related to strengihening the
govarmnmient iocid service workforca? (If thare are multiple mporfant milestones, feel free to proritize them)
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10. Key Institution Survey — Non-Government Organization
for (#Country Name) Social Service Workforce Mapping

Section 1: Institution information

1.1 Mame of Institufion
Organizafion:

Mamea of NGO f NGO Natwaork f Civl Society Group

1.2 Location:

Towmf Ciby PFrovince/Statea

1.3 Contact person: 1.4 Tisle:

First Mams Last Mame ‘woak title) name of position

1.5 Ernait:

Contact perscn email oddress

Section 2: Workforce Data

21 Pleme complete the table below, providing the number of social service workforce stalf by crganization, project, title and
location. Pleme attach any avaiable job descriptions far tha titkes [stad below.

Organizatien / Program,/Froject S5W Poslilon Tiie Mumiber of Staff with that tile by location &
Civil Soclaly Depariment Name # at natienal # at Provincial/ State/ | # af local/town/
Group Name jcenkal level Regicnal level communily level

2.2 Are there national non-govemmental, non-profit nebworks of orgonizations that share nfomaation about ther secial service
emplyyeas? O Yas | O Mo

fyes, please descrice

Section 3: Challenges

3.1 Wihat are the 3 biggest chdlenges your couniry faces in sirengthening the socia service wokiorced Flease chack the top three:

O kvw solories O lack of fraining and professtional knowladgs

O high wiorklood O poor superdision and support spstem

O kvw mativation O limited resources to wark with

O kv autheaority O ineffective interagency colaboration

O lzck of clarty in moles/perfomance expectations O poor work condfions/faciifiss

O lzck of career odvancement opporfunities O weok information manogement, records, dota manogement
O other

40



10. Key Institution Survey — Non-Government Organization
for (~#Country Name) Social Service Workforce Mapping

Section 4: Opportunities

4.1 Are there compeling curent cpporfunities or initiatives undersay related te planning. developing or supearting the workfaorce
in your coundry fhat you think should be highlighted? These examgles wil be considerad when developing a future national
wearkforce strengthening plan, to ensure fulure initiatives build on esisting practice. Please use the Framework for Strengthening fhe
Social ferdice Wokforce found hare as a guide in order to help highlight innovative ond effective approaches to streangtharnirg
the workforce. Plemse provide a brief descripfion andfor send a ralevant report with your respornse to this survay.

Primary category = Organizafien/ Description of the inlfative
of the Inlfative Praject Hame

Flanning

Davaloping

Supporting

4.2 what are some of the counfry s most important mikestonas and achievemants in the last 5years related to strengthening the
non-govemment socid service workforce? |If there are multiple important milkestones, feel free to prontize them)

EMD OF SURVEY

41



11a. Key Institution Survey — Education
for (#Country Name) Social Service Workforce Mapping

Section 1: Institution information

1.1 Name of Instituticn
Organizafion:

Mame of Education Instifution

1.2 Location:

Towmyf ity Province/Stote
1.3 Contact parson: 1.4 Title:

First Moame Last Mame Work: title) nemne of position
1.5 Ernaik:

Contact person amol addrass

Section 2: Education and Training Data

Degree Programs
2.1. Please fil aut tha chart below, providing nfomation on the bype of degres fram fields relevant to the social service warkforce
such as). Please submit any inks or docwments lsfing ocodemic pregroms relevant to the socid service workforce.

Hame of university or MHama of Laval of Length of | Requiresa | Length ol | Yearofthe | Mumbersf | Yearthe
edueaflenal Insithion the degres Degree shady [Im Neld Fala last graduaies pregram
{# social [# insant months) placemen! | placement | graduafing | in the last was
work, ralevant fa (res/no / class gradunfing | eshablished
counseling the nof wre) class
i) counbry, for
axamphe,
Bachalors,
Mastars,
Fhi)

2.2 'Who approves, accredits or authorizes these degree programs? I different endities for differant types of degrees, pleasa
axplin.

