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you are having a conversation with a student or colleague. What do you want him 
or her to know about the topic? What would you want to know? Use examples.
 The best articles have a specific focus. If you are writing an ethics article, 
focus on a particular aspect of ethics. For example, analyze a specific portion of the 
NASW Code of Ethics (including examples), or talk about ethical issues unique to a 
particular practice setting. When possible, include one or two resources at the end 
of your article—books, additional reading materials, and/or websites.
 We also want photos of social workers and social work students “in action” for 
our cover, and photos to accompany your news articles!
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Publisher’s Thoughts
Dear Reader,
 I am so excited about this fall issue of The New Social 
Worker! I hope you are, too!
 Have you wondered how to cope with the different 
codes of ethics that apply to your practice? What if you 
are a social worker AND a mediator? Which code takes 
precedence? Allan Barsky has some answers on page 4.
 Do you see social work as “just” a job, or as a career 
where you can be a leader and leave a legacy of your 
own? On page 6, Becky Corbett, Alison Bramer, and Car-
roll Phelps show you how to take charge of your inten-
tional growth as a leader. And on page 12, Ellen Fink-
Samnick delves into developing your professional identity and leaving a legacy.
 Speaking of jobs, sometimes they don’t work out or you need a change. Val-
erie Arendt discusses how to leave professionally and ethically on page 16. And 
if you want more on when and why to quit, see Danna Bodenheimer’s blog post 
on this topic at http://www.socialworker.com/realworldclinicalsw.
 I am especially excited about Katheryn Barbosa’s article on page 18 about 
Crisis Text Line. This is an innovative online service that is saving lives through 
the use of texting. Katheryn is a social work student, and she has honed her skills 
as a volunteer crisis counselor.
 Undergrad and grad students, could you use some more funds? Lenore 
Matthew and Megan Paceley, between the two of them, have received more than 
30 financial awards for their studies. They share their tips for getting fellowships, 
scholarships, and grants on page 22.
 Social work ethics codes emphasize the importance of respect toward colleagues. 
Adrienne McGhee (page 26) outlines five lessons learned from her research. 
 With racism prevalent in the news and in society, I have appreciated the 
Achieving Racial Equity Through Social Work column by Mary Pender Greene, Sandra 
Bernabei, and Lisa Blitz. In this issue (page 28), they talk about internalized racial 
oppression, an important aspect of the issue. This is their next-to-last column. I 
hope you’ll go back and read the whole series on our website or in back issues.
 There’s lots more, so dig in!
 To subscribe to THE NEW SOCIAL WORKER’s Social Work E-News and 
notifications of new issues of the magazine, go to the “Subscribe” link on our 
website at http://www.socialworker.com. (It’s free!)
 Until next time—happy reading!
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Jesse Bennett
by Barbara Trainin Blank

 “He is already a 
leader in the recovery 
movement,” Professor 
David Fitzpatrick says 
of North Carolina State 
University BSW student 
Jesse Bennett. Bennett 
hopes to do his BSW 
internship next summer 
and eventually obtain 
his MSW. 
 Bennett’s course 
work focuses primar-
ily on policy-oriented 
social work. Through 
his involvement with the 
Harm Reduction Coali-
tion, he is helping push 
for legislative changes 
that could support indi-
vidual recovery.
 Bennett also joined 
in the Law Enforce-
ment and Community 
Summit on Heroin with 
law enforcement officers 
from across the state. 
Among the topics they 
discuss are programs of-
fered in some states that 
divert low-level offend-
ers into treatment rather 
than the criminal justice 
system. 
  Bennett aims to 
pass along the message 
that even if a person 
has done time for drugs, 
“You still have time 
to make something of 
yourself in life.” 
 Today, Bennett 
is happy and fulfilled. 
After completing his 
Associate in Arts degree 
at Wake Technical Com-
munity College, he’s 
pursuing a bachelor’s in 
social work at NCSU. 
Bennett’s wife is support-
ive, and the couple has 
one child and another 
on the way. Rounding 
out the household are a 
dog and four cats. 
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 When he has time for hobbies, 
Bennett enjoys cycling and triathlons. 
But not long ago, life was on a down-
ward spiral. 
 The Fairfax, Virginia, native’s par-
ents split when he was young. In fact, 
Bennett didn’t meet his father until he 
was 9. He lived a peripatetic existence, 
shuttling back and forth between his 
parents for much of his childhood. 
 “Admittedly, I had behavioral 
issues,” Bennett says. By junior high, 
he was smoking marijuana. He moved 
on to PCP, hallucinogens, cocaine, 
alcohol, crystal meth, Ecstasy, and 
ultimately heroin. Bennett spent “a 
good portion” of his adult life in prison, 
mostly for burglary. His most-recent jail 
time was in June 2011. 
 “Even after my first incarceration, 
I didn’t think I had a problem with 
drugs,” Bennett says. “When I was 
20-something, I decided not to work 
but sell drugs. It seemed like a genius 
idea then.” He also overdosed a few 
times, landing in the ICU.  
 Bennett’s life took a dramatic turn 
for the better, ironically, after he ar-
rived in North Carolina homeless and 
addicted. He found his way to Healthy 
Transitions, a rehab community based 
on non-medical detox and an absti-
nence and peer-run model. Entering 
the program in January 2012, he stayed 
a year. 
 Healthy Transitions did more for 
Bennett than start him on the path to-
ward recovery. It was there that he met 
Professor Fitzpatrick, a member of the 
board (now chair) of the community 
and a Teaching Assistant Professor at 
NCSU. 
  “Dr. Fitzpatrick suggested my 
going into a social work program,” 
Bennett says. “I didn’t think it was pos-
sible.” 
 Also encouraging Bennett to return 
to school originally (but at Wake Tech-
nical) was Shaina, his then-girlfriend, 
who became his wife. 
 “Shaina has been a catalyst to push 
me and a motivating factor,” he says. 
“I’m thrilled that I was succeeding 
academically.”

 Fitzpatrick continued to emphasize 
the need for men in the social work 
field and how going to school would 
not only be good for him but also 
for prospective clients. The professor 
believes that “Jesse’s life experience 
gives him the ability to fully empathize 
with clients, which is essential in a good 
social worker.”
 “Jesse demonstrated that he 
worked a very strong program of sobri-
ety and that he would be a productive 
member of society and work hard to 
overcome adversity,” he adds. “When 
I saw how he did his best to get an 
associate’s degree, I thought he’d be an 
excellent candidate to help others. He 
has proved me right.”
 The professor also cites Bennett’s 
maturity. At 37, he “sets an example for 
other students by showing they too can 
overcome adversity and work through 
their challenges.” 
 For Bennett, being in the social 
work program has underscored the fact 
that even people who seem to have 
the same problems may have different 
paths toward health. “It’s important 
to learn that ‘my recovery is not your 
recovery,’” he points out. “You have to 
put all biases aside and treat someone 
as an individual.”
 Bennett puts this philosophy to 
work in his position as president of the 

Jesse Bennett

Bennett—continued on page 17
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When social work students 
enter the profession, they 
may assume that there is just 

one code of ethics that they need to 
learn and follow. Although some social 
workers practice according to the tenets 
of a single code of ethics (often, the 
National Association of Social Work-
ers Code of Ethics), many social work-
ers are subject to more than one code 
of ethics or standards of practice. As 
a family mediator, for instance, I not 
only follow the NASW Code, but also 
the model standards of the Association 
of Family and Conciliation Courts, or 
AFCC (http://www.afccnet.org/Resource-
Center/Practice-Guidelines-and-Standards). 
Likewise, there are distinct codes and 
standards of practice for social workers 
with specializations such as:

•	 Employee Assistance Professionals 
(http://broward.org/HumanResources/
Documents/codeofethics0106.pdf)

•	 Group Therapists (http://agpa.org/
home/practice-resources/practice-guide-
lines-for-group-psychotherapy)

•	 Pastoral Counselors: AAPC Code 
of Ethics (http://www.aapc.org/about-
us/code-of-ethics)

•	 School Social Workers (http://c.
ymcdn.com/sites/www.sswaa.org/
resource/resmgr/imported/naswschoolso-
cialworkstandards.pdf)

•	 Substance Abuse Counselors 
(http://naadac.org/codeofethics_1)

Coping With Multiple Codes of Ethics as a Social Worker
by Allan Barsky, J.D., MSW, Ph.D.

