
Dear Colleague:

The NASW Administration/Supervision Specialty Practice Section (SPS) offers
leaders like you a wealth of resources that support you in your work and career.
Live practice webinars and the award-winning SPS annual bulletin, InterSections
in Practice, keep you current on today’s practice topics and offer you
opportunities to earn free CE credit. Practice newsletters and online resources
help you enhance your leadership skills.

Membership in Administration/Supervision provides you with opportunities to
access your section’s committee members, suggest newsletter content ideas, and
author relevant articles.

This edition of SectionConnection debuts in the new electronic format for SPS
newsletters in support of NASW’s Green Initiative. Included in this edition are
articles on compensation, the IRS Form 990, creating agency policy to prevent
lapses in ethics, and the importance of credentials to your agency.

NASW offers members resources and services that complement your section’s
practice-focused resources and services. You can utilize NASW’s ethics
professional review to promote the quality and effectiveness of social work
practice; access funding updates; receive timely updates and actions regarding
legislative advocacy via NASW advocacy alerts; find support and information
from the Legal Defense Fund (LDF); benefit from review of LDF’s Law Notes;
make informed decisions regarding workforce trends using research, data, and
studies produced through the NASW Center for Workforce Studies; apply for
professional liability insurance to protect your ability to practice social work; and
search for new leadership opportunities or post social work positions on NASW’s
online Social Work Career Center. NASW also provides a forum for leaders to
advance their careers through volunteer involvement, article submissions, and
communication on both state and national levels.

The following NASW Press publications are especially helpful for social work
administrators and supervisors:
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• The Social Work Ethics Audit: A Risk Management Tool
by Frederic G. Reamer. This title provides clear, insightful
direction about managing ethical dilemmas and risks faced
by today’s social work practitioners.

• Interactional Supervision by Lawrence Shulman. This
work offers practical strategies for formal and informal
supervision.

• Multicultural Issues in Social Work: Practice and Research,
edited by Patricia L. Ewalt, Edith M. Freeman, Anne E.
Fortune, Dennis L. Poole, and Stanley L. Witkin. This title
reflects major social and political changes that have
influenced multicultural practice in recent years.

• New Management in Human Services, 2nd Edition, edited
by Leon Ginsberg and Paul R. Keys. This book gives
guidance on working with boards, boosting staff morale,
and improving service delivery. It contains information on
fiscal accountability, team building, working with the
media, keeping members happy, and keeping organizations
viable in a competitive era.

NASW WebEd online courses and Lunchtime Series webinars
educate on topics in social work today, and both provide free
CE opportunities. Social Work Chat and the Social Work Blog
can serve as opportunities for you to interact with other social
work leaders. The Continuing Education Approval Portal
connects you with state and national CE opportunities for you
and your staff. The NASW Credentialing Center provides
requirements and applications for social work professional
credentials, including the Academy of Certified Social
Workers, the professions leadership credential. NASW’s
award-winning consumer Web Site HelpStartsHere.org can
serve as a resource for you and your social work staff to assist
clients and help them help themselves.

This new Specialty Practice Section, coupled with your NASW
membership, will open doors for you to engaging and
insightful information about relevant emerging trends
and issues, enhanced leadership skills, and current resources.
We offer you our welcome and invite you to fully utilize the
wide array of NASW resources available to you as you
continue to lead the way for social workers across the nation
and help shape this new section to meet your needs.

With warmest regards,
NASW Specialty Practice Sections
Committee and Staff

(Welcome, continued from page 1)
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To provide a clearer picture of social work
salaries, the NASW Center for Workforce Studies
administered the first compensation and benefits
study of the social work profession in the fall of
2009. To broaden representation of the
profession beyond the NASW membership,
NASW partnered with five other social work
membership organizations: Association of
Oncology Social Work, National Hospice and
Palliative Care Organization, National Network
for Social Work Managers, Rural Social Work
Caucus, and Society for Social Work Leadership
in Health Care. The findings highlighted here are
based on 17,911 practicing social workers who
confirmed paid employment or self-employment
on October 1, 2009, in a social-work-related
position (NASW Center for Workforce Studies,
2010).