KWame of authodzing antiby
2.3 1= there a national system in ploce to review the content of cumiculum against nafionally establshed standoras® O Yas | O Mo

f yes, please descrbs, including frequancy of oudits of cumcula content
24 Are socid work degres programs reguired to align to intemational social work education standards such as fhose by the
intemational Association of Schook of Social Wode? O Yes | O Mo

fyes. please descrba, including the type of reguiremant and fregquency of audits of curicula content
2.5 Iz it chalenging for degree programs to recruit qualified kectures? O Yes | O Mo

Plemse describe

2.6 Do cumicula include ressarch conductad in and relevant fo your coundry, or are course materias drawn from content cutside
of wour country®

O Primarily nafional confert O Same national content O Little national content O Ondy extemal content
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11a. Key Institution Survey — Education
for (~#Country Name) Social Service Workforce Mapping

Short cowses that are cedifled

2.7. Fleaze Ist the types of accredited shart course traning programs that ssue recognized certificates or diplomos that ars
ralevant to the social sarvice waorkforce offerad in the country. Short course training prograoms ore sharfer thon degres programs
{typically 3 maonths — 2 yaars) and can be in lieu of a longer degres program or can be offered o post-groduate couses. The
coursas [Eled nead to be occradited by a nationaly recognized body. They are bypicaly offered by universfies, vocofional
schiook or other recognized, accredited training providers. Please note that we are not locking for nfomnation on, forexampls, a
traning offered by an NGO to its own staff whan that training is not formally recegnized or cedified. Pleose provide the name of
the shart coursa, the namsa of tha schoaol or vocotiond traning program offenng the certificate, the length of study ond the
ovarage number of groduates peryeor.

Hame of the ralning | Sheri descripfion of | Length of the Target Tralning Cerlifled by MHumber af
COUTEE COurse fraining audience providen(s) ‘whom? graduates In
the lask
graduafing
class

Section 3: Challenges

3.1 what are the 3 biggest chalengeas youwr couniry faces in strengihening the socid service wokforce? Please check the top three:

O I solariss O lack of fraining and professicnal knowledge

O high workload O poor superdision and support system

O lever mnitivation O limnited resouncas to work with

O I authodity O ineffective interagency colaboration

O lock of cladty in roles/pafommonce expectation: O poorwork condificnsfociifies

O lock of career advancement cpportunitias O weak infarmation managament, records, dato monagament
O ather

Section 4: Opportunities

4.1 Ara thare campeling cument initiatives undarsay or uocoming opparfunities related ta developing and fraining the wokforce
n your country fhot yvou think should be highlighteds These examples wil be considerad when devaloping a future nafiona
workforce strengthening plan. to ersue futuee inifiofives cuid on exsting practice. Pleose provide a bief description and/for send
o relevant report with youwr response to this sureey .

Organization/ Praject Name | Description of the epportunity or Initlative

4.2 What are some of the country's most important miestones and achievements in the ast 5 years with regards to developing
ond training the social service workforca? (If there are multiple important milestones, feel free to priontize them)
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11b. Key Institution Survey — Education —

OPTIONAL ADDENDUM FOR UNIVERSITY LEADERS
for (#Country Name) Social Service Workforce Mapping

Section 1:

1.1 Full mame: 12 Title:

First Hams Last Mame Work tiflef nome of posifion
1.3 Employer

Mome of Educational Institution you are presantly waorking for
1.4 Location:

Tonanf Cily ProvinceState

Section 2: Faculty/Lecturer Recruitment and Retention

2.1 How many # focultyflecturers feach courses at vour institution on the togics of # Full Time Fart Time

2.2 How do you typically recruit nesw faculty/lecturerns?

Flease describe
2.3 s it challenging to find faculty) lecturers whe hove proctical background and fraining in the topics they are teaching?
O Yes | OMa

Please describe
2.4 Have mare than half the foculhyflecturars received education/training inside of the country? O Yes | O No

Flaase describe

2.5 |s faculty/lecturer recruitrment generaly o chalange for your school? O Yes | O Mo

If yas, please gescnbe the types of bamars you most frequently encounter

2.6 Are there maony vocont faculbyflectorer pesiticns? O Ye: | O Mo

If was, how does this impact students/student enrolimeant?

2.F How long do facultyflecturers tend to stoy in their positions 2

Flaase describe

2.8 |s faculty/lecturer retenticn a chalenge? O Yes | O Mo

1§ yas, please descnbe in what woy.

2.% wWhere do facultyflecturers tend to go when thay leave?