•	 Family Mediators (http://www.
afccnet.org/Portals/0/PublicDocuments/
CEFCP/ModelStandardsOfPrac-
ticeForFamilyAndDivorceMediation.
pdf?ver=2013-08-21-072320-000)

 So, which codes “must” social 
workers abide by? Which codes 
“should” social workers abide by? And 
if there are conflicts between two or 
more codes by which you are abiding, 
which code takes “precedence”?
 Professional associations are 
voluntary associations, meaning that 
one is not legally obligated to belong to 
these associations. Although I certainly 
encourage all U.S. social workers to 
become members of the NASW, there 
is no legal requirement for social work-
ers to be members in order to practice 
social work. When social workers do 
join the NASW or another professional 
association, they are agreeing to abide 
by its code of ethics. 
 Even if social workers do not join 
the NASW or another relevant profes-
sional association, however, they would 
be prudent to follow standards that 
apply to their areas of practice. If a so-
cial worker is sued for malpractice, for 
instance, courts may look at whether 
the worker complied with the NASW 
Code or with other relevant standards 
of practice. In a lawsuit, the question is 
whether the social worker lived up to a 
duty of care (or standards of practice) 

reasonably expected within the profes-
sion and area of practice. Therefore, 
a professional code of ethics may be 
relevant even if the social worker is not 
a current member of the association.
 Now, let’s assume that a social 
worker is striving to follow two codes of 
ethics, but there are potential conflicts 
between their standards. How should 
the worker resolve these conflicts? 
In some instances, one code of eth-
ics has a more stringent requirement 
than another. For instance, the NASW 
Code of Ethics has an absolute, lifetime 
prohibition about having sex with 
clients (Standard 1.09). Another code, 
the American Psychological Associa-
tion’s Code of Conduct, does not have an 
absolute, lifetime prohibition. Under 
Standard 10.06, it allows psychologists 
(under certain circumstances) to have 
sex with a former client if at least two 
years have passed since termination 
of services. Assume that a therapist is 
a member of both the NASW and the 
APA. This therapist should abide by 
the stricter or higher standard. If practi-
tioners follow the lesser standard, they 
may be placing themselves in ethical 
and legal peril. 
 In other cases, there may be a clear 
contradiction in ethical standards. Con-
sider the ethical obligation of mediators 
to be “impartial” (AFCC, Standard IV). 
In contrast, the NASW Code says social 
workers should be advocates for social 

Ethics Alive!
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justice, acting to eliminate discrimina-
tion (NASW, Standard 6.04). Assume 
that a social worker is mediating with 
a family in which men are discriminat-
ing against women. The NASW Code 
suggests that the social worker needs to 
advocate for the women. The AFCC 
Code advises the mediator to remain im-
partial, not advocating for one side or 
the other. In this case, the conflict may 
be resolved by looking at the specific 
role of the practitioner, including what 
the client has agreed to during the 
informed consent process. 
 Social workers play a very broad 
range of roles, including the roles of 
mediator, advocate, counselor, bro-
ker, listener, facilitator, and organizer. 
Because the NASW Code is designed 
to cover the broad spectrum of roles, it 
cannot make fine distinctions in ethical 
obligations that depend on the specific 
role that a social worker is playing with 
a particular client. So, although it is 
generally a social worker’s role to ad-
vocate for social justice, this role would 
not fit with a worker who is playing 
the role of mediator with a particular 
family. In this case, the worker should 
follow the AFCC standards, which are 
designed for this more specific role.
 So, is a social worker who acts as 
an impartial mediator in violation of 
the NASW Code’s standards related to 
social justice? Note that the wording 
of most sections of the NASW Code 
say that social workers “should....” The 
use of this term is deliberate, meaning 
that under most circumstances, the 
prescribed standard for behavior is ap-
propriate. It also recognizes that there 
may be exceptions based on particular 
circumstances, including the role the 
social worker is playing.
 Social workers should also distin-
guish between baseline standards and 
aspirational standards. Baseline standards 
define what behaviors are minimally 
required to meet fundamental ethical 
standards. For instance, social workers 
should maintain client confidentiality; a 
breach of confidentiality means that the 
worker has fallen below this basic re-
quirement. Aspirational standards define 
ideal social work behaviors. Although 
it is hoped that social workers strive 
toward these ideals, social workers are 
not held liable for falling below the 
ideal. Thus, while social workers should 
confront social injustices (generally 
and ideally), they are not required to 

confront every social injustice, all the 
time. When a baseline standard and an 
aspirational standard seem to conflict, 
it is generally advisable to follow the 
baseline standard.
 Each situation in which ethical 
standards seem to conflict will require 
an individualized analysis of the social 
worker’s obligations, options, and 
potential consequences for choosing 
each of those options. In general, some 
factors to consider include:

•	 Identify which codes of ethics or 
standards of practice apply to you, 
either because you are a member 
of the professional association or 
because a court might reasonably 
expect you to follow those ethics or 
standards.

•	 When you engage clients in ser-
vices, explain which codes of ethics 
or standards of practice you will be 
following. As part of the informed 
consent process, ensure that the 
client knows which role(s) you will 
be playing and how this may affect 
your ethical obligations.

•	 Avoid engaging in dual roles with 
a client (e.g., acting as an advocate 
and a mediator, or an evaluator 
and a counselor), as these roles 
may entail different ethical obliga-
tions.

•	 If there is an apparent conflict 
between the standards of two or 
more codes, identify whether one 
code takes precedence because of 
your position or the type of work 
you are doing.

•	 If one code has stricter provisions 
than the other code, then acting in 
accordance with the stricter stan-
dards will keep you in compliance 
with both sets of standards.

•	 If the conflict is between an aspi-
rational standard and a baseline 
standard, choose an option that 
meets or exceeds the expectations 
of the baseline standard.

•	 If you are not sure how to respond 
to potentially conflicting standards, 
then consult, consult, and consult! 
Possible sources of consultation 
include your supervisor or field 
instructor, your agency’s attorney, 
your own attorney, your profes-
sional liability insurance provider, 
and the ethics committees of the 
professional associations to which 
you belong.

•	 When determining how to man-
age conflicting ethical obligations, 
brainstorm options that may help 
you resolve the conflict and reduce 
risks to the client, yourself, and the 
agency.

•	 As part of your risk management 
process, make sure you document 
the ethical issue, how you analyzed 
it, how you made use of consulta-
tion, your decision, and how you 
came to your decision. 

 As the old American Express 
commercials state, “Membership has its 
privileges.” When it comes to mem-
bership in professional associations, 
membership also has its obligations. Be 
aware that you may be expected to fol-
low certain ethical codes or standards, 
even if you are not a member. 
 This article has highlighted poten-
tial conflicts between various profes-
sional codes and standards. You may 
take some comfort in the knowledge 
that the codes of ethics of social work 
and related fields of practice have many 
commonalities—respect for the dignity 
and worth of all people, protection of 
client privacy, honesty, integrity, doing 
good, and avoiding harm. Difficult con-
flicts may not arise on a frequent basis. 
Still, be prepared for those occasions 
when conflicting ethical obligations do 
arise.

Dr. Allan Barsky is 
Professor of Social 
Work at Florida 
Atlantic University 
and former Chair 
of the National 
Ethics Committee 
of the National As-
sociation of Social 
Workers. He is the 
author of Ethics 
and Values in Social Work (Oxford Uni-
versity Press), Conflict Resolution for the 
Helping Professions (Oxford University 
Press), and Clinicians in Court (Guilford 
Press). The views expressed in this article 
do not necessarily reflect the views of any of 
the organizations with which Dr. Barsky is 
affiliated.

This article accepted for publication in May 
2016.
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Social work education...shapes the pro-
fession’s future through the education of 
competent professionals, the generation of 
knowledge, and the exercise of leadership 
within the professional community. 

CSWE Educational Policy 
and Accreditation Standards (2012)

Leadership training and develop-
ment is essential to our profes-
sion as we face the numerous 

challenges of the coming years. Social 
workers are increasingly called upon to 
do more with less to meet the needs of 
our clients—whether they are indi-
viduals, groups, or communities—in 
a rapidly changing world. As social 
work’s emerging leaders, students are 
in need of rigorous education and train-
ing, mentoring, and leadership devel-
opment to ensure the strength of the 
profession and its ability to overcome 
these challenges.
 While formal social work educa-
tion has been established as the avenue 
through which emerging social work-
ers receive the necessary training to 
become competent practitioners, social 
work leaders are developed when 
schools of social work partner with 
members of the community to provide 
a unique and tailored field practicum 
experience. Through a partnership that 
is student-centric, educators and mem-
bers of the social work community are 
able to cultivate student leaders and, in 

turn, “maximize 
the ability of the 
nation’s social 
workers to serve 
their clients with 
competence and 
care” (Hoffler 
& Clark, 2012, 
p. 43). In short, 
by developing 
their leadership 
potential, stu-
dents will have a 
positive impact 
on the lives of 
the vulnerable 
populations we 
serve as social 
workers.

Role of the School and the 
Community
 Field education is our profession’s 
signature pedagogy. By providing the 
opportunity for a field practicum expe-
rience, the school and the community 
can work together to develop the lead-
ership potential in social work students. 
Educating students through a structured 
leadership program exposes them to 
a wide variety of practice experiences 
that assure their competence and cre-
ativity as they enter the profession. 
 A model of this type of leadership 
program can be found at The Univer-
sity of Alabama (UA). UA offers BSW 
and MSW students the opportunity to 
develop leadership skills through field 
education in Washington, DC. The 
field practicum experience prepares 
students personally and profession-
ally by exposing them to cutting edge 
direct service programs and policy and 
advocacy implementation. This inten-
sive experience helps students obtain 
the knowledge, tools, and techniques 
necessary to be prepared candidates for 
employment and to succeed as viable 
leaders. Innovative and progressive at 
its inception 35 years ago, the program 
has grown significantly over the years 
through partnerships with the social 
work community. Creating these part-
nerships, ensuring exposure to all facets 

of social work practice, and providing 
mentorship in addition to the required 
supervision are core objectives of the 
leadership component of this unique 
field program.

Making Connections
 It’s all about relationships. The 
NASW Code of Ethics (2008) details the 
importance of human relationships by 
noting that “relationships between and 
among people are an important vehicle 
for change.” Essentially, when social 
workers work together, the change we 
are able to make for individuals, fami-
lies, organizations, communities, and 
systems is amplified. The same is true 
for social work education. By establish-
ing partnerships between schools of 
social work and the social work com-
munity, students will be provided with 
the foundation to grow into leaders. 
This foundation includes utilizing and 
maximizing supervision and mentor-
ship from experienced social workers 
and interacting and networking with 
social work leaders in innumerable 
roles in all levels of practice.