As of October 1, 2009, the base pay for all
reporting social work practitioners ranged from
$41,000 to $71,000 per year. Although social
workers in the study reported a variety of
payment methods, most respondents (57%)
indicated that they receive an annual salary. The
median base pay for social workers was $55,000
per year. This survey explored various factors
associated with base pay for social workers.

Practice Area

Although only 4% of the respondents identified
administration as their primary practice area, by
far those in administration earned the highest
median base pay ($78,000). Other practice areas
with median base pay at or above the overall
practitioner median of $55,000 were public
health, criminal justice, developmental
disabilities, displaced persons/homeless, and
child welfare/family.

Practice Setting

Highest median base pay levels also were
experienced by those working in government
agencies ($66,300), K-12 schools ($61,300),
colleges or universities ($60,000), and
hospitals/medical centers ($60,000).

Managerial Authority

About half of practitioners indicated that they
have some level of managerial or executive
authority, including 20% who are either owners
or partners of their organizations. Executives
earned a median base pay of $90,000; however,
those at the 75th percentile reported their base
pay at $111,800. For the next highest level of
responsibility, directors/managers, there was a
significant drop in median base pay, down to
$66,000.

Another drop was seen for supervisors/
coordinators, with median base pay at $57,000.
Those not in supervisory roles earned the least,
a median base pay of $50,000.

Sector

Median salaries were highest for those employed
by the military and the federal government,
around $68,000 per year. Social workers were
most commonly employed at the state (10%)
or county/local (10%) levels, although some
federal (2%) and military (1%) employees are
included as well.

The majority of practitioners (75%) were
employed in the private sector. Thirty-six percent
of practitioners were employed in the nonprofit
sector, followed by those who are self-employed
(26%). Approximately 13% were employed by
for-profit agencies. For those employed in the
private sector, there was little difference in

STUDY FINDS SOCIAL WORK ADMINISTRATORS
EARN HIGHEST SALARIES
Tracy Whitaker, DSW, ACSW
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compensation rates between those working for
nonprofits versus for-profit enterprises, with
median salaries of $52,000 and $51,400,
respectively. Self-employed practitioners showed
a broad range of base pay levels. The 75th
percentile earned $80,000 per year, among the
highest for any sector, while the 25th percentile
earned $30,000, the lowest of any sector.
However, their median base pay of $50,000
was comparable to that received by other
private sector employees.

Region of the Country

The highest base pay levels were earned by social
workers in the Pacific states, with a median of
$65,000. Next highest median pay was received
by those in the Middle Atlantic states at $59,000,
followed by states in New England and the South

Atlantic states. Lowest levels of base pay were
received by social work practitioners in the East
South Central states, with a median of $47,400.

A complete summary of the key compensation findings is available
online at http://workforce.socialworkers.org/8-SalarySurvey.pdf

Tracy Whitaker, DSW, ACSW, is the director of the NASW Center for
Workforce Studies & Social Work Practice. She can be reached at
twhitaker@naswdc.org.

Reference
NASW Center for Workforce Studies. (2010). National Association of

Social Workers 2009 compensation & benefits study: Summary of
key compensation findings. Washington, DC: Author.

“ON DEMAND” WEBINARS AVAILABLE
EARN FREE CE CREDIT TODAY

Audio recordings and transcripts of past NASW Lunchtime Series and Specialty
Practice Sections webinars are available online on demand. You will earn the full
CE credit for each completed webinar when you pass the online post-test. Start
earning CE credit today.

• NASW Lunchtime Series Webinars On Demand*
SocialWorkers.org/ce/online/lunchtime/lcourses/

• NASW Specialty Practice Sections Webinars On Demand**
SocialWorkers.org/sections/teleconferences/

*Available to NASW members only
**Available to NASW Specialty Practice Sections members only

http://www.socialWorkers.org/ce/online/lunchtime/lcourses/
http://www.socialWorkers.org/sections/teleconferences
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Although most of us associate tax day with April
15, for many tax-exempt organizations, tax day
also can be associated with November 15. For
nonprofit organizations with a June 30 fiscal
year-end, November 15 is the date to file the
annual IRS Form 990 and, for some, the
accompanying 990T.

