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Applicants for child welfare positions are accustomed to providing basic information about their educational
background and previous job experience. Once an applicant is hired, an agency will typically establish an
employee record containing information such as start date, position number, and starting salary. However, in
most agencies, data about job applicants is not saved or is stored in a different system than the one that maintains
active employee data, resulting in a lost opportunity to use these data for strategic decision-making to improve
recruitment and selection. In addition, most agencies do not routinely update their employee records to maintain
a current complete profile of their child welfare workforce, reflecting the full range of key demographic,
educational background, experience, licensure, and expertise variables. This represents another lost opportunity
and hampers the agency'’s ability to produce useful insights about its workforce, monitor underlying trends, and
inform succession planning.

Child welfare agencies, and their pre-service education partners such as Title IV-E Master in Social Work stipend
programs, lack guidance on the types of information to collect and track, how to maintain it, as well as how to
analyze and share findings in impactful ways that can inform education, training, and human resources planning
efforts. The purpose of this document is to provide such guidance. We outline what employee information would
be helpful for agencies to collect data about, how best to measure each type of variable, when in the employee
lifecycle this data should be collected, how often data should be inventoried and updated, and provide some
examples of how this type of data could be used to analyze and illuminate educational pathways to the child
welfare workforce.
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From Whom Should Data be Collected?

O

All Staff

Child Welfare Workers Supervisors

Managers Administrators Other Staff

Data should ideally be collected early (e.g., from the point of initial contact during the application process for a job or pre-
service education program) and routinely from employees at all levels of an agency. Child welfare workers are a critical
population to collect data from in order to identify what educational and experiential pathways led them to child welfare.
Knowing about the common educational and experiential pathways taken can also serve to highlight the roads that are not
commonly taken but could be leveraged as areas of opportunity for movement into the field of child welfare in the future.
Beyond just looking at the caseworker level, collecting employee background information for all types of jobs within an
agency can allow an agency to assess and compare the characteristics of individuals across each type of job.

Examples of Data Use

Non-Casework Employee Data:

Knowing the makeup of employees in jobs outside of
casework could be leveraged to help with promotion
and succession planning. Agencies may want to
consider whether they have any employees that are
currently in support functions or other non-casework
roles that have potential for moving into a casework
position.

Previous Employee Experience Data:

If an agency has an administrative worker who has a
bachelor’s degree and multiple years of previous
experience working in their agency role, the agency may
want to consider whether that individual, who has
already demonstrated a commitment to the
organization, could be promoted to a casework position
instead of sourcing talent from outside the agency.

QIC-WA.org
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How Should Agencies Collect Data?

O

O,

Assess and audit their current data collection
standards, including:
e what types of employee information they
already have stored
e how that information is collected
e how often that information is updated

This will help agencies figure out what is needed
to fill the gaps. Most agencies collect some
background information from employees at hire,
but it may be important for agencies to consider
adding additional questions to HR documents
given at hire to show a more comprehensive
scope of individuals’ educational and experiential
backgrounds.

Collaborate with their pre-service education
partners to create parallel standards for how
comprehensive data are collected about
prospective and current students and alumni,
who apply, intern, and then work for the agency
during their payback period. Aligning the
collection and measurement of the prospective

and current workforce is crucial for ensuring that
child welfare agencies can have a more complete

understanding of the entire employee lifecycle.
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O

Streamline the data collection process through
the use of Al technology. Al programs are often
used by organizations to pull information from
applicants’ resumes to auto-populate online
employment applications, and this same process
could be used to pull information from newly
hired employees’ resumes and applications to
auto-populate the education and experience
survey or information management system.
During the onboarding process, employees
could then review the information that was
pulled for accuracy, make any necessary
changes, and fill in the remaining items that
were not covered in their resume or application,
allowing them to make minor updates rather
than having to complete the information in its
entirety. This same process could also be
utilized for current employees that were hired
prior to the use of these new data collection
methods.
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How Should Agencies Collect Data?

O,

Consider having prospective (e.g., interns) and
current employees update their information at
least yearly, so the agency can be aware of
prospective and current employees’ up-to-date
experience, education, training, or other
credentials. This could also be done on an ad hoc
basis with employees recording new training and
qualifications as they acquire them, or could be
tied into ongoing, regularly occurring agency
processes, such yearly performance reviews.

Use information management software to report
and update the data, which should include
individual profile sections that can be easily
updated by employees or students. Investing in
an information management system is highly
recommended to help streamline and automate
the process of collecting and storing large
amounts of employee information. If an agency
does not have an information management
system or is unable to collect all the information
they need through such a system, they may then
have to resort to using survey methodology to
keep tabs on the credentials of their current and
future workforce and to supplement their current
data collection methods.
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O,

O

Make sure that employees are aware of how
their data will be used, stored, and kept
confidential. To achieve buy-in and encourage
participation in this process, agencies should
clearly communicate the benefits of data
collection to their employees and consider
providing incentives for timely and accurate
data submission. It may be helpful for agencies
to decide on a specified time of year when
employees are tasked with updating their data.
During this time period, frequent reminders
could be sent out about updating information
until employees complete this task. Agencies
could also consider carving out protected time
during a regular meeting to be used for the
purposes of updating information.