Flaase describe

2,10 Do you provide in-service fraining for facultyflecturens? O Yes | O Mo

Flease describe

211 Are sabbaticals, or extended leave for professicnal development, available for faculty/lecturers? O ¥e: | O Mo

Flaase describe
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11b. Key Institution Survey — Education —

OPTIONAL ADDENDUM FOR UNIVERSITY LEADERS
for (#Country Name) Social Service Workforce Mapping

2.12 Are facultyflecturer salanes adequate fo cover iving expensas, or do most faculty flecturers need to supplemant their salaries
with consultancies and other work? O Yes | O Mo

Please descrice

2.13 Are lecturers rewarded for completing reseanch sfudies? O Yes | O Mo

Plense descrice

2.14 Have you implemented any mentodng or coaching programs for foculty members? If so, do you find them to be successhul@
OYe: | OMo

Plense descrice

2.15 From your expenence. how could faculby recuitrrent and refention be improved?

Plense descrice

Section 3: Challenges

3.1 What are the 3 biggest chalenges your country facas in strengthaning the social service wokforced Please check the tep three:

O lovwe salaries O lack of training and professonal knowledge

O high worklood O poor superdision and support sestem

O lioves rniofive aticon O irnited rescurces fo work with

[ lovwe coufnionfy O ineffective interagency colaboration

O lack of clanty in roles/pedfomance expectations 0 poor work conditions/facilfies

O lack of coreer advancemsant opportunities O weaok information management, records. daofa managament
O ather

Section 4: Opportunities

4.1 are there compeling curent opporunities or initiotives undersay reloted to developing and training the workfonce inoyour
courntry fhat you think should be highlighted® These exaomples wil e considered whan developing a fubure national workiorce
strengthening plan., o ensure future initiatives build on existing proctice. Plemse provide a brief desciption and/for send o relevant
repor with your response o this survey.

Organlzation/ Project Mame | Descripflen of the inldative

4.2 Winat are some of the counfry's most important mikestenss and achievemants in the st 5years with regards to developing
and fraining the socid service workforced (If there are multicle imporant milestones, feel frae to prionitize them)
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12. Key Institution Survey — Professional Association
for (~#Country Name) Social Service Workforce Mapping

Section 1: Institution information

1.1 Hame of Institution
Orqanization:

Momea of Professicnal Association

1.2 Lecation:

Towmnf City ProwincefState
1.3 Contact pemscn: 1.4 Tifle:

First Mamea Lost Mame waork tithe/ name of postion
1.5 Ernaik:

Contact perscn email oddress

Section 2: Professional Association Data

2.1 How miany members does the asscciation have?
2.2 How miany staff does the association employ § 2.3 Does the associotion have an office? OYes | O Mo

2.4 |s the association octive in thass areas? Please check any that apply #

O Has a cumant website O Holds af least 4 meestings per year

O Halds an annual confarencs O Prowides professiona develapmment [/ short couses
O Active in nfemational osscciations (IFSW, etc) O Acfive on Focebook

O Active an Twittar O ‘Wites blogs

O Produces newsketter O Praduces a joumda

O Produces an annual re port O Conducts research

O ather, please describe

2.5 Doas the osociation crganize evants such os in March arcund 'World Social Weark Day# O Yas | O Mo

If yas, please dascribe
2.4 Doas the ascciation require membans to sign o cods of ethics? O Yeas | O Mo § no, does another entiyd O Yes | O Mo

Pleasa descrba
2.7 Doas the asscciation, or ancther entity in the country, provide icensing or registrafion for the professon it promofess
O%es | OMa

If yas, please provide the name or titke of the policy or legilation
2.8 Doas the asscciation require meamber compliance to minimum standards for continucus professional developmeant and
lEaming [such as number of traning hours}# O Yes | O Ko

If yas, plaase dascribe
2.% |s the assaciation descrbed or mandated innationa policies or legilafion? O Yes | O KNo

If yas, please provide the name or titke of the policy or legilation
210 Does the asscciation have an office or share office space with another crganization? O Ye: | O ke

Section 3: Challenges

3.1 what are the 3biggest cholenges youwr country faces in strengthening the socid serdice workforced  Flease check the top three:

O v solaries O lack of fraining and professonal knowledgs

O high waorkload O poror supervision and support system

O v pctivation O limited rescurces to wark with

O oo authodty O ineffective interagency colaboration

O lock of clanty in roles/pafommance expactations O poor work conditions/ faciifies

O lnck of career advancement opportunitiss O weak information manogement, records, dota manasgement
O ather
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12. Key Institution Survey — Professional Association
for (~#Country Name) Social Service Workforce Mapping

Section 4: Opportunities

4.1 Is this association mvolvad in curent initiotives related to plonning, developing or supporting the workforce inyour countny thot
woru think should be highlighted? What cppeortunties for future engagement do yvouo foresee? These examples wil be considerad
whan develping o future national wedkforce strengthening plan, to ensure future initiatives build on existing practice. Please uwse
the Framework for Strangthening the Socid Service Workforce found here os o guide inorder o help highlight nnowvative and

effective approaches to strangtherning the warkforce, Please pravide a brief desciption andfor sand a relevant report with your
rasponse to this survey.