Historically, the form was directed to accountants
to complete and then routed to the executive
director and board chairperson for signature.
The substantial changes implemented in 2008
make it necessary for agencies and organizations
to be more vigilant in completing the form. Since
the changes went into effect with the 2008 filing,
the IRS has made further revisions to the 2009
Form 990. New instructions were released on
February 15, 2010.

The new Form 990 is designed to obtain
additional information on how tax-exempt
organizations are operated. Its purpose includes
enhancing transparency and promoting
compliance by ensuring that Form 990 accurately
reflects the organization’s operations and use of
assets. This affords the IRS improved efficiencies
in assessing any risk of noncompliance.
Nonprofit organizations should treat the
preparation of the new Form 990 as if it were
a compliance audit rather than a simple
information return.

Governance

The most substantial content change in the forms
is the heightened concentration on questions
related to governance. In fact, one full section
(Section VI) of the form deals solely with
governance practices. Clearly, the IRS now
possesses a strong interest in a vital aspect of
tax-exempt organizations—the way they are
governed. Consequently, this interest has
implications for nonprofit boards. The form
essentially identifies an expectation that all

nonprofit board members maintain a participatory
role in organizational oversight, with the
anticipated result of sound nonprofit governance.

Section VI of Form 990 covers a host of
governance-related questions concerning the
composition of the governing body and
management of the organization. Examples
include:
• Points of clarification about the independence

of voting board members;
• Relationships between officers, directors,

and key employees;
• Delegation of management responsibilities

to third parties;
• Oversight;
• Contemporaneous documentation of board

meetings; and
• Board review of the Form 990 before filing.

In addition, it queries whether the organization
has specific written policies pertaining to conflict
of interest, whistleblowers, document retention
and destruction, and compensation. While the
failure to have a policy in and of itself is unlikely
to trigger an audit, the IRS has indicated that,
where certain policies are lacking, other responses
on Form 990 could trigger further inquiry. An
example would be transactions with directors or
officers when the organization does not have a
conflict of interest policy. Administrators should
review their policies to ensure that all of the
required IRS policies for nonprofit organizations
are written, accessible, and regularly applied.
Here are some items that nonprofit board
members, executive directors, and administrators
should know about the IRS Form 990:

• Again, it is much more than a financial
document. The revised Form 990 contains
questions designed to delve deeply into the
agency’s/organization’s governance processes,
including compensation and operating policies
and procedures.

WEAVING THROUGH THE IRS FORM 990
Richard E. Loomis
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• While the financial disclosures remain a
cornerstone of the form, it also is incumbent
upon the board of directors and the executive
director to address governance-related
questions and to make informed decisions
about the practices and policies that ensure
effective governance.

• Typically, a nonprofit’s Form 990 is completed
by an accountant. Although the accountant
will continue to do most of the work, board
involvement in the review of the completed
form is essential. Revisions pertaining to
operations and governance are not within the
purview of a fiscal officer and rightfully must
be assigned to the leadership of the organization.

• It has been suggested that the most important
governance questions on the 990 forms include:
◊ Was the completed Form 990 provided to

the board of directors before it was filed?
◊ What is the process the organization uses

to review Form 990?

Answering these questions does not require the
board to approve how the form was completed
and there is no penalty for not doing so.
However, the questions point out the need for
the board to be familiar with the information
presented.

Determining Which 990 Forms to File

The IRS instituted a transition period that uses
different 990 forms based on gross receipts and
assets. For instance, in 2008, organizations with
gross receipts in excess of $1 million or total
assets over $2.5 million were required to use
the new Form 990. For the 2009 tax year (fiscal
year ending June 30, 2010), the following table
indicates the appropriate form to file:

Gross Receipts and/or Assets Form to File

Gross receipts normally less 990-N
than or equal to $25,000

Gross receipts greater than 990-EZ or
$25,000 and less than 990
$500,000 and total assets
less than $1.25 million

Gross receipts greater than 990
or equal to $500,000 or total
assets greater than or equal
to $1.25 million

If the organization fails to make its required filing
for three consecutive years, it automatically will
lose its federal tax exemption.