Regularly assess the effectiveness of their
data collection and management systems and
adjust based on feedback and the changing
information needs of the agency.
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Measurement Guide

e Require individuals to choose the best fitting response from a list of possible
options.

e For some variables, suggested options are provided but should be adapted to best
fit the agency. For others, we recommend that the agency come up with options
to choose from based on their specific location, job titles, work roles, customs, and
the verbiage they use.

e Will generate a small set of possible options and is thus recommended to use
wherever possible to streamline data collection and ensure easier analysis.

Selected Response

¢ Open-ended and require an individual or agency to provide their own answer in
text.

Constructed Response e Best used when response options are too numerous to come up with a pre-

defined list, such as when documenting the job title or name of the organization of

an applicant’s previous job.

Measurement will go as smoothly as possible if the agency uses terms that employees and candidates would
know. For example, we recommend documenting information on employees’ work roles within the agency and
list some common roles that individuals in child welfare have (e.g., intake, investigation, foster care, adoption).
However, agencies should make sure to tailor this language to the roles that are common in their specific agency
to make measuring them as clear as possible.

Workforce
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Variable Guide O

In each of the sections below, we outline variables, suggestions for measuring them, and
recommended timepoints for data to be collected. You can click on any of the sections below
to immediately navigate to it.

e Education (At Hire)
e Education (After Hire)

e Title IV-E Stipend Program/Internship Participation

e Microcredentials

¢ Clinical Licensure

e Prior Experience

e Training Experience

e Professional Development

e Current Agency and Job

e Demographics

e Lived Experience

Workforce
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Education (At Hire)

Published research studies focused on educational pathways to the child welfare workforce typically only categorize individuals as
either social work or non-social work majors, failing to account for nuances in degree level and type within non-social work categories.
A more detailed account of the educational makeup of employees can help agencies to know what levels and types of training are
related to successful work in child welfare. It may be helpful to track which educational institutions employees attended. Such
information, and the variation in levels, types, and sources of training across time, can improve recruitment efforts.

. When t
Variable Suggested Measurement Measurement Type ento
Measure
Business; Child, Youth, and Family Studies/Relations/Services;
Communications; Counseling; Criminal Justice and Law; Education;
Decree Type Engineering, Computer Science, Math, Architecture; Government and Public Selected Response - Update Yearl
& P Administration; Health Science and Administration; Human Development; Select All That Apply P Y
Human Services; Humanities; Natural Science; Other Social Science;
Psychology; Repair, Production, and Construction; Social Work; Sociology
Less than high school education, high school diploma, GED, some college,
Degree Level associate’s degree, bachelor’'s degree, some graduate work, master’s degree, Selected Response Update Yearly
doctorate
Date Degree Received MM/YYYY Selected Response Update Yearly
Create predefined list of common educational institutions that are specific to Selected &
Educational Institution the child welfare agency/location, with an “other” category and write-in Constructed Update Yearly
response option for other colleges/universities Response
Type of Educational High school; certification program; community college; small public, large
Selected R Update Yearl
Institution Attended state, or private university; or other colleges and universities clected Response pdate Yearly
Workforce
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Education (After Hire)

Data storage should be structured in a way that information on new degrees received should not replace information on degrees that
were received previously (e.g., data on a master’s degree received after hire should not overwrite information on a bachelor’s degree
that was received prior to being hired) to ensure that all pertinent educational information is collected and saved.

When t
Variable Suggested Measurement Measurement Type ento
Measure
Business; Child, Youth, and Family Studies/Relations/Services; Communications; Counseling;
Criminal Justice and Law; Education; Engineering, Computer Science, Math, Architecture;
. .. . . . . Selected Response - Update
Degree Type Government and Public Administration; Health Science and Administration; Human Select All That Aopl Yearl
Development; Human Services; Humanities; Natural Science; Other Social Science; PRy Y
Psychology; Repair, Production, and Construction; Social Work; Sociology
Degree Level Less than high school, education, high school diploma, GED, ,some college, associate’s degree, Selected Response Update
bachelor’s degree, some graduate work, master’s degree, doctorate Yearly
Date D
ate‘ s MM/YYYY Selected Response Update
Received Yearly
. Create predefined list of common educational institutions that are specific to the child welfare Selected &
Educational . . « » . . Update
o agency/location, with an “other” category and write-in response option for other Constructed
Institution . -, Yearly
colleges/universities Response
Type of
Ed ional High school; ificati ; i llege; [l public, | b i
u.catl.ona igh school; certification program; comn‘wnlt.y college; small public, large state, or private Sellaniog] Fegmass Update
Institution university; or Yearly
Attended
Workforce
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Title IV-E Stipend Program/Internship Participation