Facilitating Experiences
 The goal of the field practicum 
experience, in tandem with classroom 
education, is to teach students how to 
establish a vision to address the profes-
sion’s future challenges. This experi-
ence prepares students for professional 
practice by providing them with the 
opportunity for meaningful personal 
and professional growth. While stu-
dents should be ultimately responsible 
for their own growth, the school and 
community should work together to 
facilitate learning experiences that 
help students access and develop their 
strengths and leadership potential. 
 Students’ leadership growth and 
development into competent prac-
titioners is maximized with the field 
practicum experience. However, it may 
be too easy for social work students 
to fall into the “intern” role at an 
agency. Here, the responsibility is on 
the community to ensure that students 
are exposed to all facets of social work 

Becoming a Social Work Leader
by Alison L. Bramer, MSW, Becky S. Corbett, MSW, ACSW, 

and Carroll Phelps, MSW, LCSW, PIP

Alison Bramer (third from right) and Becky Corbett (second from right) 
with BSW students in the University of Alabama’s Washington, DC, 
program.



The New Social Worker     Fall 2016    7

practice and are given ownership over 
their practica. 

Mentorship (Mutual Growth)
 Whereas formal supervision is 
necessary to ensure competent practice 
and meet the requirements for licen-
sure, mentorship takes the relation-
ship one step further and focuses on 
personal and professional development 
of the student both inside and outside 
of the student’s current role. Commu-
nity practitioners who are supervising 
students in the field practicum should 
ensure that the student is not only 
receiving direction regarding skills, 
competency, and ethics during the 
practicum, but is also considering the 
future as an established social work 
leader. 
 In addition to the weekly one-
on-one supervisory sessions that 
are required by formal supervision, 
mentors also provide ongoing or fluid 
supervision to their students that can in-
clude daily discussions of experiences, 
debriefing sessions after meetings, and 
discussions about the student’s values 
and reactions to certain events. Essen-
tially, a supervisor gives the “how,” and 
a mentor gives the “why” by connect-
ing the dots for the students. Excep-
tional community practitioners provide 
supervision and create a mentoring 
relationship that is mutually beneficial. 
The person who mentors is also grow-
ing, as a result of the relationship.

You are Responsible for Your 
Own Intentional Growth
 
 You—whether you are a student, 
educator, or social work practitioner—
are responsible for your own growth. 
As leadership author and speaker John 
C. Maxwell (2012) urges, “We don’t im-
prove by simply living. We have to be 
intentional about it.” A core component 
of the ability to develop into a success-
ful leader is drive to become one. In 
clinical settings, the social worker can 
only help the client if the client has a 
motivation for change. It’s similar for 
developing leadership potential—you 
have to want to become a leader.
 While students are ultimately re-
sponsible for their own growth and devel-
opment, educators and practitioners can 
assist students with intentional growth 
and help them set measurable, specific 

goals; discover and maximize indi-
vidual strengths; learn how to enhance 
positive traits and manage weaknesses 
effectively; identify and understand 
emotional intelligence; and develop a 
personal leadership style.

Goal Setting
 For a profession that is built around 
putting others first, it can become too 
easy for social workers to neglect our 
own growth and development. The 
NASW Code of Ethics states that social 
workers have an ethical responsibility 
to clients to “assist...in their efforts to 
identify and clarify their goals” (NASW, 
Ethical Standard 1.02 Self-Determina-
tion, 2008). We should also have that 
responsibility to ourselves. 
 In personal and professional 
development, goal-setting provides 
the framework for growth. Social work 
students should be able to effectively 
set measurable, attainable goals for 
their field practicum and future growth, 
and educators and community practi-
tioners should foster an environment 
in which students feel comfortable and 
supported in their development and 
achievement of their goals.

Self-Understanding
 Leaders know who they are. 
Learning about strengths, enhanc-
ing positive trainings, and identifying 
areas for growth effectively allow social 
work practitioners to have a positive 
impact on the lives of the vulnerable 
populations we serve. Educators and 
community practitioners should work 
through the classroom and the practi-
cum to help students have a greater 
understanding of who they are as social 
workers. By knowing where they are 
most effective, students are able to be 
more impactful in their practice.
 In addition to discovering personal 
strengths, developing an understand-
ing of emotional intelligence is vital for 
social work practice. In A Dictionary of 
Psychology, emotional intelligence (EI) 
is described as the “ability to monitor 
one’s own and other people's emotions, 
to discriminate between different emo-
tions and label them appropriately; and 
to use emotional information to guide 
thinking and behavior” (Colman, 2009, 
p. 244). 
 Why is this important in cultivating 
social work leaders? Clearly recogniz-

ing and understanding our clients’ 
and staff’s emotions are integral parts 
of competent practice. However, the 
ability to identify our own emotions is 
necessary for motivation and empathy. 
This level of emotional awareness is not 
only important to understand, but it’s 
also important to implement in interac-
tions with clients and colleagues.

Leadership and Professional 
Presence
 As part of recognizing and culti-
vating leadership potential in social 
work students, educators and commu-
nity practitioners should also nurture 
the leadership style by preparing the 
student for professional presence. 
Professional presence—the integration 
of all aspects of professional behavior 
into practice—is a core tenet of effective 
leadership. Although well-known tips 
about professional presence come to 
mind (be on time, wear work appropri-
ate attire), true professional presence is 
the ability to convey who you are and 
what you can contribute through your 
behavior. 
 Students trained in all aspects of 
personal and professional growth bring 
excellence to social work practice—all 
forms of practice. The students we 
educate today are the emerging lead-
ers of our profession, and innovative 
leadership training will guarantee their 
success in creating meaningful changes 
in the lives of clients. By designing and 
implementing a structured program, so-
cial work educators can assist students 
in developing their skills to address 
clients’ needs. Tomorrow’s social work 
leaders—the students of today—will 
implement this vision and, by develop-
ing their leadership potential, students 
will have a positive impact on them-
selves, their families and community, 
and the lives of vulnerable populations 
they serve.

References 
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In the Field

As a recent BSW graduate, my 
400 hours of field experience 
are still fresh in my mind. It was 

at times amazing and life-changing for 
me and for the clients, but there were 
other times that made me question 
my sanity in choosing this career. At 
my practicum placement, I learned 
several things that I wish I had known 
before foraying into social work. My 
instructors tried with all of their might 

to prepare me for what was to come, 
but my rose-colored glasses wouldn’t 
allow me to believe that I single-
handedly couldn’t save the world. I am, 
by nature, an idealist and a dreamer. 
So, in the spirit of realism, here are a 
few pointers for social work students 
about to enter the last stretch of their 
degrees who are starry-eyed dreamers 
like me.

Tip #1: “You can’t win them 
all.” 

 This was the hardest one to 
swallow. I had big dreams, remember? 
There was no one I couldn’t help. Not 
so my friend. Motivation for change is 
the number one indicator for success 
of an intervention. It is possible to lead 
a horse to motivation, but you can’t 
make them drink. Some people are 
more inspirational than others, but the 

client has to carry that motivation out 
into the world after you leave and not 
fizzle out. Say it with me, “I can’t save 
everyone.” 

Tip #2: “Don’t let the bad 
habits of others rub off on 
you.” 

 This placement is part of your 
professional development. As a 
student, you may feel that you are in 
a vulnerable position and have to go 
along with unprofessionalism, lack of 
ethics, or bad attitudes toward clients 
to get a good reference or graduate. 
You don’t. It is okay to say “no” to 
unethical and unprofessional behavior. 
Sometimes that is simply done by 
saying nothing or not participating. 
Learn from it, but don’t emulate it. 

Reality Check for Starry-Eyed 
Social Work Students 

by Candy A. Colyer, BSW
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  College of Education and Human Services

 PhD in Family Studies
Strengthening diverse individuals,  
families and communities

Family and Child Studies is an interdisciplinary field that teaches you how 

to understand individuals, families and communities holistically. Our holistic 

approach incorporates research from psychology, social work, sociology,  

economics, history, women and gender studies, biology and many other fields.

Social justice is a core strength of our PhD program in Family Studies.  

Our students learn to use a social justice perspective to understand and 

help strengthen diverse individuals, families and communities through 

research, policy, and prevention and education programming.

Our faculty has a distinguished research record in the areas of  

development across the lifespan/life-course; close relationships, marriage 

and family interactions; prevention, developmental systems science and 

translational science; and diversity, marginalization and resilience.

Graduates of the program will have a wide range of professional  

opportunities, including careers as:

• Faculty in higher education

• Grant writers

• Government and nonprofit agency directors

• Program administrators

• Researchers and evaluators

• Policy makers

To Apply:

Applications are being accepted for fall admissions only.

The final application deadline for fall admission is February 1.

College of Education and Human Services

email: phdfamily@montclair.edu | 973-655-4171

aries.montclair.edu/fcst-phd

          

Tip #3: “You don’t have to fix your agency.” 

 You are there to learn. More often than not, it is learning 
what not to do. I became frustrated when I saw unethical 
behaviors and wanted to correct them but had no power. The 
best thing to do is to report it to the powers that be or your field 
instructors for advice. 

Tip #4: “Self-care starts now.” 

 Clock out at the end of the day. Plan fun activities and be 
with those you love. Don’t take it home with you and burn out 
before you start. You aren’t getting paid, so don’t put in hours 
like you are. Learn to say “no” to extra work now, or you won’t 
be able to in the workplace. 

Tip #5: “Don’t be discouraged by burnt out 
co-workers.” 

 Over and over, I had new ideas and my enthusiasm was 
met with negativity, including statements such as, “You feel that 
way now; just wait.” My least favorite was when they called me 
“little girl” or “newbie,” when I was 34 years old. 