Changes for Fiscal Year 2010
(Tax Year 2009)

Late in calendar year 2009, the IRS issued
revised guidelines relating to filing Form 990.
Some changes that may have implications for
nonprofit organizations include:

• Nonprofits now must report significant
changes in program services in Part III of the
form (Statement of Program Service
Accomplishments) rather than in a letter to
the IRS Exempt Organizations
Determinations office.

• The new guidelines capture concerns that, if two
officers, directors, trustees, or key employees*
of the organization serve in similar positions
with another tax-exempt organization, that
involvement does not create a reportable
business relationship between the two.

*A key employee is any person having responsibilities or powers
similar to those of officers or directors. Key employees include the
chief management of the organization. Anyone who has control
over the operations and/or finances of the organization is
automatically considered a key employee, regardless of title.
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• The current five most highly compensated
employees are to be reported in the Section
A table. Officers, directors, trustees, or key
employees do not need to be included in this
section because they are included elsewhere
on the form.

• The key employee responsibility test may
be met at any time during the calendar year
ending with or within the organization’s
tax year.

• If a person is a key employee for only part of
the tax year, the filer must report that person’s
entire compensation for the calendar year
ending with or within the tax year.

Nonprofit organizations are reminded of the
importance of filing their IRS Form 990 by the
annual due date of November 15. Extensions
may be granted when an appropriate request is
made of the IRS. An extension filed by November
15 extends the filing deadline to February 15.
A second extension to May 15 also may be
requested. This is the final cut-off for filing the
Form 990 each year.

It is wise to consider filing the completed 990
with the IRS via certified mail, UPS, or FedEx
as proof that the return was filed.

References
Hyatt, T.K. (2009, January/February). Six things you need to know

about the new Form 990. Board Member, 18(1). Retrieved online
in 2010 from www.boardsource.org/Knowledge.asp?
ID=1.1308&print=1

Internal Revenue Service. (2010, February). 2009 Form 990 -
Significant changes. Retrieved online from
www.irs.gov/charities/article/0,,id=218938,00.html

McGuireWoods. (2010, March). New IRS Form 990 stresses
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news-resources/item.asp?item=4605

ARE YOU GETTING YOUR
MONEY’S WORTH?

If you’ve changed your e-mail address lately, you may not
be getting the full benefits of your Specialty Practice Section
membership. Don’t miss out on SectionLink, eCONNECTION,
or regular e-alerts. Update your information following these
simple instructions to the right.

FAST BREAKING INFORMATION IS JUST
A CLICK AWAY. DON’T MISS OUT.

1. Go to www.socialworkers.org/membercenter.
2. Enter your NASW username and password.
3. Go to “Modify/Change Your Profile.”
4. Click on “Your Personal Data,” then “edit.”
5. Update your information and then click “submit.”

Or call Customer Service at 800.742.4089

UPDATE YOUR E-MAIL ADDRESS.
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This article originally appeared in Update,
April/May 2010, Vol. 34, No. 5,
published by the National Association of
Social Workers–New York State Chapter.
It is reprinted with permission from
NASW–NYS.

Introduction

It has been well established that the social work
profession is guided by our Code of Ethics
(NASW, 2008). Discussions of ethical concerns
are a regular part of the curricula at all accredited
schools of social work and a regular feature in
this newsletter. Yet ethical consideration of
organizational practice areas remains a subject
with limited coverage (Meacham, 2007). It is the
perspective of this article that professional social
workers are well positioned and obligated by the
Code to assist the organizations that employ
them to help develop organizational/agency
policy to prevent ethical lapses.