Agencies should be tracking who in their organization has participated in a Title IV-E stipend program, as well as other key details, such
as which agency they completed their internship with, their start and end dates for their internship assignment, and whether their
obligation is yet to be fulfilled. Ideally this information could be collected at the beginning and end of an individual’s internship year from
their internship assignment agency, and this data could then be linked or communicated to the agency they get a full-time position with
later. We recommend updating this information yearly as needed, since it is possible that current child welfare workers would participate
in a Title IV-E stipend program while studying to obtain their MSW. Importantly, Title IV-E stipend programs may be called by another
name in an agency’s local area or state, so agencies should replace the verbiage used here by the name that will be most easily
recognized by their applicants and employees.

Variable

Suggested Measurement

Measurement Type

When to Measure

Participation in Title IV-E

No, BSW, MSW

Selected Response -
Select All That Apply

At Hire, Update
Yearly

Title IV-E Internship Assignment
Agency

Common categories based on child welfare agency location, with
“other” category and write-in option

Selected &
Constructed
Response

At Hire, Update
Yearly if Needed

Title IV-E Internship Assignment
Start Date

MM/YYYY

Selected Response

At Hire, Update
Yearly if Needed

Title IV-E Internship Assignment
End Date

MM/YYYY

Selected Response

At Hire, Update
Yearly if Needed

At Hire, Update

QIC-WA.org
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Agency where Employment Common categories based on child welfare agency location, with Cc?nes:rjcted Yearly Until
Obligation was Completed “other” category and write-in option Obligation is
Response .
Fulfilled
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Title IV-E Stipend Program/Internship Participation (cont’d)

Variable

Suggested Measurement

Measurement Type

When to
Measure

Title IV-E Obligation Length

1 year, 2 years, other

Selected Response

At Hire, Update
Yearly Until
Obligation is

Fulfilled

At Hire, Update

. . . . Yearly Until
Title IV-E Obligation Fulfillment In progress, completed, deferred, decided to pay back Selected Response OEE;:tio: ;s
Fulfilled
High job stress and burnout; Overwhelming caseloads; Emotional
toll of working with traumatized populations; Low salary compared
Reason for Leaving the Title IV-E to educational investment; Inadequate supervision or support; Lack Selected &
Stipend Program Before of resources to effectively help clients; Vicarious trauma or Constructed At Exit
Employment Obligation was compassion fatigue; Difficulty balancing work demands with Response—Select All
Fulfilled personal life; Feeling unprepared for the realities of the job; That Apply
Bureaucratic obstacles hindering effective practice; Other (with
write-in response)
Workforce
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Microcredentials

Microcredentials typically consist of short online courses that focus on the attendee gaining competency in a certain skill or knowledge
area. Successful completion of the course culminates in the attendee gaining some proof of skills earned, through either a badge,
certificate, certification, or other form of digital credential. Microcredentials may be offered in specific subject areas, such as a badge
focused on the principles of a licensed clinical social work supervisor or certificates in areas like human services, child welfare, peer
support, alcohol and drug counseling, and juvenile justice. Agencies should check their local offerings to see which types of micro-
credentials are available near them. Microcredentials can also be offered at different levels. For example, some microcredentials are
available for all individuals to earn, whereas others may require that individuals have obtained a bachelor’s degree.

Variable

Suggested Measurement

Measurement Type

When to Measure

Type of Microcredential

Badge, certificate, certification, digital credential, none

Selected Response - Select All That
Apply

At Hire, Update
Yearly

Date Microcredential
Received

MM/YYYY

Selected Response

At Hire, Update
Yearly

Type of Badge

Include categories to choose from that are common
among the employee population, with an “other” category
and write-in response option for other types of badges

Selected & Constructed Response—
Select All That Apply

At Hire, Update
Yearly

Include categories to choose from that are common
among the employee population, with an “other” category

Selected & Constructed Response—

At Hire, Update

Type of Certificate and write-in response option for other types of Select All That Apply Yearly
certificates
Workforce
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Microcredentials (cont’d)

Variable

Suggested Measurement

Measurement Type

When to Measure

Level of Certificate

Post-high school, bachelor’s level, master’s level, post-
master’s degree

Selected Response

At Hire, Update
Yearly

Type of Certification

Include categories to choose from that are common among
the employee population, with an “other” category and
write-in response option for other types of certifications

Selected Response

At Hire, Update
Yearly

QIC-WA.org
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Clinical Licensure

It is important for agencies to keep record of who within their agency is clinically licensed, as well as other records around clinical
licensure that can be used to determine the number of individuals within the agency who are qualified to serve as supervisors for those
seeking to get licensed. Thus, we recommend that agencies require applicants and current employees to document information regarding
their clinical licensure status.