Frimary categary  Organization, Descriplion of the Inibative
of the Inilafive Project HName

Flanning

Davaloping

fvpporfing

4.2 What ara some of the country 's mos important miestones and achievements in the last § years related o strengthening the
govamment secial service workforca? (If thare are mmultiple important milestones, feel free to proritize them)
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13. Social Service Worker Survey
for (~#Country Name) Social Service Workforce Mapping

Section 1: Personal information

1.1 Emniployer: 1.2 Title:
Mame of the Organizafion) Ministry Ceportmment Instidution you
are presantly working for wark fiflef name of position
1.3 Location:
Town ! Cily Province/State
1.5 Your

14 ¥ouroge: O uonder?s O 24-35 O 36-45 0O 44-55 O 56-45 Oéé and over Gender O Fermale O male

1.4 Highast level of education f academic qualfication (select one) #
O University Degree (BA. kA, PhD) relevant fo the socid service wokforce (minimom 3 yaars fraining at university |
O University Degree (BA. k4. PhD) vnrelated to the sacial service warkdorce |(minirmomn 3 years raining university)
O Giploma or certificate program relevant to the social service workforce |minisnwm 1 year fraining of universiby)
O Giploma or cerificate program unrelated to the secial service workfarce |minirmem 1 year fraining ot university |
O Short-termn training relewant to the social service workforce (less than 1 yaar)
O Short-termn training unrelated to the socid service wokforce [ess than | yaar)
O re relewant training

1.7 What yeor dd you comglete your highest level of education?

Section 2: General infermation

21 Please descibe the main area of your waork: [+ add job functions as cutined in national definifion of 55W)
O function one O function bwo O funclicn three O fumction tour O function five
2.2 Do you have joo a descipfion? O Yes | O Mo

f Mo, please explin
2.3 Does the work you do comaspond with your job description? O Yes | O ke

f Mo, please explin
2.4 What ore the 3 biggest chalenges you are focing in your evendoy jobd

O low sakories O lock of training and professicnal knowledge

0 high workload O poor suparvision and support system

O low meotivafion O limited resourcas to wark with

O lovwe aut ity O ineffactive interagency coloboaation

O lzck of clorty in roles/perfomance expectation: O poor work conditions/fociities

O lack of career advancement opporfunitiss O weak infarmation management, records, data monagament
O athear

f Other, please explan
2.8 How long hawve you been employed inoyour curent position?

Oless than lyear  O1-2yeors O3-dyears O5- % years O 10years or rnore
2.é How long have you been employed in the field of social services?
Olessthan lyear O -2vyeors O3-4years O 5 —% weaars O 10 yeans or more
Please note i you sfrongly agree, agree, nelther agree or disagree, dbagree ar sirangly disagree with the fallowing statemenis:
itrongly A e il Foir Driseagy reses Slronghy
AryEE AcrEE of Disagras
Discgress
2.7 | am satisfied with my poy O O ] ] O
2.8 | hove the proper supplies and equipment fo do miy job O O O O O
2.9 | feel that | am making a positive impact in peopla's lives O O O O O
thrcugh this jok
2.10 My employer has put adequate meosures in place fo O O O O O

ensure the safety and secunty of everyons in my wokplacs
48



13. Social Service Worker Survey
for (~#Country Name) Social Service Workforce Mapping

Section 3: Supervision

31 Do you have an immediate supervisord O Yes | O Nao

3.2 How oftan do you meeat with your superdsor one on ongd
O Wesakly OMonthly O 3-4 times ayvear O less often O naver

3.3 what type of wpport does your superdisor provide? [please check the appropriate box for each guastion)|

srenghy Acroe Maithar Cisogras Sromghy
Agrag Agred or Deagras

To me, my supervised. .. Digeigr e

. Sets clear job peformance axpectations (] O O O O

b. Provides constractive feedbock on my work skills O O O O O

. Helps with decklon making in difficult stuations O O a (] O

d. Helps me to leam best practices a O a a O

. Discusses ethical aspects of the waork with me O O a O O

f. Discusses my pescnal safety ond comfart in my role O O a O O

g. Helps me with salf care and stress managameant tios a O a O O

h. DEcussas my profesdonal development and career gook O O a (] O

L Helps identify new training cpporunifies O O a (] O

. Discwsses adminstrotive isswes a O a a O

3.4 How oftan do you have group supervision or structured peer support sessions?
O wWesekly OMonthly O 3-4 times ayear O less oftan O never