Application of the Code

There are two sections of the Code that direct
the social worker to consider ethics in relation
to organizational practice: Section 3, Social
Workers’ Ethical Responsibilities in Practice
Settings, and Section 5, Social Workers’ Ethical
Responsibilities to the Social Work Profession.
For a detailed review of the Code and its
application, recommended resources are Frederic
G. Reamer’s Ethical Standards in Social Work:
A Review of the NASW Code of Ethics, 2nd
Edition (2006); Ethical Decisions for Social Work
Practice, 8th Edition (2008) by Ralph Dolgoff,
Frank M. Loewenberg, and Donna Harrington;
and a generalist text that has expanded upon the
Code, the macro-type text Generalist Practice
with Organizations and Communities, 4th

Edition (2008) by Karen K. Kirst-Ashman and
Grafton H. Hull. Each of these provides a basic
foundation for addressing the subject of ethics in
organizations. These sources do well to discuss
both specific practice behaviors and the critical
importance of approaches to support the integrity
of the profession. It is the experience of this
author and the contention of this article that,
unless we as a profession take an active role in
promoting policies and a culture of the ethical
workplace, lapses will happen. Unless we are
active and transparent about the central role
that ethics plays in the day-to-day operations
and practices of the agency, then lapses occur
(Meacham, 2007; Hirschorn, 1992). Although
virtually every agency is multiprofessional, social
workers are perhaps the most trained/qualified to
lead efforts to create agency cultures of ethics.

Application to Practice

As a starting point, all social workers are
encouraged to see if their organizations/agencies
have a general policy related to a commitment
to ethical standards and ethical relationships
between staff and the clients/consumers served.
If that is not found, they should approach their
quality officer or similar high-ranking manager
and pursue the topic. After exploring (creating)
a general ethical policy, it is suggested that they
help their agencies develop a specific ethical
relationships policy to ensure that agency staff
have clear guidelines as to appropriate
relationships between themselves, the clients/
consumers, and the family members of clients/
consumers. Finally, it is suggested that a similar
set of ethical relationships policies be developed
to ensure that agency staff have clear guidelines
as to appropriate relationships between staff
members, with strong emphasis on relationships
with parties with supervisor (power)
responsibilities (Congress, 1999; Phillips &
Margolis, 1999).

ETHICS CORNER:
CREATING AGENCY POLICY TO PREVENT ETHICAL LAPSES
Jed Metzger, PhD, LCSW
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With regard to relationships between staff and
clients/consumers, there are several specific
prohibitions that the Code would direct us to
follow that can be explicitly translated into
agency policy. These include, but are not limited
to, intimate or sexual contact, entering into
financial or dual relationships, and engaging in
illegal activity. With regard to relationships
between staff, it is clear from the Code that
similar types of relationships are specifically
forbidden. It is recommended that the agency
adopt explicit written policies to this effect. In
addition, the agency is encouraged to develop
policy on how to safely report a concern. Many
agencies have moved to a “red flag” type of
policy so that all staff members are charged to

report any behaviors that raise concern regarding
a relationship between a staff member and a
client/consumer or between two staff members
where there is a supervisory or unequal power
relationship. Social workers are seen as vital to
help an organization develop such infrastructure.
Additionally, the policy needs to have a
distribution system so that it is presented and
kept fresh to all staff members. Experience has
proven that it is insufficient to have ethics
policies that are not regularly reviewed and
discussed.

Case Vignette

A staff member of a child welfare agency joined
a community softball team and discovered that

Looking for social work jobs?
Keeping your career options open?
Graduating soon?

If the answer is “yes” to any of these questions, POST your résumé
with the Social Work Career Center.

The Social Work Career Center provides professional career resources and
services to help you throughout your career.

• Post your résumé to reach social work employers
• Search social work job postings nationwide
• Learn about professional development and training opportunities

http://careers.socialWorkers.org
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another player was the mother of one of the
youth in the unit that he worked in. The staff
member reported the situation to his direct
supervisor (a licensed social worker) per agency
policy. The supervisor reviewed the importance of
maintaining confidentiality about the youth and
family outside of work and the prohibition of
intimate relationships with client/consumer family
members. The staff member expressed that he felt
that he could abide by that and remained in this
community-sponsored activity.