Although specifics on what qualifies individuals to supervise those getting clinically licensed can vary from state to state, according to
the National Association of Social Workers (2013), jurisdictions generally require that supervisors have clinical licensure that was
obtained in the same jurisdiction in which they and the supervisee are practicing, have received their degree from an accredited social
work program, have taken coursework in supervision, are up to date on required continuing education hours, have at least three years of
post-licensure experience, and have not received any sanctions for violation of practice standards from their licensing board. In collecting
this type of information, agencies will be able to determine the number and percent of individuals within their agency who are qualified
to supervise those getting licensed. Additionally, we recommend that agencies survey employees about whether they have a goal or
desire to be clinically licensed, so that agencies can use this information to get them started towards this goal and support them in the
process. By knowing both who wants to be clinically licensed and who is qualified to supervise those getting clinically licensed, agencies
could match up potential clinical license supervisors and supervisees. Importantly, data on these clinical licensure variables should be
collected and stored for each type of license that an employee has.

Variable Suggested Measurement Measurement Type When to Measure

At Hire, Update

Clinical Licensure Yes or No Selected Response
Yearly

Yes, | linically li No, | At Hi
es, | do want to get clinically licensed or No, | do not want Selected Response t Hire, Update

Goal of Clinical Licensure .. .
to get clinically licensed Yearly

At Hire, Update

Jurisdiction of Clinical Licensure Write-in response Constructed Response Yearly
Workforce
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Clinical Licensure (cont’d)

Variable

Suggested Measurement

Measurement Type

When to Measure

Date of Clinical Licensure

MM/YYYY

Selected Response

At Hire, Update
Yearly

Years of Post-Licensure Practice
Experience

Numeric count options from drop-down menu

Selected Response

At Hire, Update
Yearly

Continuing Education Hours for
Clinical Licensure Complete

Yes or No

Selected Response

At Hire, Update
Yearly

Record of Sanctions from the
Clinical Licensing Board for
Violation(s) of Practice Standards

Yes or No

Selected Response

At Hire, Update
Yearly

QIC-WA.org
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Prior Experience

Prior experience of employees can be measured in a number of different ways. We recommend that agencies require applicants to fill out
information on whether they have past child welfare work experience, as well as the number of years that individuals have worked in child
welfare, worked in human services, and their total years of work experience. Agencies could also have individuals identify how many
previous employers they have had and the specific types of work experience and child welfare experience they have had. Additionally,
agencies can track things like human service volunteer experience, previous job levels and positions, and experiential learning
opportunities they have had, such as field placements, internships, practicums, service learning, and observation or shadowing.

Variable Suggested Measurement Measurement Type :\//IV:::U:Z
Child Welfare Work Experience Yes or No Selected Response At Hire
E;prr;z:ine::;vice el Yes or No Selected Response At Hire
Number of Previous Child Numeric count options from drop-down menu Selected Response At Hire

Welfare Jobs

Architecture and Engineering; Arts, Design, Entertainment, Sports, and
Media; Building and Grounds Cleaning and Maintenance; Business and
Financial Operations; Community, Social, and Human Service; Computer
and Mathematical; Construction and Extraction; Educational Instruction
and Library; Farming, Fishing, and Forestry; Food Preparation and

Job Cat f Each Previ i
SR AR B LSS Serving Related; Healthcare Practitioners and Technical; Healthcare Selected Response At Hire

Job Support; Installation, Maintenance, and Repair; Legal; Life, Physical, and
Social Science; Management; Military Specific; Office and Administrative
Support; Personal Care and Service; Production; Protective Service;
Sales and Related; Transportation and Material Moving
Workforce
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Prior Experience (cont’d)

Variable

Suggested Measurement

Measurement
Type

When to Measure

Human Service Job Category

Child welfare-specific assistant; Child welfare-specific intern; Child welfare-
specific social worker or case manager; Child welfare-specific volunteer role;
Community health worker, specialist; Counselor, therapist; Clergy, religious

QIC-WA.org

of Each Previous Job (If programming; Educational, guidance or career counselor, advisor; Selected Response At Hire
Applicable) Human/social services assistant, not child welfare specific; Other; Probation
officer; Social worker or case manager, not child welfare-specific;
Supervision or management role in human services

Job Level of Each Previous . . . .
Child Welfare Job Caseworker/direct service worker or supervisor/manager Selected Response At Hire
Y f Total Work

ears.o ol vvor Numeric count options from drop-down menu Selected Response At Hire
Experience
Years in Human Services Numeric count options from drop-down menu Selected Response At Hire
Years in Child Welfare Numeric count options from drop-down menu Selected Response At Hire
Number of Previous Employers Numeric count options from drop-down menu Selected Response At Hire