3.8 Do you corsider the existing supervieion system effective far mesting youwr needs? OYes | O No

Flease provide any additional feedoock or recommendations related fo SUper IS0,

Section 4: Training

Flease note If you shhangly agree, agree, nelther agree or dbagree, disagree or sirongly disagree with the following statements:

strongly Agran Maifhar Dkagres stronghy
A Agres or Disogres
DEagres
4.1 Tha fraining | have & odequate to sucoessfully Doy job a O a O O
4.2 My crganzation encourages my porticication in fraining O O a O O
4.3 Training: are geographically occesstible for me O O O O O
4.4 Trainings are financialy occesskle for me a O a O O
4.5 | am given enough guidonce and training to help me in a O a O O
rry carear path
4.4 Bafore | started this job. | had an aentation that kelped O O O O O

me kam about ey orgonization and mole

Please provide any additional feedeock or recommendations reloted fo troining



13. Social Service Worker Survey
for (~#Country Name) Social Service Workforce Mapping

# fthe fokowing questions are here as an example bt shouwld be odopfed fo fit the roles and funchions of those completing the
survay. If elecironic, the questions con be speciic to the response in guesiion #2.1)

4.7 Do you fesl competent in your knowledge to idantify potential albuse, exploilation, neglect, orviclenced
O%ery compeient OComgefent O Somewhat competent O Hat at al O Does not apply ta ry weark

4.8 Do youfesl competant in your knowledge to approprictely respond to and hele children and famiies offected by abuse,
exploifation, neglect, orviclence®
O%ery competent O Competent O Somewhat competent O ket at all O Does not apply oy wok

4.9 Do you feel competent in your knowledge to faciitate an assessment of reeds and strengths of clients and families, that
inchrdes mpecis of hedin, education, socid protection and child protaction®
O%ery competent O Competent O Somewhat competent O ket at all O Does not appby 1oy wok

4.10 Do you feel compeient to cclively engoge clients in developing a case plan to address their strengths and neads#
O%ery competent O Competent O Somewhat competent O ket at all O Does not appby 1oy wok

41100 you feel competent to make referak o ovalable pregrams and services for the population of clents that you serve®
O%ery competent O Competent O Somewhat competent O ket at all O Does not appby 1oy wok

Section 5: Professional Association

&1 Are you a member of o professional association? O Yes | O Mo
f yes, please provide the nome of the association

5.2 How long harve wou been a memcer of your professional asseciation®
Olessthan lyea 0O1-2 yeos O3-4dvyears O § years ar more

5.3 Do you receive any support from the professional association® O Yes | O Mo

fyes, please explain

5.4 Do you feal you barefit profesionaly by being a member of the association® O Yes | O Ha

fyes, please explain

5.5 Did the profestona ossociafion reguire you to sign a code of ethics? O Yes | O Mo

fyes, please explain

EMD OF SURVEY
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14. Social Service Supervisor Survey
for (~#Country Name) Social Service Workforce Mapping

Section 1: Personal information

1.1 Emgloyar: 1.2 Titka:
Mame of the Crgonzation! Minstry /DepartrnantAnstituticn you
are presentby working for wWaork titled nomea of posticn
1.3 Locafion:
Tenamy by ProwinceState
1.5 our

14 Yourage: Dunder2t O 26-35 O34-45 O 4455 O 546-45 044 and over Gender: O Fermale  Osale

1.4 Highest level of educalion / academic gualfication [select one) #
O University Degres |BA, A, PRD| relevant to the social sarvice workfarce (mininnunn 3 yeors fraining ot univ ersity |
O University Degres |BA, MaA, PRD| unrelated to the social service woekforoe [minirmomm 3 yeors fraining university |
O Diglorna or cerificate program relevant to the socid service wokforce [minimum 1 yeor training at university)
O Diglorna or cerdificate program unrelated to the socia service workforce [minirmum 1 yaar training ot unbeesity)
O Shart-farmn traning relevant ta the social service workforoe [lss than | yeorn]
O Shaort-farm traning unreloted to the social serdice workforce (less than | yeaor)
O Mo relevant fraining

1.7 what year did you complete your highest level of educotion?