Discussion of the Vignette

The vignette was chosen to highlight some of
the real-life boundary ethical challenges that
arise in agency practice. The vignette presents
as a dilemma as it reflects a “grey” area and has
numerous considerations. Under ideal conditions,
the staff would be instructed to leave the team.
Clearly, the easiest way to not have a boundary
issue is to remove the potential outside contact.
In real life, especially in smaller communities,
this is not possible. It is actually here that the
Code is most helpful. For instance, in this
vignette Standard 1.06, Conflicts of Interest,
would seem to apply with the specific concern
related to what is described as a “dual”
relationship. Of particular concern is the
potential “risk of exploitation or potential harm”
(NASW, 2008). The staff member in this case
reviewed with his supervisor the agency policy;
the supervisor reviewed the Code. As the staff
member could clearly communicate back to the
supervisor an understanding of the agency policy
and the potential for risk, and as there was a
sense that in a smaller community such
interactions are very difficult to completely
restrict, the staff member was instructed on how
to uphold the policy and the decision was
documented in the staff member’s supervision
log. Finally, the supervisor informed her
supervisor as a final check.

Summary

Ethics and ethical dilemmas occur every day in
the practice world. Organization/agency staff and
the organizations themselves need social workers
to assist in the promotion of creating and
maintaining an ethical culture. Creation of and
lived policies related to ethics are two of the
strongest ways to ensure an ethical culture.

Jed Metzger, PhD, LCSW, is an assistant professor of social work at
Nazareth College, teaching at the Greater Rochester Collaborative MSW
Program. He has a 27-year practice history in agencies involved in child
welfare and children’s mental health and currently is a clinical consultant
to one such agency, St. Joseph’s Villa of Rochester. Jed is a member of
the NASW-NYS Chapter Ethics Committee.
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Social work agencies today are often forced to
compete to survive. We compete for dollars to
keep the doors open, for tangibles to keep the
work moving forward, and for top notch social
workers to deliver services and build the agency’s
reputation of success. Hiring credentialed social
work professionals and supporting experienced
social work employees within your agency to
obtain professional credentials can have a
positive impact for your agency in a number
of areas.

According to the Institute for Credentialing
Excellence (formerly National Organization
for Competency Assurance), both licensure
and professional certification are types of
credentials (Durley, 2005. p. 5). Credentials
have criteria by which they set, establish, verify,
and maintain quality standards in relation to
knowledge, performance, and ongoing
professional education. Licensure is a mandatory,
governmental process that verifies minimum
standards for social work practice within a given
state. National Association of Social Workers
(NASW) credentials (in the form of certifications)
are a voluntary pursuit that verifies that national
standards for social work practice have been met
and assures that the certificant has agreed to
adhere to the NASW Code of Ethics, the NASW
Standards for Continuing Professional Education,
and national practice standards consistent with
the area of specialized social work practice.

NASW social work credentials can add value
to an agency in a number of ways. They indicate
to funders, regulating bodies, and the public
your agency’s commitment to quality assurance
through services provided by highly
knowledgeable and highly skilled social work
professionals. NASW credentials validate the
competence level of your employees, increase
consumer confidence in staff abilities, ensure
professional levels of accountability, improve

risk management, evidence the agency’s interest
and willingness to self-regulate, and provide a
means to establish and enforce an ethical code
(Young, 2009. p. 56).

Professional credentials also hold value for
certificants. They are seen as a “license plus”
feature that can affect employment decisions,
provide salary differentials, and determine
eligibility for promotion. Additionally, social
work credentials add credibility, enhance
professional reputation, and support the
professional development of highly qualified
and committed social work professionals.
Third-party payor systems have also considered
reimbursement eligibility and rate differentials
for credentialed social workers. Finally, NASW
credentials can increase opportunities for career
advancement; open doors to leadership-trainers,
consultants, court systems, and media sources;
and demonstrate a continued high level of
commitment to social work practice.

