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Introduction

Effective training programs and professional development initiatives are
paramount to enhancing the capacity of employees in today’s human
service sector. The sector, which includes both public human service
agencies and non-governmental organizations, provides services to
some of society’s most vulnerable individuals, families, and communities. Yet, the sector is financially constrained and presently experiencing
increased demand, and organizations are hard-pressed to allocate funds
toward training and professional development. For leaders and managers in the human services, ongoing training and development is essential to sustaining mission and impact; often impact starts with the effective leadership of an organization, which requires ample preparation
and training.

This brochure:


Explores current challenges faced by the human service sector workforce.



Provides case examples of innovative training and professional development programs in the United States.



Makes suggestions for future research and practice in the area of
training and professional development in the human service sector.
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Leadership and Management
Training and Professional
Development


Leadership training and professional development activities have become increasingly important
for public and non-government (NGO) human service organizations as a result of the surge in demand for human services across the United States.



Unfortunately, as rising public need and financial constraints make the effective management
and cultivation of resources ever more important, anxieties grow over whether human service organizations can meet the growing demand for talent brought by overall sector growth and an approaching boom in executive-level retirements.



While labor market forces may mitigate the anticipated crisis, the recent economic climate is likely to have exacerbated a growing demand for qualified leadership in human services.



Training and professional development is widely recognized as an important component of preparing new leaders in the public and NGO human service sector.



In addition to recruitment and management compensation reforms, scholars and organizations
continually prioritize investment in existing leadership capacities through professional development activities, such as structured continuing education programs.

Managers and leaders must continually update their skills to remain
effective at human service delivery.
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Importance of Human Service
Management, Leadership Training,
and Professional Development
There have been recent calls for human service professionals and agencies to substantially invest in professional development as the evolving nature of service functions, settings, and delivery methods, demand that leaders continually update their
knowledge skills and abilities.


With regard to challenges in management and leadership in the human services, the rising marketization of the public sector and the emergence of the New Public Management orientation
have led to the infusion of business practices into the work of human service management and
leadership.



This requires that many leaders need to partake in continuing professional education or another form of training to update their skill set.



Continuing education, training, and professional development is conceptualized as a lifelong
learning process for professionals beyond academic degrees, which aims to improve skills and
knowledge for specific occupations. This form of learning can take the form of a:
- Workshop
- Lecture
- Training
- Short-term non-degree certificate program

Such programs are considered a necessary part of professional career advancement and a mechanism to deliver improved outcomes
for both organizations and service beneficiaries.



Professional development courses targeted to mid- to senior-level professionals may be the best
hope at curbing short-term deficits in leadership capacities in the human service sector. Moreover, opportunities for training may be especially useful for aspiring leaders with backgrounds in
social work, theology, and the humanities.

Strengthening professional development programs can benefit the
human service sector as a whole by helping to retain talented individuals
in the field and preparing them to take on future leadership roles.
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Importance of Human Service
Management, Leadership Training,
and Professional Development
The human service sector lacks experience with an established model of leadership
development, but several recommendations have been made by scholars:

1

Focus on complexities of multilevel governance and blurred boundaries and relationships across complex inter-organizational settings.

2

Combine generic and context-specific elements.

3

Create structured progressions, focused particularly on early to midcareer development.

4

Create challenging content that is applied and informed by psychology
of adult development.

5

Be part-time, “blended,” and accredited.

Whether educational programs should consider organizational needs in developing
learning content is debated in higher education generally; however, at least for management training and professional development programs, this focus seems to serve
both students and employers well.
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Examples of Effective Training
and Professional Development Programs
in Human Service Management
and Leadership
Management Fellows Program
The Department of Children and Families gathered to begin working on a unique capacity-building
project that is focused specifically on developing and enhancing their management and leadership
skills. With training modules based on Human Services Leadership Competencies, the project will
extend over 16 months. Utilizing various methods of delivery, participants will work throughout
this training and professional development program on strengthening their personal and professional management and leadership skills in order to improve program outcomes.
To ensure that the program is highly relevant to their work, participants will take part in an assessment of the competencies and will rate the importance and relevance of the competencies to their
own work, and will complete a more detailed self-assessment and prepare an individual development plan. Throughout the year, participants will receive individualized support and guidance
from an executive coach and selected mentors in the field of organizational management.
Through a monthly lecture series, participants will be introduced to national experts in various aspects of organizational management and will attend live and virtual discussions focused on various
competencies. The goal for each of the participants is to apply the information they receive directly
to their own work settings to improve program outcomes.
In addition to attending these training sessions, participants will participate in group problemsolving activities, each becoming a member of a management cluster tasked with completing a capstone project, designed to solve a real and critical organizational challenge.