Section 2: General information

2.1 Please descrice the main area of youwr woedk: [ add job functions as outined in national definition of $5W)
O functiomone O fuenction twe O funclion three O function four O funchion five

2.2 Do you have job a description that inclodes your supervisory dutiess O Yes | O Mo

If Mo, please explain

2.3 Does the wok you do comespond with your job descrpticn? O Yas | O Ho

If Mo, please expdain

2.4 'what are the 3 biggest chalenges you are focing in your evanydoy jobs

O lcves salaries O lack of training and professional knowledge

O high worklood O poor superdision and support system

O lovw ot ation O lirited resources to work with

O e couthnionity O ineffective interagency colaboration

O lack of claity inrcles/pafomoncs expactations 0 poor waork condtions/faciifis:s

O lack of carser advancement cpportunitiss O weok information manoagement, records, data manogemend
O ofher

IfOfher, please explain

2.8 Hovwe long have you been amployad in yowr cumant posifions

Oless than 1year O 1 -2 years O3%-4years O 5 - % yeaars O 10 years o mare
2.6 Hovw lonig have you been employed in the field of socid services?
Oless than 1year O 1 -2 years O3%-4years 0O 5-9years O 10 years o mare
Please nate if you srengly agree, agree, nelther agree or dsagree, disagree or strongly disagree with the fellowing staternents:
ronghy Arpes e her Discgres Strongly
Agpas Aupras of Disogras
Dsagres
2.7 1 o safisfied with rmy poy o o a a (]
281 have the proper supples and equipment o do my ok O O a a O
2.9 I fesl that | am making a positive impact in people’s ves O O a a O
throgin this job
2.10 There are adequate measures in place to ersure the O O O O O

safely and securty of everyons in my wokplace
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14. Social Service Supervisor Survey
for (~#Country Name) Social Service Workforce Mapping

Section 3: Supervision

3.1 Do you have an immediate superisor? O Yes | O Mo

3.2 Howe often do you meet with your supernvisar one on oned
O Weaekly OMonthly O 3-4 times ayear  Oless offen O never

3.3 Howe rary staff do you supervee®

3.4 Please think about your rele as a supervisor and check the apprapriate box for eoch guastion

Shrongly AcreE Ml e Disogyress
A A op
i my role as a supervlsor, | ... bizogrea
. Sat clear job pedormance expectaticns forworkers | O | 0 o
SUpErVES
b. Prowice them with constructive feedback on their work O O O O
skils
c. Help them with deckion making in difficult situations O O O O
d. Help them to leam best practiceas O O O O
e. Discuss ethical mspacts of the work O O O (|
f. Discwss thair serse of pasonal safety and comfort in fheir O O O (]
rale
g. Discuss self care and stress managemeant tips O O O O
h. Decuss ther professional development and carser goals O O O a
L Halp idantify new training opportunities O O O O
I Dizcuss administrative issues O O O O

3.5 How often do you hold group supervision or structured paer support sessicns?
O Wweskly OMonthly O 3-4tmes ayear  Oless often O never
36 Do you corsider the existing supervision system effective for mesting your needs? Oves | O No

Fleaze provide any additional feedbock or recommendaticns related to superdizion

Slranghy
Disagres

O

o 0o o o o o 0o o &

Section 4: Training

Please note If you sirongly agree, agree, nelther agree or disagree, disagree or sirongly dizagree with the following statements:

Strongly Agroa Maithiar Dhkagres
A g of
Disagres

d.1 Tha training | have & adequate to successiuly domy job O o O O
4.2 My crganzation encourages my participation in training O O 0 0
4.3 Trainings are geographically accessiole far me O O O O
4.4 Trainings are financialy occesskle for me O (] O O
4.51 have enough acceass to fraining to kel me inomy career O O O O
path
4.4 Baiore | started this job, | had an crientation that Felped O O 0 0

me keam about my organization and rale

Stronghy

Discagyreass

O

O o o o o

Flease provide any additional feedbock or recommeandations relofed fo troining
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14. Social Service Supervisor Survey
for (~#Country Name) Social Service Workforce Mapping

# [the folowing guestions ore here oz an exomple bt should be odopfed fo fif the roles and funcfions of those complating the
sunE .|

4.7 Do you feal compeatant in your knowledge of theoretical models of superdsions
O%ery compatent O Competent O Somewnat competent O Hat at al O Doas not apply fo my waork

4.8 Do you fesl competent in your ability to establsh and arficulate measurable sutcomes forleaming and pedomance of
suparvisesst
O%ery competent 0O Competent O Somewhat competent O Mot at all O Does not apply o nry work