Field placement, internship, practicum, service learnin A G [RoreeliE
Experiential Learning 4 ' HIzh > L . - Select All That At Hire
observation/shadowing
Apply
Workforce
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Prior Experience (cont’d)

. When to

Variable Suggested Measurement Measurement Type Measure
Start .Date of Each Experiential Learning MM/YYYY Sl et Pesaanes At Hire
Activity
En<:{ I?ate of Each Experiential Learning MM/YYYY ) - At Hire
Activity
Internship at Current Agency Yes - Title IV-E program |ntern§:1|'3,oYes - non-Title IV-E internship, N R e — At Hire
Start Date of Internship at Current MM/DD/YYYY Selected Response At Hire
Agency
End Date of Internship at Current Agency MM/DD/YYYY Selected Response At Hire
Supervisory Experience Yes or No Selected Response At Hire
SR I?ate 0 25120 S PERTEE MM/YYYY Selected Response At Hire
Experience
End Date of Each Supervisory Experience MM/YYYY Selected Response At Hire
InteresF IS Yes or No Selected Response At Hire
Supervisor/Manager

QIC-WA.org
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Past Organization

If applicants have past child welfare or social work experience, it may be helpful to know specifics about the type of organization or agency
where they worked. For example, agencies might consider collecting information from applicants on whether their past organization was
public, private, or tribal.

When to
Variabl M M T

ariable Suggested Measurement easurement Type Measure

Name of Past .
N o oo Open response Constructed Response At Hire
Type of Organization Public, Private, Tribal Selected Response At Hire
Work District/Region Open response Constructed Response At Hire

Workforce
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Training Experience

Agencies should be tracking employee experiences that occur after the time of hire. Beyond the variables already described that could be
experiences gained while on the job, like gaining microcredentials, other degrees, or achieving licensure, agencies should also consider
collecting information about on-the-job experiences involving employee training. Relevant information to collect could include things like
participation in onboarding, pre-service training, and in-service training. Other metrics, like the number of yearly trainings completed and
number of pre-service training hours completed, should also be collected. Completion of pre-service training and onboarding can show
that individuals are well prepared for the job, and continuing to learn through in-service training hours can be used to gauge whether
employees are up to date on training as well as how motivated they are to participate in voluntary training sessions. Importantly, agency
information management systems and training units typically capture information on training done in house, so agencies should only ask
employees to document training hours and topics that are not already captured to avoid duplicate data.

QIC-WA.org

. When t
Variable Suggested Measurement Measurement Type ento
Measure
Pre-Service Training/F | Onboardi
(U TR =Rl LET e Yes or No Constructed Response After Hire
Completed at Current Agency
Pre-Service Training Hours Numeric count options from drop-down menu Selected Response After Hire
In-Service Training Hours For Each . .
Training Attended Numeric count options from drop-down menu Selected Response Update Yearly
Topics of Each In-Service Traini .. . e
OpI('IS S s leerine el Include training options specific to agency Selected Response Update Yearly
Received
Number of Yearly Trainings Numeric count options from drop-down menu Selected Response Update Yearly
Workforce
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Professional Development

Ongoing professional development ensures that child welfare workers are continuing to learn and grow. In addition to training, agencies
may want to have employees document whether they participate in mentoring or coaching opportunities, as well as the number of
coaching sessions that they complete. Mentoring and coaching are ways of providing career and social support to employees in an agency
and may have positive influences on staff retention, job satisfaction, and employee engagement. These variables could also be useful in
gauging who is serious about growing in their profession and may be used as an indicator of possible leadership potential.

When t
Variable Suggested Measurement Measurement Type ento
Measure
Participation in Mentorshi Yes - received mentorship, Yes - provided mentorship, No S At RIS Update Yearl
P P P P P Select All That Apply P 4
Participation in Coachin Yes - received coaching, Yes - gave coaching, No Selected Response - Update Yearl
: & % 2 & Select All That Apply > v
o Constructed
Name of Mentor/Coach Write-in Response onstructe Update Yearly
Response
Number of Coaching Sessi . .
umber of L-oaching >essions Numeric count options from drop-down menu Selected Response Update Yearly
Completed
Workforce
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Current Agency and Job

It is also important for agencies to document and track information regarding the employee’s current job. The start date and end date at an
agency can be used to calculate tenure at the agency in months or years. Documenting when individuals start and end a job within an
agency can allow agencies to calculate the amount of time individuals spend in each job they have and track career progression of
employees throughout an agency. Tracking job changes and changes to one’s job level over time will allow agencies to examine trends in
whether individuals tend to stay in one job, make lateral job changes, or get promoted, as well as examine the types of individuals who
tend to stay in one job versus get promoted in the agency. This type of information can be especially helpful for examining if individuals
with certain characteristics, degree types, or past experiences tend to get promoted more than others and may allow agencies to more
deeply consider the basis on which job change decisions are made. To examine job changes, agencies should also document job titles, and
when work roles are not evident by job title (e.g., caseworker is broad and does not fully describe what an employee does), agencies
should track more specific work role details, such as intake, hotline, investigation, foster care, or adoption (as applicable to each agency).