 Don’t let these things get to you. You can make a change 
with the right people behind you. Just find the right people, and 
when you supervise students one day, be the right person. I 
hope this helps those about to enter the last mile of the way.

Candy A. Colyer is a recent BSW graduate of Morehead State 
University. She is currently attending Campbellsville University 
pursuing her master of social work. She is employed as a mental health 
associate with Mountain Comprehensive Care in Kentucky doing in-
school counseling with at-risk youth. In her free time, Candy loves to 
spend time with her family, read mystery novels, and cook. Candy also 
volunteers weekly leading substance abuse meetings with the Celebrate 
Recovery faith-based twelve-step program in her community.

This article accepted for publication in August 2016.

Real World 
Clinical 
Social Work
It’s a book!
It’s a blog!

Danna Bodenheimer’s 
ground-breaking 
book, Real World Clinical 
Social Work: Find Your Voice and Find Your Way, is 
taking the clinical social work world by storm.

Now you can read Dr. Danna Bodenheimer’s blog every week, 
on THE NEW SOCIAL WORKER’s website.

www.socialworker.com/
RealWorldClinicalSW

http://aries.montclair.edu/fcst-phd
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During the past two years, I have 
developed a new way of work-
ing with my clients who suffer 

from burnout. It is a short-term, highly 
focused interactive process based on 
the development of what can best be 
described as a trusted “emotional sense 
of direction.” I would like to share 
the developmental progression of this 
approach, one based on principles 
learned years ago.  

Background

 While a student at the University 
of Pennsylvania School of Social Work 
in the mid-1960s, I was introduced 
to a philosophy of practice and an 
implementation model that has proven 
effective through decades of practice. 
At Penn, I learned how essential the 
development of “the art of letting go” 
is to fulfillment and satisfaction in 
friendship, love, and work. Our profes-
sors and supervisors each stressed the 
importance of what I think of today 
as “positive autonomy”—“the letting 
go of” negative attitudes, depleting 
relationships, and debilitating patterns 
of interaction, as well as the fantasies 
that inhibit mature coping. My fellow 
students and I saw this truth substanti-
ated through client involvement, study 
of the arts, and our own introspection. 
We saw that without this separation 
process, clear vision about future op-
portunities is impossible to achieve 
and promising opportunities are either 
invisible, or if seen, their value and 
potential are ignored or sabotaged.

 Through excellent supervision, 
students also learned that the combina-
tion of time limits, interactive clinical 
process, and use of “contracts” en-
hanced insight and led to growth and 
change. The contract, either written or 
verbal, involved a client’s sharing what 
he or she hoped to achieve. It became 
the starting point of client-social worker 
concentration and interaction. At 
agreed upon times, each client evalu-
ated how work together was progress-
ing. Had goals been met? Was it time to 
conclude? Was there more work to be done 
on present goals? Had new goals evolved?

Letting Go Facilitates 
Reliable Direction 

 Soon after graduation, I began to 
define the “letting go process” as one 
that allowed the development of a reli-
able “emotional sense of direction,” a 
phrase I have continued to use through-
out my professional life. The phrase 
connotes the ability to find satisfaction 
and fulfillment in love, friendship, and 
work by knowing whom to trust and 
build with and when it is necessary 
“to let go” and move on. However, 
in past years, I have used the concept 
as a descriptive term to illustrate the 
importance of separation from patterns, 
relationships, and attitudes that were 
depleting and defeating. I did not use 
it as a yardstick to indicate where and 
why a fulfilling path never developed 
or was lost. That is, until recently. 
 Times have changed vastly in the 
years since my graduation, and shock-
ingly so in the past decade. Intensify-
ing the myriad changes has been the 
increasingly fast pace insisted upon 
in our technologically advanced and 
advancing society. Do any readers 
remember when we got letters (snail 
mail!) and had time to think clearly be-
fore responding? Or when we received 
a phone call and could tell the caller 
that after thought we would reply? 

These vast changes have affected the 
nature and urgency of requests brought 
by clients.  

Burnout, Self-Care, and a 
Yardstick To Measure What 
Went Wrong
 
 Upon reflection, I realized that 
in the past, most clients consulted me 
about anxieties and feelings of hope-
lessness brought on by depression. 
Their depression was caused by loss 
of a loved one, or a job; by personal 
illness or illness of one dear to them; 
by the connivance of a dishonest friend 
or colleague; by betrayal or injustice. 
Sometimes there was the feeling of 
darkness and helplessness whose source 
was not understood. 
 Today, of course, the above losses 
and grave disappointments exist, and 
I continue to respond to clients who 
face them. A case example that follows 
involves depression heightened by the 
stress and exhaustion that accompany 
both burnout and depression. This said, 
however, presently I am consulted pri-
marily because of the ramifications of 
burnout—that is, overload in our relent-
lessly fast paced society. The constant 
change and many pressures with little 
or no time for leisure, relaxation, con-
nection with others, and nonexistent or 
exceedingly limited support or cushion-
ing of our countless responsibilities is 
causing havoc in our society. Debilitat-
ing overload caused by personal, pro-
fessional, and societal overload (or their 
combination) intensifies unresolved 
issues from personal, intra-psychic, and 
relational sources. Increasingly, I am 
told, “I am immobilized, falling apart.” 
“If I am not available 24/7, I will be 
fired.” “I do not know what to do first. 
As a result, I do nothing.” “I want 
direction, a how-to list. I have no time 
for lots of appointments.” “Manners are 
a thing of the past. Kindness is seen as 
weakness. I cannot cope.”

The Development of an Emotional 
Sense of Direction: A Clinical Approach 

to Alleviating and Preventing Burnout
by SaraKay Smullens, MSW, LCSW, CGP, 

CFLE, BCD



The New Social Worker     Fall 2016    11

 However, here is an optimistic 
note. Studies show that incorporating 
self-care opportunities in one’s day-
to-day life eliminates and prevents 
burnout. Effectiveness is based on the 
ability to select—among the many self-
care opportunities that exist—one, or a 
combination, that suit each individual.
 Putting this research together with 
the changing times, needs, and requests 
of clients, I asked myself: In the midst 
of today’s overwhelming pressures, how can 
client and social worker pinpoint where and 
why emotional direction did not develop or 
somehow was lost? This question led to 
a realization that the term “emotional 
sense of direction” can become a yard-
stick to determine where and why one 
lost or never developed a fulfilling path 
in love, friendship, and work. For ex-
ample, perhaps direction failed because 
one was never allowed to say “no” to a 
parent. Or perhaps one equated relax-
ation with “underachievement,” fearing 
this direction would cause parental 
rejection. On the other hand, direction 
loss can be rooted in the present, where 
numerous responsibilities and life reali-
ties cause exhaustion, confusion, and an 
inability to move forward. With specific 
understanding of where things went 
wrong and why, individualized self-care 
options can be selected to get back on 
track, or to find direction for the first 
time.

Clinical Approach

 My clinical approach to address 
burnout is a short-term partnership 
of no more than three months (and 
frequently less) to identify where an 
emotional sense of direction has been 
impeded, to bring relief in presenting 
problems and their underlying causes. 
After taking a full history, each client 
and I “contract” for the number of ses-
sions that we are comfortable with to 
address presented challenges. My goal 
is to offer the fastest possible relief and 
direction in a way that will not frighten 
or overwhelm, but will instead lead to 
insight and motivation. An agreed-up-
on number of sessions both calms and 
motivates, and anxieties lessen through 
awareness and development of a plan 
of action. Clients often successfully con-
clude our work in less time than they 
thought. Others require the full three 
months of concentration.
 Following is an example of an 
eight-week clinical concentration: My 

client, whom I’ll call Cindy, was able to 
pinpoint the moment she lost her direc-
tion—the sudden death of her mother. 
Beyond that, she was able to see that 
she had never imagined that there 
would come a time in her life when 
she would no longer be able to depend 
“on a mom who was always loving and 
supportive—always there.” My first goal 
was to help Cindy face reality and let 
go of her wish for and dependence on 
what could no longer be. After Cindy’s 
selection of a self-care strategy, she was 
able to achieve a reliable emotional 
sense of direction and move on in a 
fulfilling, reality-based life.

Addressing Burnout With a 
Reality-Based Awareness 
and Self-Care

 Cindy had been happily married 
for five years. She contacted me two 
years after her mother died. The death 
occurred one month following her 
mother’s diagnosis of pancreatic cancer 
and two weeks after the birth of Cindy’s 
first child, a son, whom she named for 
her mother. My client was depressed by 
her loss, and her family doctor provid-
ed her with medication, which she was 
continuing to use when her physician 
referred her to me. The primary cause 
of her ongoing upset, however, was 
that Cindy was on overload. She was 
burned out.
 A graduate student in architecture 
working for a doctorate in a highly 
demanding university setting, my cli-
ent had found a reliable nanny for her 
young son. But she was devastated that 
her mom was no longer there as a substi-
tute when the nanny was ill, on vacation, 
or Cindy desired her help on evenings 
when she had to concentrate on the 
demands of her academic program, or 
when she and her husband, Jeff, hoped 
for an evening out. Jeff, a financial ana-
lyst whom Cindy described as “beyond 
frazzled in this crazy and unpredictable 
economy,” felt that his wife had become 
unavailable when he needed her the 
most. Cindy knew she had far too much 
to cope with and described herself as 
“devastated, overwhelmed, not knowing 
which way to turn.”
 Cindy and her father had de-
pended on each other during the  
initial months following their loss. She 
described this important period as one 
when they “mourned and cried togeth-