Rutgers University School of Social Work’s Institute for
Families will prepare a comprehensive evaluation of
the entire training program at the conclusion of the
project. All participants will receive the Certified Social
Work Manager credential upon successful completion
of the program.
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Examples of Effective Training
and Professional Development Programs
in Human Service Management
and Leadership
Social Work Leadership Certificate Program
The Social Work Leadership Certificate Program is a professional development project currently in
progress and sponsored by the National Association of Social Workers New Jersey Chapter
(NASW-NJ) with the overall objective of developing chapter leadership and the prospects for
emerging and future leaders. The program will consist of five day-long workshops and three onehour online trainings. The topics for the day-long workshops include:






Leadership Skills for Social Workers
Communication and Professional Development for Leaders
Creating Diversity and Social Justice
Understanding Transparency in Management and Governance
Managing Successful Partnerships and Collaborations

In addition, participants will complete a personalized learning project to provide the opportunity
to immediately use the concepts and skills they have learned.
The project is structured as follows:


The in-person workshop series will be composed of five day-long workshops delivered over a
six-hour time period conducted at a centralized training location. These training sessions are
scheduled to occur monthly.



The online component will consist of up to three one-hour webinars. Each workshop and webinar will feature one or more nationally recognized subject matter experts (NSWM consultants)
well-versed in specific areas of leadership development.

This training program will accommodate up to 35 participants total. The Institute for Families will
distribute an evaluation tool to collect evaluation information at the conclusion of each workshop.
The analysis of the collected information will be provided to NASW-NJ and could be used to develop future training programs.
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Examples of Effective Training
and Professional Development Programs
in Human Service Management
and Leadership
Nonprofit and Public Management Certificate Program
This certificate program is designed to build and enhance the knowledge, skills and competencies
of current and future leaders of nonprofit and public human service organizations and to assist
them in strategically managing the many challenges presented in today’s human services environment. The required workshops consist of the following themes followed by workshop sub-topics:

Qualities of Leadership
Management of Budgeting and Finance
Managing Change
Human Resources Management
Strategic Management

The Nonprofit and Public Management
Certificate Program also requires that
participants complete three elective
courses offered on a variety of management-related topics. This certificate can
be self-paced. That is, a participant can
take the required eight courses – five
foundation and three electives – at times
of his or her choosing. This provides
flexibility for working professionals that
seek to further their skills in management and leadership.
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Examples of Effective Training
and Professional Development Programs
in Human Service Management
and Leadership
Social Innovation Institute
The New Jersey Social Innovation Institute is a training program for social innovators and enterprising non-profit organizations developing business plans and investment proposals for new social businesses enterprises. Special consideration will be given to participants that are significant
job creators for New Jersey residents.
The objective of the first statewide Social Innovation Institute was to empower new social entrepreneurs to develop their venture ideas. In January 2012, 15 teams of social entrepreneurs were
selected to participate in the institute. These teams completed a six-month initiative that included
social entrepreneur-ship training, mentoring and technical assistance in partnership with the Support Center for Nonprofit Management in New York and the New Jersey Department of Labor.
Specifically, the initiative:





Provided training, mentoring and technical assistance to participants
Facilitated networking with potential investors, experienced business leaders and individual
entrepreneurs who were interested in engaging in social venture initiatives in New Jersey
Developed actionable business plans and investment proposals for local and national foundations and social investors
Supported the efforts of nonprofit organizations and social entrepreneurs who were actively
engaged in social and environmental problem solving through enterprise especially through
job creation.
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