Variable

Suggested Measurement

Measurement Type

When to Measure

Start Date at Agency MM/DD/YYYY Selected Response At Hire
End Date at Agency MM/DD/YYYY Selected Response At Exit
Start Date for Each Job at the Agency MM/DD/YYYY Selected Response At Hire, Update Upon Each Job Change
End Date for Each Job at the Agency MM/DD/YYYY Selected Response Update Upon Each Job Change or Exit

from the Agency

Job Title Job titles should be agency specific Selected Response At Hire, Update Upon Each Job Change
Work roles should be agency specific. Example Selected Response
Work Role categories include: intake, hotline, investigation, - Select All That At Hire, Update Upon Each Job Change
foster care, adoption Apply
Workforce
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Demographics

Demographic information should be collected from all individuals at the time of hire. Although data such as age, sex, and race are common
staples that HR collects from employees, agencies might not be collecting this information in a way that is useful for gauging the
demographic makeup of the organization’s employee population. For agencies to gain the most accurate representation of their employee
population, it is important for them to have inclusive response options for selecting one’s race that capture all primary categories with
which individuals may identify. Our suggested categorizations are detailed below, however, agencies may want to tailor measurement
based on the specific population in their area, where appropriate. We also recommend that agencies ask employees to indicate which
languages they speak and to indicate their level of proficiency in that language(s); this information could then be used to match up children
and families with caseworkers who speak their language, allowing caseworkers to better communicate and culturally connect with the
individuals they serve.

Variable Suggested Measurement Measurement Type When to Measure
Birth Date MM/DD/YYYY Selected Response At Hire
Biological Sex Male, Female Selected Response At Hire
Black/African American, Hispanic/Latino, Middle Eastern/North African, Native Selected Response -

Race American/Alaska Native, Asian, Native Hawaiian/Pacific Islander, Select All Thai Aol At Hire

White/Caucasian, Multiracial/Other, Prefer not to say Y

. . Selected &
Bilingual No, Lazegruvaegse ((;[t):]frn(iv?tlstaatr:x(t:ot:zjfoc?r i:; ornegstzidp::tutlztlsor;(’f;e)agency Constructed Response At Hire, Update Yearly
’ & =S/ - Select All That Apply
Laneuage No proficiency, Elementary proficiency, Limited working proficiency,
Flufnc & Professional working proficiency, Full professional proficiency, Primary Selected Response At Hire, Update Yearly
v fluency/Bilingual proficiency
IC-WA.or Worqurce
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Lived Experience

Learning from individuals with lived experience with the child welfare system is increasingly important for informing child welfare
systems’ policies, practices, and programs. Individuals with lived experience have experience that goes beyond what can be taught and
learned through formal education and training. Because of this, agencies may want to consider asking employees to self-identify
whether they have lived experience in the system, if they feel comfortable doing so. This information could then be leveraged to better
include these employees in decision-making and program improvement in the agency.

However, it is important to give people with lived experience the option to volunteer this information or not and to choose how
involved they want to be, so as not to exploit these individuals. Their perspectives and expertise are incredibly valuable, but agencies
should avoid the burden of extra work and fairly compensate these individuals for time spent in providing their input.

. When to
Variable Suggested Measurement Measurement Type Measure
Type of Role in . . . . L
. Child/Youth, Biological parent, Adoptive parent, Kinship parent, Foster parent, Selected Response - Select All .
Child Welfare . After Hire
Guardian That Apply
System
Workforce
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How Data Should be Stored 0

Data storage is likely to look different depending on the size of the agency and the resources they have available.
For smaller agencies, the most appropriate data storage may consist of a series of Excel sheets that are manually
updated. Larger agencies may want to consider investing in an information management system.

Core functions to look for when selecting information management software

Applicant Tracking Human Resource Operations Learning Management Functions

Incorporating all these capabilities will ensure that important data are able to be captured during the application
process, among current employees at all stages in the employee lifecycle, and for specific information related to
training, such as dates, scores received, and the type of training completed.

Educational Partners of Child Welfare Agencies

Educational partners of child welfare agencies should employ student information systems that capture many of
the education and experience related variables recommended above during the pre-hire period.