er.” However, much to Cindy’s shock, 
before a year of mourning had con-
cluded, her father remarried. Through 
condescension, silence, and overt rude-
ness, Jane, his wife, made it abundantly 
clear that she did not recognize Cindy, 
her husband, or their son as part of her 
world. Cindy, in her first session, was 
bereft about this brutal rejection. 
 Of the many self-care strategies 
we discussed, the one that excited my 
client was journaling. “I have always 
longed to write,” she enthusiastically 
told me. Cindy immediately began a 
pattern of morning and evening jour-
naling that at first concentrated on her 
sadness and loss. A week later, Cindy 
decided to add photos and drawings 
to her journal, and a week after this, 
she began writing about plans for her 
future.
 Sessions together focused on Cin-
dy’s reality. She realized that the love 
of her mom would ever be with her, 
and in this way their relationship would 
never end. By her fifth session, Cindy 
was able to accept a painful truth. Her 
father would continue to stonewall any 
discussion of his daughter’s pain and 
disappointment, and he refused to ad-
dress his wife’s unpleasantness or lack 
of courtesy. Nevertheless, after consid-
eration of possible options, Cindy de-
termined that it would be wise that they 
continue to maintain a relationship that 
was as pleasant as possible. When to-
gether, Cindy ignored Jane’s rudeness, 
and although his visits were infrequent, 
her dad began to spend time alone with 
his daughter and her family. 
 Cindy continued to journal about 
truths she now accepted, highlighting 
these sentences: I was fortunate to have 
a wonderful mother. I do not need my dad’s 
wife as a friend. My husband and child are 
my first priorities. I cannot change another 
person. I will handle my reality like an 
adult. By our sixth session, the need for 
medication had become, in Cindy’s 
words, “a distant memory.”
 Prior to our seventh session, Cindy 
met with her Dean, requesting an addi-
tional year for degree completion. This 
request was granted. By our conclud-
ing session, Cindy and Jeff were in the 
midst of planning a holiday for their 
family of three. In Cindy’s words: “We 
are the important ones now.” And there 
is more. Cindy enjoyed writing and 
diagramming her words so much that 

Emotional direction—continued on page 14
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The annual theme for Social Work 
Month always provides me 
ample opportunity to pause and 

reflect on new considerations for the 
workforce. The 2015 theme, Social Work 
Paves the Way for Change, served as a re-
minder of the distinct difference social 
workers make in the lives of patients, 
clients, members, and consumers.
     There is a general consensus across 
the industry of how much energy social 
workers invest daily in their work 
with diverse client populations. I was 
especially struck while thinking about 
the many ways in which the workforce 
facilitates change for clients through 
interventions transcending the micro, 
mezzo, and macro domains. From 
clinical intervention across the develop-
mental life stages to advocacy for social 
change, social workers strive to engage 
populations affected by shifting societal 
constructs—among them technology, 
health literacy, fresh views for end-of-
life care, and immigration challenges. 
The Affordable Care Act (ACA) and 
Mental Health Parity and Addiction 
Equity Act (MHPAEA) continue to 
leave practitioners, clients, and other 
stakeholders untangling access and 
reimbursement issues.
     In turn, a powerful force should 
motivate each social worker to pave the 
way for change—the strength of one’s 

professional identity. Industry changes 
have an impact on practitioners across 
the health and behavioral health realm 
from new regulations to modes of 
reimbursement. A constant restructur-
ing of organizations yields revised job 
titles, roles, and functions, along with 
innovative models of care delivery.  
The escalating incidence of workplace 
bullying and violence brings new impli-

cations for workforce safety, increased 
incidence of burnout, and subsequent 
attrition (Fink-Samnick, 2015) 
 The question beckons: What fac-
tors leverage a social worker’s competency 
to achieve the strong professional identity 
necessary for success in today’s tumultuous 
practice climate?

Professional Identity as a 
Competency

 Social workers receive specialized 
education and training and then enter 
a practice realm in constant evolution. 
I often joke that the only constant is 
change, but truer words were never 
said. What does this mean to today’s 
professional social worker? 
 Social workers are weaned to grow 
solid professional boundaries, which 
promote their ability to flex and bend 
while engaging diverse clients across 
the broad societal schema. Yet, social 
workers must equally engage with other 
disciplines in a way to reflect unique 
confidence and inner strength. These 
are competitive times with new and 
seasoned professionals amid swift com-
petition in the job market. 
 There are vast opportunities on 
the horizon, courtesy of health care 
reform. Enhanced focus on integrated 
behavioral health has led to expanded 

job opportunities for social 
workers. Further emphasis 
on the population-based cost 
of care has yielded roles for 
social workers across the 
transitions of care, especially 
in programs focusing on per-
sons with chronic medical 
and mental health condi-
tions (Integrated Care Re-
source Center, 2015; Piper 
Report, 2011; SAMHSA, 

2013; SAMHSA, 2015). The Bureau of 
Labor Statistics (BLS) projects employ-
ment of social workers to grow 12% 
from 2014 to 2024; this is faster than 
the average for all occupations (BLS, 
2015). Social workers must be prepared 
to present with a professional presence 
to assure sustainability in the job mar-
ket.
 To this end, there are four vital 
steps I want to emphasize and elaborate 

on as a framework for achieving profes-
sional prowess:

•	 Lead with Competencies
•	 Embrace Lifelong Learning
•	 Get Licensed
•	 Leave a Legacy

Lead with Competencies

 We are in a competency-based 
practice world and have been for 
several decades. Competencies are a 
vital factor in the quality health care 
equation. They set the tone for aca-
demic and professional accreditation by 
defining education program priorities 
and required coursework (Treiger & 
Fink-Samnick, 2016). 
 Social workers should lead with 
competencies always, for they appear 
across academia, state boards, and 
accrediting entities (e.g., the Council 
on Social Work Education, or CSWE). 
Competency-based skills and practice 
behaviors are appearing with increased 
frequency across job descriptions.
 Amid the fluid nature of the in-
dustry, competencies are that constant 
by which organizational return on 
investment is measured and validated 
(Treiger & Fink-Samnick, 2016). Three 
established resources stand out:

 First, the Council on Social Work 
Education (CSWE) has released compe-
tencies for baccalaureate and master’s 
students (CSWE, 2015). The nine social 
work competencies ground learning 
and operationalizing of concepts for the 
next generations of social workers.

1. Demonstrate ethical professional 
behavior.

2. Engage diversity and difference in 
practice.

3. Advance human rights and social, 
economic justice.

4. Engage in practice-informed 
research and research-informed 
practice.

5. Engage in policy practice
6. Engage with individuals, families, 

groups, organizations, and com-
munities.

7. Assess individuals, families, groups, 
organizations, and communities.

The 4 L’s to a Solid Professional Identity 
by Ellen Fink-Samnick, MSW, ACSW, LCSW, CCM, CRP
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8. Intervene with individuals, 
families, groups, organizations, and 
communities.

9. Evaluate practice with individuals, 
families, groups, organizations, and 
communities.

 Second, the Association of Social 
Work Boards (ASWB) has four levels of 
the licensure exams. Content outlines 
are divided into content areas; com-
petencies; and knowledge, skills, and 
abilities statements (KSAs). Compe-
tencies describe meaningful sets of 
knowledge, skills, and abilities that are 
important to the job of a social worker 
within each content area (ASWB, 2015).

 Third, state boards have regulations, 
which include scope of practice, and of-
ten define competencies to demonstrate 
mastery and/or proficiency. Examples 
of demonstrating minimal competen-
cies from state boards include, but are 
not limited to (Virginia Board of Social 
Work, 2015):

•	 identified theory base
•	 assessing the client for risk of im-

minent danger
•	 development and appropriate use 

of the professional relationship
•	 application of a differential diag-

nosis
•	 establishing and monitoring treat-

ment plans
•	 implementing a professional and 

ethical relationship with clients.

 Competencies serve as the essential 
foundation for each practitioner. Social 
workers need to empower themselves 
to discover their own competencies and 
showcase them to others. This involves 
some “out-of-the-box” thinking beyond 
the traditional roles of social work 
(Fink-Samnick, 2010).

Embrace Lifelong Learning

 To be successful, social workers 
must have the initiative and motivation 
to engage in continuous learning. Both 
the times and practice evolve far too 
quickly; from new patient populations 
and practice trends to fresh interven-
tions and models of care delivery (for 
example, patient-centered medical 
homes, accountable care organiza-
tions, expanded telehealth initiatives). 
Consider how innovation and technol-

ogy alone have influenced how clinical 
treatment is rendered. One can no 
longer afford to be complacent in the 
acquisition of learning.
 Twenty-two years ago, I moved 
from one region where I had a robust 
social work résumé, full of adminis-
trative and supervisory experience. I 
was told that my résumé would speak 
volumes and land me a job anywhere. 
Little did I know how much the job 
market would change. The strange and 
alien world of case management had 
appeared in hospitals, as if overnight.
 I received countless letters from 
directors of social work in hospitals 
across my newly adopted region. They 
shared similar language:

You have great experience and an impressive 
résumé. I would love to hire you. However, 
our model is changing. As a result, there are 
no opportunities at this time for administra-
tive social work supervisors. Thank you for 
your interest and best of luck in your job 
search.

 Six months into my job search, 
the grand realization hit. If I wanted to 
survive the role transition and stay in 
my beloved health care world, I had to 
learn new skills, such as grander focus 
on fiscal and resource management. I 
needed to reframe the way I presented 
my strengths and expertise to potential 
employers. Learning how to market 
myself in a way more reflective of the 
business sector was not going to be 
easy, but would be necessary. 
 With the guidance and support of 
peers and colleagues, I reframed my 
social work skill set, developing a new 
list of strengths to reflect my expertise 
as a:

•	 system thinker
•	 strong leader 
•	 team facilitator
•	 skilled communicator (oral and 

written)
•	 critical thinker
•	 motivated learner
•	 strong advocate
•	 keen clinician
•	 swift assessor, who could quickly 

develop and implement treatment 
plans.