4.9 Do you feal compatant in vour knowledae of providing feedback on job pedormance to superveees?
O%ery competent O Competent O Somewhat competent O mit at all O Does not apghy o my work

410 Do you feel competent in your knowledge of socia work ethics?
Overy competent O Competent O Sarmewhat competant O Mot at all O Dizes not apply to iy work

4. 110e you feal compsatant inyour Enowledge of the stages of stress, bumout, and compassion fatigue and how to commmunicate
with supervEees about these Esuas?
O%ery competent O Competent O Somewhat competent O mit at all O Does not apghy o my work

4. 1200 you fesl competent inyour ability to manoge confict and disagreament ¥
Overy competent O Competent O Sarmewhat competant O Mot at all O Dizes not apply to iy work

41300 you fesl competent inyour knowiedge of up-to-date evidence-bosed practices in your area of works
O%ery competent 0O Competent O Somewhat competent O Mot at all O Dices not apphy o mry work

Section 5: Professional Association

5.1 Are vou a member of o professional asscciation? O Ye: | O Mo

If yes, please provide tha name of the association

5.2 How long have you bean a member of your professional association®
Okessthon | year O -2 yeors 03-4yeos O § yeors or mane

5.3 Do you receive any support from the professional asseciation® O Yes | O ke

Ifyes, pleass explain

5.4 Do you feslyou berafit profesionaly by being a mamber of the association? O Yes | O Mo

if yes, plense explain

5.5 Did the professional association require you to sign o code of ethicsd O Yes | O Mo

If yes. plense explain

EMD OF SURVEY
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15. Social Service Worker Focus Group Facilitator’s Guide
for (~#Country Name) Social Service Workforce Mapping

1: Focus Group Information

1.1 Date of 1.2 Hame of
Focus Group: Faciitator:

Doy Maorth Year First Home Last Hame
1.3 Location:

T Ciby Province/State

1.4 Descrigtion:
Ganenal descripticn of focus group porficipants

1.5 Please complate the takle balow, providing fhe number of focus group membsars by ther fitke and sex.
55W Posltlon Tille Mumber of paflcipanis by sex

Famale Male

2: Introduction

2.1 Afterintroducing wourself. st with o brief introduction to help describe what will hoppen in the focws greup and why, helping
to bald porliciponts” comifont in speaking with you. The following is provided as an examgle to be adopded.

Thark wou for taking Hime fo orowvide vour input nfo the JCOUNTRY NAME] Mational Social Service Workforce
rMooping. The pupose of this mapping exercisa is fo have more infamation abowt the sacial sendce workforoe in
COUMTRY NAME] in order fo creafe stranger nafiona! plans to barffer support you and ather social senice workers
in your important rode af improving the fves of chidren and families, This mapoing praject & being implemented
by [MAME OF IMPLEMENTIMG EMETY].

This discussion is for sociol service workers. We will be discussing youwr views of the fraining and supoon you need fo
cary ouf wour work, a5 weall as reoning about fhe challenge: you foce and the recammeandations vou have,

Youw porticipafion i voduntore and you may choose fo nof respond fo ony or off guestions or may withdrow
without consequences, You wil nod be compensaied for paticipating.

whot wou soy here will be ket confidentiol Plemse respect the apinicns of offers and keep the aiscussian
confidenfial affer fhe focws group ends What vou say will nof be recorded along with youwr name. fesponses wil
be compiled fogether and anaheed as o group. We may include guodes in fhe report, B we will nol prowvide
any information thaf wowd identify you, in order to protect your identity

This focus group is expeched to foke ane how of your fime. We gppreciafe you foking fhe fime to bae hare foday
and lething wour voice be heond, Befors we get stovfed, do you have any guesfions?

2.2 Ask focus group parficipants do infroduce themselves, providing thelr first name and their postion fifle [paro sociol worker,
supardisor, child and wouth care worker, efc). Recard their fifles in the box above, fallying the number who share that tifks.