Agencies with educational or training institution partners should develop aligned collection and sharing protocols
and data storage solutions that provide easy matching of individuals’ records between pre-service and in-service
agencies. For example, agencies should be able to match data collected and shared by educational partners with
that of current employees so they can clearly and reliably document the path of their workforce from pre- to in-

service.
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Sharing Data Within Agencies and With Partners 0

Agencies should provide for individuals and the teams they are part of to have access to the data they need to conduct
analyses, derive insights, and share with stakeholders across the agency. Accomplishing these goals while maintaining security
and compliance requires a combination of clear governance, well-defined access protocols, and supportive technology. Here's
how to achieve this balance:

Role-Based Access Control should be used to assign permissions based on users'
roles within the agency. This approach ensures that individuals only have access to
the data necessary for their specific tasks.

Centralized Data Access Management system (e.g., single sign-on access, data
request process, automated access records) should be implemented to streamline
and monitor data access.

Data Catalog and Documentation (e.g., metadata, self-service options, and training) that
describes the datasets available within the agency and their uses. This helps teams
understand what data exists and how to access it.

Interdepartmental Data Sharing Agreements and protocols (e.g., guidelines, practices, use
cases, and oversight) should be established for sharing data across departments and teams.
The siloing of data within departments or teams is a common roadblock for any large
organization.

© OO0
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Sharing Data Within Agencies and With Partners 0

Data Security and Encryption measures (e.g., secure file transfer protocols) should
protect sensitive and confidential data through encryption and secure transfer
protocols.

Review Access Regularly to ensure that current permissions are still appropriate
and that those in new positions (e.g., hired, promoted, or transferred) have gained
access to the data they need.

Data Access Training and Awareness should be provided regularly to ensure that all
individuals understand the data policies and best practices for data access.

User-friendly Data Tools and Platforms (e.g., tools for surveys, learning management, and
data visualization) should support access that is intuitive and user-friendly, enabling
individuals and teams to efficiently locate and use the data they need.

©O0 00

By following these best practices, agencies can ensure that individuals and teams within them have the right level of
access to the data they need while protecting sensitive information and maintaining security. Sharing with partners
external to an agency (e.g., educational institutions) should also follow many of these practices to the extent they are
relevant to how external partners share data with a child welfare agency or to the extent external partners can or need to
conduct analysis of educational pathways on their own.

Workforce
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How Data Could be Analyzed

Simple Analysis

O

Once agencies have data collected, analyses can be conducted in a number of different ways, from looking at
simple counts and percentages to performing more complex inferential statistical analyses. At its most basic,
data can be used to determine counts of the types of individuals in the workforce.

These counts can then be turned into percentages in order to identify what proportion of the workforce falls
into a certain category. Agencies can use these counts and percentages to look at the makeup of the
workforce and at patterns in employee background information over time to see how the makeup of the

workforce is changing.

Examples

Simple Education Data (counts):

e The number of individuals with each type of
bachelor’s degree to assess the makeup of
their workforce

e How many employees are coming from each
local educational institution in order to
determine the result of their recruitment and
training efforts and adjust recruitment plans as
needed

Simple Education Data (percentages):

e What percentage of the workforce has a

social work degree

e The percentage of employees who are
clinically licensed or who have a goal of

getting clinically licensed

e What percentage of those who leave
participated in a Title IV-E stipend program

QIC-WA.org
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Characteristics = Turnover = Retention

Workforce Characteristics

Month displayed: Feb 2024
HEADCOUNT

1,170

Current Headcount
A 0.6% from previous month

285 emp.
24.4%,

. —
B8.2%
N

Child Welfare Juvenile Support Programs
Rehabilitation

GENDER

Month Displayed

Race/Ethnicity

|Feb 2024

- | ean

POSITION

Part Time
4%

88 emp.
7.5%

Licensing

10.6 yr.

Avg. Years of Service

DIVISION

35 emp.
3.0%
—

Admin Services

42 emp.
4%
]
American Indian
or Alaska Native

TENURE

243 emp.

99 emp.

8%

Workforce
Analytics

228 emp.
19%

21%

3-5years 5-10 years 10-20 years >20 years

7 emp. 3 emp.
0.6% 0.3%

Operations Communications

RACE/ETHNICITY

16 emp.
1%
Black or African Hispanic or Native Hawallan

American Latino or Other Pacific
Islandar

1 emp.
0.1%

Community
Engagement

87 emp.
7%

Multiracial



https://public.tableau.ucla.edu/views/HRDashboard_Example_250602/Characteristics

How Data Could be Analyzed O

Complex Analysis

More complex analyses could also be conducted. For example, a chi-square test is a form of statistical analysis
commonly used when examining the relationship between two categorical variables.

Examples of categorical dependent variables that could be tested with this method include:
e Whether an individual is hired/not hired,
e Promoted/not promoted
e Left the agency/remains at the agency.