 Add to the list my new apprecia-
tion for fiscal and resource manage-
ment, plus outcomes-driven practice, 
and I became sought out by case man-

agement leaders. Within one month, I 
received two offers from hospital case 
management departments. I was elated. 
The list I developed continues to drive 
the success of those I mentor in the new 
health care culture moving forward. To 
participate in new opportunities, social 
workers need to educate themselves 
about these emerging models of care 
delivery and pursue how they can con-
tribute their expertise in psychosocial 
aspects of care and obtaining commu-
nity resources to support the patient 
(Fink-Samnick, 2010).

Get Licensed 

 Become licensed at whatever 
level you are eligible, and then seek to 
advance your practice to the level you 
strive to attain. This action will dem-
onstrate your commitment to quality 
professional practice and the licensure 
process. It will also speak volumes to 
employers. The legal context for social 
work practice is supported by licen-
sure. Clinical social workers are always 
licensed. In most states, master’s level 
social workers are licensed, whether or 
not they are in clinical practice. Many 
states also license baccalaureate social 
workers (SocialWorkLicensure.org, 
2015).
 Licensure is about public and 
professional protection, while setting 
a standard for practice. Professionals 
are beholden primarily to licensure in 
the state(s) and jurisdictions in which 
they practice (Treiger & Fink-Samnick, 
2016). Whether one is focused on 
clinical intervention or social change, 
you can demonstrate your social work 
excellence through licensure.

Leave a Legacy

 What will your professional 
contribution(s) be? I never thought 
about this question when entering the 
profession more than 30 years ago. 
Yet, it was foremost in my mind when 
I left the hospital world to engage in a 
new career journey. After more than 20 
years of advocating for and interven-
ing in hospitals with acutely ill patients 
and their families, I made a conscious 
decision to shift my energy, although I 
had no idea where that energy should 
be directed. I forced myself to reflect 
on what inspired and drove my own 
professional passion. 
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 I realized how grossly concerned 
I had become about what presented as 
a worn, torn, and tired health and be-
havioral health workforce. There was a 
stagnant aura that manifested and now 
presented as an epidemic. I realized the 
industry could talk about the quality 
of care until the cows came home, but 
without a quality workforce, no quality 
care would be rendered. At that mo-
ment, I gained the incentive to switch 
gears from empowering the patients 
and their families to empowering the 
professionals. 
 After careful consideration and 
input from my own mentors, I defined 
a creative path—one that allowed me to 
foster the professional core of the next 
generations of health and behavioral 
professionals through education, train-
ing, and mentoring. I challenge you 
each to consider: what will your legacy 
be?

In Conclusion

 The job market is ripe for social 
work opportunities. Integrated behav-
ioral health programming has taken 
flight. Care coordination and account-
able care organizations have attracted 
national attention as important com-
ponents of service delivery (Fink-
Samnick, 2010). From direct practice 
to social change, the world is the social 
worker’s oyster. Whatever path you 
choose across the vast social work field, 
remember to leverage your professional 
identity through the four L’s:

•	 Lead with Competencies
•	 Embrace Lifelong Learning
•	 Get Licensed
•	 Leave a Legacy
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a friend she shared her journal with 
directed her to a literary agent, who ac-
cepted her as a client, and believes that 
with refinement, her journal is publish-
able.

Conclusion

 Whereas depression is usually 
associated with grave loss and crush-
ing disappointment, burnout results 
from debilitating overload caused by 
personal, professional, and societal fac-
tors. The clinical approach described is 
well suited for those with demonstrated 
ego strength who are overwhelmed, 
muddled, confused—on overload—and 
wish to unravel and clarify their issues 
and achieve direction. When one fam-
ily member finds relief and satisfaction, 
others often follow suit. 
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Leaving your social work job can 
be a difficult decision. Figuring 
out if and when you should leave 

will have an impact on your career and 
your family. There are many reasons to 
leave a job: 

•	 Another exciting opportunity has 
come along.

•	 You’re stressed out.
•	 The agency has poor leadership.
•	 Your employer won’t let you attend 

professional development. Ever.
•	 They don’t encourage your career 

growth, or there are no advance-
ment opportunities. 

•	 It’s not a right fit.
•	 It’s just time to move on. 
•	 All of the above.

 These reasons aren’t unique in the 
social work profession, but there are 
some additional ethical considerations 
social workers need to think about 
before leaving their current positions. 
For whatever reason, you are ready to 
make a move. Here are a few steps to 
help you through the process of quit-
ting your job with poise and without 
burning those essential professional 
bridges.

What To Do Before You Quit

 1. Update your résumé and tap into 
your network. You should be doing this 
on an ongoing basis anyway, not just 
when you are ready to quit. Ideally, you 
will already have a job lined up before 
you quit, but sometimes employees 
need to exit quickly. Keeping up with 
your professional network and knowing 
what opportunities might be available 
for you are good life-long career strate-
gies (see tool #3 of 9 Tools for Your Profes-
sional Social Worker Toolkit in the Fall 
2015 issue of The New Social Worker).

 2. Be discreet about your job search. 
Don’t search for or apply for jobs while 
you are at work. This may get you fired. 
Do your online job search at home, but 
definitely use your professional work 
contacts to find out which organizations 
may be hiring.

 3. Start collecting your things. When 
you give notice of your departure you 
may be asked to leave immediately for 
security purposes. Many social workers 
don’t expect this, but it does happen. 
If you have more than a boxful of per-
sonal items at your desk, quietly start 
taking things home, so there isn’t a big 
scene if you are asked to leave on the 
day you resign. 

 4. Write a letter of resignation. Give 
your employer documentation of your 
resignation. Keep it simple and positive, 
as this will likely go in the organiza-
tion’s file on you. Even if they treated 
you poorly, they did hire and employ 
you. Thank them for the job, and give 
them the date of your last day of em-
ployment. 

 5. Give appropriate notice. Check 
your organization’s policies on the 
amount of notice that is required. Two 
weeks is standard for entry-level posi-

tions, but if you are in a supervisory 
role or manage programs, a month is 
a decent amount of time for your em-
ployer to put a plan in place until your 
replacement is hired. 

 6. Resign in person. Schedule an in-
person meeting with your supervisor to 
give notice that you are leaving. Be pre-
pared to be asked why you are quitting, 
but don’t feel obligated to tell them 
everything if you are truly dissatisfied 
with your job or employer. You don’t 
want to risk an emotional outburst from 
either side. Practice what you are going 
to say and restate what you have writ-
ten in your resignation letter.

After You Resign

 7. Offer to assist with the transition. 
Attempt to keep up a good relationship 
with your employer by writing detailed 
instructions for your replacement. Are 
you the only person who knows certain 
usernames and passwords or knows all 
the minute details of your job? Making 
the transition a little smoother for both 
your employer and the person replac-
ing you will help you leave a positive 
impression. Offer to help train your re-
placement, and come up with a consult-
ing fee if your employer is thankful for 
the assistance. When I left a manager 
position a number of years ago, my 
former employer was more than happy 
to pay me to help make the transition 
easier. I even gave enough notice to be 
able to help hire my replacement. 

 8. Give your colleagues a heads up. 
You may need to check with your 
supervisor regarding how to inform 
your co-workers you are leaving. 
Your co-workers do deserve to know. 
Social workers also work with many 
colleagues outside their organizations. 
Nothing is worse than sending an email 
to a colleague and getting an auto-reply 
stating that the person left a month 

I Quit! How a Social Worker Can Leave a Job 
Professionally and Ethically 
by Valerie Arendt, MSW, MPP

Social Work Career Connect
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ago. It is a professional courtesy to let 
your network know you are moving on, 
thanking them for working with you, 
and informing them what the plan is for 
the transition, if there is one.

 9. Continue to do your job and wrap 
things up before you go. It is easy to just 
stop working after you have resigned 
and count down the days before you 
leave. Don’t leave your employer to 
clean up your messy files and unan-
swered emails. I have entered more 
than one position where I have had to 
do some major clean-up from the per-
son who had the job before me. Exit on 
a strong note, and you will be confident 
in asking for positive references from 
your former co-workers in the future.

Ethical Implications of 
Leaving a Social Work Job

 10. Understand your ethical obligations 
to your clients. According to the NASW 
Code of Ethics, Standard 1.16 Termina-
tion of Services: 

(e) Social workers who anticipate the 
termination or interruption of services to 
clients should notify clients promptly and 
seek the transfer, referral, or continuation of 
services in relation to the clients’ needs and 
preferences. And (f) Social workers who 
are leaving an employment setting should 
inform clients of appropriate options for the 
continuation of services and of the benefits 
and risks of the options.

 As a social worker, regardless of 
your licensure status, you are ethically 
obligated to inform your clients you 
are leaving and how they can con-
tinue their services. You should work 
with your employer on how this will 
happen. Check out the NASW Legal 
Issue of the Month: Termination: Ending 
the Therapeutic Relationship—Avoiding 
Abandonment (NASW, 2015, http://www.
socialworkers.org/ldf/legal_issue/2015/ter-
mination-ending_the_therapeutic_relation-
ship-avoiding_abandonment.asp) for tips 
on termination with clients and what to 
include in your termination letter.
 What happens if you are asked to 
leave immediately and don’t have the 
chance to inform your clients? In your 
resignation letter, include your plans to 
inform your clients that you are leaving 
and that you are obligated by your 
NASW Code of Ethics to do so. If your 

employer still requires you to leave 
without notifying your clients, docu-
ment that you were asked to leave and 
were not given the chance to inform 
your clients. Do not try to contact your 
clients after your employment has 
ended.