2.3 Explon that the discussion will be paticipadony and may require same maving around the reom for those whao are abile.
Explamn that wouw will be asking questions. You will be providing each person with o pen ormarker. Affer eoch question you wiill
ask evergone fo come up ond make g mark under one of three smiley faces on o sheet of paoper hanging an the wal fths
can be adjiusted os needed]. For guesfions thaf are yes or no, fhe smiley foce can b ves, the straight foce can ba don't
know ond the sad foce means no. For guestions thal ask their opinion, the smiey face means that they agree. the strmight
face means so-52 and the sod face means thaf they disogree. Anyone can choose not fo answer any quastion. Altemativedy
to minimize bias, put the three different smiley foces on three fal baskets or boties covered in paper [cannat see through).
Each parficipant will have o number of small iferns suwch as sfones fo add fo one of the boskets as the fociitator fokes them fo
each parficipant. Then count fhe numnber of sones in each baskel to reveal the woles,

2.4 Aftereach queshion, ask if anyone hos any comments. Ledgve time to cal on 2 or 3 peagile ta comment if they hove any or
for a few minutes of group discussion.
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15. Social Service Worker Focus Group Facilitator’s Guide
for (~#Country Name) Social Service Workforce Mapping

3: Questions

Ask the group the following quesfions. fee the sectian on coding below for row do il owt the smiley faces fo record responses.

31 Do you have ok a description? 1. & . @ . & .
A2 s your every doy work similar o what your job description says? 2 @ o @ o & o
4.3 In this jok, hove you atendad fraining to help you camy oot your wonk? g e _ & _
3.4 Has the training been easy to attend (for example, shord disfance, inexpensive|? 4 B o 2 o & o
4.5 Do you feelyou hove leamead enouwgh skils fo pedorm your jooowellF 5. 8 R @ R & o
3.4 If scrmecne wonted to odvance in ther career, does this job give them the chance to dothoid 48 & ®

A7 Tallme i you agree with thi statement. Most people in my job ore able to talk with ther supervecs whan they have a question

about how to handle o difficutt situation. O I N = N
4.8 Does your waork team talk together about ways to handle the stress and chalengas of this jokd 8. @ o e R & o
if there is g professiond assccialion in the cowniry gpplicable to the group of warkers youw are falking with, ask the folfowing:

A% are you a member of a professional association® 9. B R 2 R &

310 Lo you feelyou benefit professicnally by being a mamber of the ossociafion? neg a8 _ 8
3.11 Oid the professionol mssociation require you to sign a code of ethics? neE_ a =

312 Thi is o decussicn guastion for the whole graup to dscuss. What are some of the ochievements you are micst prood of inoyour
weark ?

Frepare flip chart poper with the following options on i, Tell participants yvou will read them o guestion and then ask them fo odd
a mark on the paper for what they think is the top cholenge they foce.

313 What is the biggest chalenge you ae foacing in your everyday jobs

_ e salanes _ ek of training and professional knowledge

_ high waorkload _ poor supervisicn and support systemm

_ o miztiv ation _ Iimited rescurces o work with

_ bovwr autharity _ineffective interagency colaboration

_lock of clodty in roles/pefomnance expectations _ poor work condfions/faciities

_lock of career odvancemeant oppaortunitias _weak infamation management, records, daota manocgenment
other

314 What do you think would ba the most halpful future change to improve the work you do o help chidren and familiss? What
recommendations would you have for thoss who are working on developing a naticnal plan to strengthen the social service
waorkforce? (Iif there are multiple responses, feel free fo sk the group o pnontize them)

4: Coding

After asking each question ond talng responses, on the ine affer each smiley foce above, wiite the number of peagpie who
vofed on fhat face for each guestion. For gquestiaon 3.9, write an the line the number of people who vofed on that opfion.

Record responses bo 3, 12

Recond reipsonses (a3, 14!
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16. Social Service Worker Survey Cover Sheet

The following can be adapted and used to insert as a cover page on an online survey, to attach as a cover sheet
to a paper survey or read as an introduction during an interview or focus group with social service workers.

Thank you for taking time to provide your input into the (COUNTRY NAME) National Social
Service Workforce Mapping. The purpose of this mapping exercise is to have more information
about the social service workforce in (COUNTRY NAME) in order to create stronger national
plans to better support you and other social service workers in your important role of
improving the lives of children and families.

This survey is for individual social service workers. It requests information about your views of
the training and support you need to carry out your work.

Your participation is voluntary, and you may choose to not respond to any or all questions or
may withdraw without consequences. You will not be compensated for completing the survey.

The survey is being implemented by (NAME OF IMPLEMENTING ENTITY).

Your responses will be confidential. You are not requested to provide your name. Responses will
not be identified by individual and responses will be compiled together and analyzed as a
group. Selected responses can be quoted in the final report without providing any information
that would identify you, in order to protect your identity.

It is expected to take 15 minutes of your time.

We appreciate you taking the time to complete the survey and letting your voice be heard.

If you have any questions, please contact: (include contact details for team lead at
implementing entity).
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