Data can also be analyzed using t-tests, a form of statistical analysis commonly used to examine mean differences
between two groups.

e ES
Chi-Square Tests: T-Tests:

¢ Whether individuals from a certain university ¢ Whether those who are promoted tend to
are more likely to be hired than individuals complete more voluntary training sessions
from another university than those who are not promoted

e Whether participation in mentorship relates to * Whether those who are hired tend to have a
being promoted greater number of years of previous

e Whether employees who did an internship at experience in child welfare than those who
the agency before being hired full-time are are not hired
more likely to stay

Workforce
QIC-WA.org E Analytics



Examples of Data Use

Interpretation of data will necessarily depend upon the variables examined and the analyses conducted.

Using Title IV-E and Retention Data:

Agencies could analyze what percentage of individuals hired from a Title IV-E stipend program still remain at the
agency after two years. If an agency analyzes this data and observes that those who come from Title IV-E programs
tend to leave within the first couple of years, the agency may want to consider directing their recruitment efforts
elsewhere or strategizing about how to improve retention. For example, the agency might want to consider what
other college majors might be relevant to the field of child welfare and recruit from that talent pool instead, seeing if
that results in better performance and retention.

Using Training Data:

An analysis involving a simple count or average of the number of training hours that employees have taken over the
past year might be used to determine whether more training is needed. If an agency sees that the average number of
hours employees spent in training is extremely low, this finding could be used to suggest that an increased focus on
training is needed.

Workforce
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Examples of Data Interpretation

When interpreting results from inferential statistics, like chi-square tests and t-tests, agencies should critically
examine findings and unexpected patterns.

Analyzing Previous Education Data with Chi-Square Analysis:

For instance, if a chi-square analysis shows that individuals from University X are more likely to be hired than individuals
from University Y, an agency might want to consider why this finding would have occurred. It may be that University X
has a better program and tends to turn out more prepared employees than University Y, in which case the agency will
likely want to continue investing effort in recruiting from University X.

In another scenario, it is possible that these results could have occurred not because individuals from University X are
better qualified, but simply because the agency invested more recruiting effort into University X, which resulted in more
hires. In this case, the agency might want to consider increasing their recruitment from University Y and building up a
talent pipeline from that school. Using analyses to understand patterns like these can help agencies improve their
recruiting and hiring practices and ensure fair opportunities for all candidates.

Interpreting Data

When examining real-world data like the preceding examples, results are often up for interpretation. Because these data are
not collected in a controlled environment, it is possible that the same findings would have occurred for several different
reasons. Additionally, once an agency arrives at possible reasons for the results, there may be numerous paths they could
go down and decisions to be made about how they can use the results in an actionable way. Because of the complexities
involved, it may be helpful for agencies to gather a diverse group of stakeholders who can examine findings, discuss
possible reasons behind them, and determine how to use the findings to move the agency forward. Using a diverse group
will allow a variety of perspectives to be heard, helping agencies look at the findings from a greater number of angles,
contributing to more thorough interpretation of results and greater ideation about how results can be applied to improve
functioning at the agency.

Workforce
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Sharing Insights G

Sharing data-derived insights effectively within an organization, and with external partners, is crucial for informed
decision-making, fostering collaboration, and driving change. By combining these strategies, agencies can foster a more
data-driven culture, ensuring that insights are shared effectively within the organization and with external partners,
empowering everyone to make informed decisions and forge change.

Tailoring insights to key audiences Making data accessible through diverse
such as leaders, managers, supervisors, communication strategies such as: data visualization
or external partners. and dashboards (examples on the next slide)

presentations (e.g., storytelling), collaboration tools
(e.g., cloud-based data sharing tools, and

Focusing on actionable insights by communication tools like Slack or Teams), newsletters
sharing numbers while explaining and social media posts (e.g., LinkedIn), data portals
what they mean and how they (e.g., analysis and visualization platforms like R, Knime,
impact the organization. Tableau, or Power BIl), workshops and trainings (e.g.,
regarding data literacy, analysis, reporting, and
Ensuring data accuracy and providing security), Infographics (e.g., Canva, Visme, Stencil, or
transparency before sharing is crucial Adobe), small in-person meetings, and data
for maintaining credibility and buy-in documentation and knowledge bases (e.g., wikis).

from key stakeholders.
Encourage data-driven decision-making through
supporting an organizational culture that empowers
individuals and teams to use data as a natural and low-
friction part of their daily work.
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Workforce Need
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https://public.tableau.com/app/profile/robert.blagg/viz/HRDashboard_Example_WorkforceNeed_240530/NeedDashboard

References 0

National Association of Social Workers (2013). Best practice standards in social work supervision.
https://www.socialworkers.org/Practice/NASW-Practice-Standards-Guidelines/Best-Practice-Standards-in-

Social-Work-Supervision

[1] https://www.ssa.gov/OP_Home/ssact/title04/0400.htm

Workforce

QIC-WA.org Analytics



https://www.ssa.gov/OP_Home/ssact/title04/0400.htm