 11. Can you take your clients with 
you? Can social workers continue pro-
viding services to their clients at their 
new agency or private practice? What 
if clients ask whether they can continue 
working with the departing social work-
er? Be very aware if you have signed 
a contract with your agency regarding 
“ownership of clients” or a “non-com-
pete clause” in case of your departure. 
“Non-compete” clauses prohibit social 
workers from seeing agency clients in 
the social worker’s private practice or 
other professional office setting both 
during the period of the contract or em-
ployment relationship and afterwards.
 The NASW Code of Ethics, Stan-
dard 3.09(a) states, “Social workers 
generally should adhere to commit-
ments made to employers and employ-
ing organizations.” This may raise an 
ethical dilemma for the social worker 
who seeks to continue treating a client 
upon leaving one practice for another, 
but who is bound by the terms of a 
contractual non-compete clause. Read 
more in the NASW Legal Issue of the 
Month: Social Work Ethics and Non-
Compete Clauses in Employment Contracts 
and Independent Contractor Agreements 
(NASW, 2012, http://www.socialworkers.
org/ldf/legal_issue/2012/Sep2012.asp).

 Social work is a small world, and 
you will most likely run into the same 
people at some point in your career. 
Leave a positive lasting impression 
before, during, and after you leave your 
position.

Valerie Arendt, MSW, MPP, is the Associate 
Executive Director for the National As-
sociation of Social Workers, North Caro-
lina Chapter (NASW-NC). She received 
her dual degree in social work and public 
policy from the University of Minnesota 
and currently provides membership support, 
including résumé review, to the members of 
NASW-NC. 

This article accepted for publication in 
August 2016.

Collegiate Recovery Community at 
North Carolina State.
 The Community is a student-run 
organization that welcomes anyone 
seeking to disengage from addictive 
behavior, as well as family members, 
friends, and individuals who back its 
mission.
 “We include not only those addict-
ed to drugs, but also with mental health 
and eating disorders,” says Bennett. 
“We ask only that everyone is sober 
and not drinking or using when they 
come to the meetings, which provide a 
safe space for those in recovery.”
 Collegiate Recovery sponsors study 
groups and regular meetings and shares 
information at public events. This fall, 
it will help host sober tailgates at NC 
State and other universities and also the 
third annual Mid-Atlantic Collegiate 
Recovery Conference at NC State on 
October 14-15.
 It has been a long, rocky road for 
Bennett, from struggling to recover to 
helping others do the same. In addition 
to his wife, Bennett credits his mother 
with being his “strongest advocate.” 
 Even before entering the BSW 
program, Bennett was tapping into his 
personal experience to help others. He 
was a peer mentor at the Healing Place 
of Wake County, welcoming clients and 
assessing their recovery plans. 
 Since August 2015, he has volun-
teered with the North Carolina Harm 
Reduction Coalition—distributing nalox-
one to families and individuals in active 
addiction, advocating for and educating 
others about harm reduction and safe-
sex practices, and operating a syringe-
exchange program. 
 Bennett also works as a transition 
case manager at Healing Transitions, 
the center where his own process of 
recovery began. He also serves on the 
Governor’s Committee on Recovery. 
 “My quest toward a diploma isn’t 
about continuing my recovery—though 
that is one result—but about helping 
others,” he adds. “If I can share my 
story and make a difference, even with 
one person, that’s all I want.”
 
Freelance writer Barbara Trainin Blank, 
formerly of Harrisburg, PA, lives in the 
greater Washington, DC, area. She writes 
regularly for The New Social Worker.

Bennett—continued from page 3
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In the fall of 2015, I was enrolled in 
a graduate level crisis intervention 
course at Florida State University 

(FSU). I was intrigued by the content 
of the class and I thought I would do 
well in that area of social work when 
the time came for me to enter the field. 
I turned in several assignments that 
semester thinking I did great, so I was 
surprised and humbled when those 
assignments were returned and I saw all 
the red marks. There was a lot of room 
for improvement, and I was worried 
about how well I would do when I 
would actually have to put those skills 
to use. I needed more practice than one 
semester of a crisis intervention course 
could offer.
 I had been working the last decade 
in a grocery store, and my background 
in social work was limited to small 
volunteering roles and a bachelor’s 
level internship at a nursing home. 
I was nervous about getting into the 
field, but I knew that I had really liked 
the content of that crisis intervention 
class and wanted to have a chance to 
practice what I had learned, to bolster 
my confidence in a helping profession. 
I was still in school at FSU, earning my 

MSW online, and I was still working 
in that grocery store, so jumping into 
a new job was not in the cards yet. In 
November, I decided to do an Internet 
search on crisis hotlines, thinking that 
there might be a volunteer opportunity 
in my area that I could try. The first 
thing that came up was Crisis Text Line, 
and it looked like the perfect volunteer 
opportunity.
 Crisis Text Line is a service that has 
live, trained crisis counselors available 
24 hours a day, seven days a week for 
those times when you may be feeling in 
crisis. You can text 741741 anywhere in 
the United States and a counselor will 
text back with you, helping you move 
from a hot moment to a cool calm to 
stay safe and healthy. To become a vol-
unteer counselor with them, you have 
to pass a background check; be at least 
18 years old; have access to a computer 
with a secure, reliable Internet connec-
tion; and commit to volunteering four 
hours a week for one year. Four hours a 
week? I could do that.
 At the time I stumbled upon Crisis 
Text Line, this nonprofit had just turned 
two years old. I had never heard of it, 
and I wasn’t sure if it was a legitimate 

service. What better way to find out 
than to text the number? So I did, 
and they replied, and I said I was just 
checking to see if they were real. They 
confirmed their existence, and I signed 
up that day. It was like applying for 
a job. I had to pass that background 
check, and I even needed at least two 
references who could confirm that I 
was a decent person outside of what’s 
on paper. Once my references checked 
out and my background was found to 
be clear, I was scheduled for training. 
Three weeks later, I was taking a 34-
hour web-based training course focused 
on reflective listening, collaborative 
problem solving, and crisis manage-
ment. At the end of that training, just 
in time for Christmas, I was taking my 
first supervised shifts.
 I could go on and on about all of 
the things that I love about Crisis Text 
Line. I truly could. I could tell you 
about how on August 1, 2013, Crisis 
Text Line launched quietly in Chi-
cago and El Paso, and in four months 
had reached all 295 area codes in the 
United States with zero marketing 
involved. Or about how every single 
piece of data collected from the more 

Crisis Text Line: A Tool for Social Workers
by Katheryn Ashley Barbosa, BSWTech Topics

Crisis Text Line CEO Nancy Lublin reviews strategies with a staff member. Photo courtesy of Crisis Text Line.
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than 20 million messages exchanged 
since 2013 has helped develop the 
largest open mental health data set on 
CrisisTrends.org and helps fuel collabora-
tive research around the world. I could 
share with you that we have done more 
than 3,200 active rescues of texters who 
felt that suicide was the only option, but 
they reached out to us in their darkest 
moments and we were able to send 
emergency personnel to where they 
were. Crisis Text Line has saved lives.
 With all of that to be proud of, 
the most outstanding aspect of this 
organization, to me, is the sense of 
community and support I receive from 
my fellow crisis counselors. Even more 
mind-blowing is that Nancy Lublin, 
the CEO of Crisis Text Line, is truly 
inspiring in her ability to make each 
one of her 1,592 (and counting) crisis 
counselors feel that we are growing and 
building this crisis management empire 
together.
 Volunteering with Crisis Text Line 
has helped me hone skills that are 
imperative to succeeding in the world 
of social work. My very first shift was 
a little scary. My first conversation was 

with a person who had self-harmed 
and was contemplating suicide who 
then texted our number. I had just 
completed training and was fully aware 
of the concept of active listening, but I 
froze. That community I mentioned? 
Well, they were there for me in that 
moment. Your first 20 conversations are 
fully monitored by the shift supervisors, 
and there is a chat function to reach out 
to your fellow crisis counselors when 
you need them, so you are never alone 
during a shift. And if you are never 
alone during a shift, your texter is never 
alone, either.
 Nancy Lublin and her team are 
doing incredible things at Crisis Text 
Line. She treats her employees and 

volunteers with respect, giving us 
encouragement, continued training 
and tips, weekly newsletters, self-care 
incentives, and the always awesome 
personal shout-outs. There are all kinds 
of people who volunteer at Crisis Text 
Line—you don’t need a degree to be 
a counselor. There is also a paid staff 
of counselor supervisors full of unique 
individuals who all hold a master’s 
degree in social work or a similar field. 
There are a few licensed social work-
ers, but having an MSW or master’s in 
another mental health profession is the 
minimum requirement for employment 
with Crisis Text Line.
 In May 2016, I began my final 
internship for my MSW working as a 
child protective investigator in Florida. 
I can honestly say that my ability to talk 
to clients in this internship has been 
shaped by my months of volunteering, 
and the verbiage I was timid about a 
year ago now comes naturally to me in 
the field. This display of skills came in 
handy when I applied for a paying job 
with the agency in which I was intern-
ing. They had witnessed my ease of 
communication and the confidence I 
had with clients when interviewing dur-
ing investigations, and they made the 
decision to hire me recently.
 I am ever grateful for the chance 
to be a volunteer in this organization, 
and I would encourage any and every 
social worker to consider applying and 
joining the team. We always need more 
counselors. For the new social worker 
looking for experience as I was, this is 
the place that will help you put a little 
under your belt.
 To find more information on 
Crisis Text Line, or to take the step 
and join our team, you can go to www.
crisistextline.org and find out for yourself 
everything that I’ve highlighted and 
more. Can’t wait to welcome you into 
the community!