NASW Advanced Professional
Credentials

• Academy of Certified Social Workers (ACSW)
Established in 1960 to acknowledge leaders
committed to social work values, the ACSW

HELP YOUR AGENCY MAKE A STATEMENT:
UTILIZE NASW CREDENTIALS
Bekki Ow-Arhus, ACSW, DCSW, C-ACYFSW

WE WANT TO HEAR FROM YOU
If there are general themes or specific
content that you’d like to see in
SectionConnection, or if you have comments
or questions regarding anything you’ve read,
let us know by sending an email to
sections@naswdc.org.
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has continued to serve as a symbol of
professional achievement for the past five
decades. Today ACSW certificants continue to
lead the way for future generations of social
work professionals on issues of policy,
practice, and social justice. The ACSW is
continuing its legacy of leadership by
celebrating its 50th year anniversary in 2010.

• Diplomate in Clinical Social Work (DCSW)
The DCSW credential represents the highest
level of knowledge and expertise for clinical
social workers. The credential is issued to
advanced clinicians, whether they work for
agency-based companies or they work for
private practices. The Qualified Clinical Social
Worker (QCSW) credential is a prerequisite.

NASW Advanced Specialty Practice
Credentials

• Qualified Clinical Social Worker (QCSW)
The QCSW credential distinguishes expertise
and experience in the art and science of “being
with” people in their struggles. This credential
is fitting for entry-level clinicians and is often
selected by new private practitioners.

• Advanced Social Worker in Gerontology
(ASW-G) The ASW-G distinguishes supervisory,
administrative, and advanced social work case
managers in the field of aging.* ++

• Certified Advanced Children, Youth, and
Family Social Worker (C-ACYFSW)
The C-ACYFSW highlights social workers

who promote the well-being of children
and families.*

• Certified Advanced Social Work Case
Manager (C-ASWCM) The C-ASWCM
establishes social workers as professionals
in a variety of work settings.*

• Certified Clinical Alcohol, Tobacco, and
Other Drugs Social Worker (C-CATODSW)
The C-CATODSW recognizes highly trained
social workers in the substance abuse field.
A clinical license and specialized training are
prerequisites.

• Certified School Social Work Specialist
(C-SSWS) The C-SSWS identifies social
workers who specialize within a school
system.

• Certified Social Worker in Health Care
(C-SWHC) The C-SWHC distinguishes social
workers in a multidisciplinary health care or
medical setting.

• Advanced Certified Hospice and Palliative
Social Worker (ACHP-SW) The ACHP-SW
serves as the premier national credential in
hospice and palliative care tailored to capture
the specialized roles of professional social
workers in hospice or palliative care settings.*

* BSW also available
++ Additional clinical level also available for this population

Elevate your agency’s credibility and your employees’ professional standing and ensure

clients have access to qualified, highly credentialed social workers by seeking NASW

credentialed social workers for employment and supporting your social work employees to

become credentialed. Contact the NASW Credentialing Center for additional information and

application materials at 202.408.8600 ext. 447 or visit SocialWorkers.org/credentials.

http://www.socialWorkers.org/credentials
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With the state of today’s economy, everyone is
watching their dollars and setting benchmarks to
assure maximum return. When push comes to
shove, credentials can tip the scales in your favor.
They can assist your agency in reaching your
benchmarks, rising above your competitors to
secure needed funding and enhance your agency’s
overall reputation for service excellence. Credentials
can assist consumers of social work services in
selecting the most qualified professionals to meet
their needs. Perhaps it’s time to assess your
agency workforce and see if you “have a pro in
your corner” (Young, 2009, p. 56).

Bekki Ow-Ärhus ACSW, DCSW, C-ACYFSW, is a senior practice associate
at the National Association of Social Workers (NASW). She currently
advances the mission of NASW through her work in the NASW
Professional Development Division. She can be contacted at
bow-arhus@naswdc.org.
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THE PROFESSIONAL
ADVANTAGE YOU DESERVE
Based on your knowledge, skills, and
experience, you may already qualify.
Employers take notice of the ACSW credential. The
ACSW is the profession’s most recognized and highly
respected social work credential.

Academy of Certified Social Workers (ACSW)
Distinguishes the experienced macro professional and
the MSW generalist

NASW Professional Credentials
800.638.8799 ext. 447
SocialWorkers.org/credentials

http://www.socialWorkers.org/credentials