Katheryn Ashley Barbosa, BSW, is an 
MSW student at Florida State University 
and volunteers for Crisis Text Line. She 
is employed full time as a child protective 
investigator in Northwest Florida.

This article accepted for publication in The 
New Social Worker in August 2016.

Photo courtesy of Crisis Text Line.
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2016 Phi Alpha 
Honor Society 
for Social Work 
Award Winners

 Phi Alpha has announced 
2016 award winners:

Chapter Service Awards
 Chapter Service Award win-
ners are: Boise State University, 
Florida International University, 
Loma Linda University, and Texas 
A&M University-Central Texas.

MSW Scholarships Program
 MSW Scholarships Program 
winners are: Michelle Paisner of 
Florida International University, 
Abigail Ballew of Virginia Com-
monwealth University, and Ren-
nett D. Bennett-Burden of Coppin 
State University.

Patty Gibbs Wahlberg BSW 
Scholarships
 Patty Gibbs Wahlberg BSW 
Scholarship winners are: Marianna 
Chriscoe of Meredith College, Lisa 
Landen of Texas A&M Central 
Texas, and Megan Calik of Gal-
laudet University.

 The Student Leadership 
Awards Program winner is Bren-
dan Gambrell of the University of 
Pittsburgh.

 The Advisor of the Year is 
Joanne Altschuler of California 
State University, Los Angeles.

Kind regards,
Tammy Hamilton, Executive 

Secretary
PhiAlphaInfo@etsu.edu
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s   STUDENT SOCIAL WORK ORGANIZATIONS

 Please send us a short news article about your group’s activities. 
Also, send us photos of your club in action—we may even feature you 
on our front cover!
 It’s easy to share your club’s activities with our readers. Send your 
news/photos to: 

Linda Grobman, ACSW, LSW, Editor/Publisher
THE NEW SOCIAL WORKER
P.O. Box 5390, Harrisburg, PA 17110-0390
or to lindagrobman@socialworker.com

Lamberton Middle School Builder’s Club Visits 
Shippensburg University

 Shippensburg University’s social work students were in charge of facilitat-
ing an event on campus to demonstrate working with the community for the 
Practice with Organizations and Communities (POC) class. The Builder’s Club 
from Lamberton Middle School in Carlisle, PA, made a visit to the campus 
on March 4, 2016. The 
Builder’s Club is a group 
of students in seventh and 
eighth grades who volun-
tarily join this leadership 
club. The club focuses on 
leadership and communi-
cation skills, and is funded 
by the Kiwanis Club. 
 When the students 
came to Shippensburg 
University, they were 
greeted by four group 
members of the POC 
class—Brianna Bucci, Kris-
tin Ports, Greg Hartman, 
and Nathaniel Skroban. When they reached the location of the event, name 
tags were put on and the ice breakers began. The students loved the ice break-
ers, and every student wanted to be involved. This helped the group members 
see who was quiet and who was outspoken for the later activities. Activities 
took place later that involved the outspoken students staying quiet, and the 
quiet students speaking within their groups. 
 The Builder’s Club was then guided through the campus on a tour through 
the residence halls and the academic buildings. There were two Army ROTC 
cadets who came to speak to the students about leadership and trust. They 
gave the students everyday examples of each in their line of work. 
 Once finished, the students were able to browse the school store and meet 
back up with the group members for a closing discussion. After the successful 
day of activities and fun, the group members and students made their way over 
to the campus cafeteria to finish out the day on a full stomach. 
 Surveys were sent home with the students and advisors of the group and 
returned to the professor of the POC class. The students said they learned 
about themselves, confidence, and trust. They mentioned how they collectively 
had a blast and could not wait to come back next year. 

-Brianna Bucci

Share this issue of 
THE NEW SOCIAL WORKER 

with your friends, 
colleagues, 

and classmates!
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What’s the secret to getting 
scholarships and other fund-
ing? In a sea of ever-qualified 

applicants vying for scarce dollars and 
resources, what can social work stu-
dents do to be competitive?
 Lenore Matthew is a doctoral 
candidate at the University of Illinois 
School of Social Work and an interna-
tional social worker. Megan Paceley is 
an assistant professor at the University 
of Kansas School of Social Welfare and 
an LGBTQ youth advocate. As gradu-
ate students, we were awarded more 
than 30 scholarships, fellowships, and 
grants from various on-campus and 
external funders. These awards enabled 
experiences that shaped our careers, 
including a summer of language study 
overseas, fieldwork in the U.S. and 
abroad, and dissertation research sub-
sequently honored by the Society for 
Social Work Research (SSWR).
 In this article, we identify 10 tips 
that help demystify the funding applica-
tion process for students of social work 
at all levels—undergraduate to doctoral. 
Follow these, and you’re sure to bump 
up the odds of winning that award!

1. Get familiar with the 
types of funding.
 Before jumping into the applica-
tion process, first get familiar with the 
jargon. Your department will love it if 
you “secure your own funding.” This 
may mean winning a fellowship, a type 
of award most often granted to gradu-
ate students, which pays a stipend and, 
depending on the institution, often 
generates a tuition waiver. This may 
also mean winning a scholarship. Schol-
arships are given to both undergraduate 
and graduate students and sometimes 
(but not always) are smaller sums 
than fellowships. Whatever their sum, 
scholarships add weight to your résumé 
and CV, and they provide funds to help 
support academic and research efforts. 
Some scholarships are merit-based—a 
scholarship for academic achievement 
or excellence in teaching, for example—
and are not tied to conditions like 
completing a project. Grants, however, 

are often awarded for a particular 
project or activity. Grants range from 
large sums covering the entire or partial 
cost of a project, to smaller cost-sharing 
sums or funds for a specific endeavor 
(e.g., travel). Grants may be given to 
students at all levels, depending on the 
award requirements. 
 A word to the wise: the vari-
ous award terms are sometimes used 
interchangeably, 
depending on the 
funder. Whichever 
type of funding 
you pursue, make 
sure you read all 
instructions and 
limitations care-
fully before you 
apply! 

2. Find your niche and 
position yourself—in and 
beyond social work. 
 Once you have a handle on what 
types of funding opportunities exist, 
you need to start thinking about how 
to position yourself. It’s time to define 
your niche. Think about this as discern-
ing all of the areas and themes to which 
your work relates, and identifying how 
your work contributes to them. There 
are countless ways to position yourself 
and your work and find your niche:  

•	 Substantively. Does your research 
focus on child welfare? Health 
policy? Racial disparities?

•	 Geographically. Is your focus on 
Latin America? A specific U.S. 
state? Cross-regional?

•	 Related to a specific population. Does 
your project explore the experi-
ence of immigrants? Single moth-
ers? LGBTQ adolescents? Low-
income students?

•	 Based on a personal characteristic. Are 
you an international student? A 
female graduate student? A clini-
cian? An undergraduate returning 
to study after working in the field?

 Defining your niche will help you 
narrow down the sea of awards to 

those that are most relevant. It will help 
identify key words to use in database 
searches and make your review of 
eligibility criteria more straightforward. 
Finding your niche also pushes you to 
think about how your work fits into 
broader academic and practice areas 
beyond social work, which opens the 
door to even more funding opportuni-
ties. 

3. You’re a social worker—
leverage it!
 There is something special about 
social workers. We focus on many of 
the same issues as our peers from hard 
and traditional social sciences—poverty, 
health disparities, education inequali-
ties, and others. But as an intervention-
centric profession, social workers aim to 
not only understand why social inequi-
ties happen, but we want to know what 
can be done to alleviate those problems 
and the social impact of interventions 
proposed to address them. 
 As students applying for various 
types of funding, we found that leverag-
ing the uniqueness of social work can 
be quite advantageous. The social work 
advantage may be highlighted through 
a variety of techniques: how you form 
your research question, the policy and 
practice implications you suggest, or 
how you design your research methods. 
Lenore’s research, for example, focuses 
on labor market inequities, a topic most 
researched by economists using quan-
titative modeling. As a mixed-methods 
researcher focused on the person-in-
environment of labor markets, Lenore 
realized that her approach added some-
thing unique to the literature. Funders 
of interdisciplinary awards in particular 
have found this contribution promising. 

4. Make contacts. 
 Networking is a critical part of your 
university experience. This applies to 
funding, too. Amidst times of institu-
tions tightening the belt on budgets, 
leveraging your networks to be in-
the-know on funding opportunities is 
evermore important. The challenge is 
knowing where to start.

Fellowships, Scholarships, and Grants: 10 Tips To Help 
Social Work Students Get That Award

by Lenore E. Matthew, MSW, MA, and Megan S. Paceley, Ph.D., MSW
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 The easiest way to begin making 
contacts and building your funding 
network is to get on email lists. This 
will keep you in the loop on upcom-
ing funding opportunities, as well as 
inform you on upcoming events (such 
as conferences) where you are likely to 
meet like-minded students, researchers, 
and practitioners. 
 Lucrative contacts for social work 
students include:

•	 your own school of social work
•	 area studies and research centers at 

your own and other universities
•	 Social Work Research Network 

(SWRNet)
•	 professional organizations, includ-

ing the Society for Social Work and 
Research (SSWR), the Council on 
Social Work Education (CSWE), 
and the International Federation of 
Social Workers (IFSW)

•	 interdisciplinary research funding 
organizations in the private, public, 
and nonprofit sectors. Options are 
vast and include but are not limited 
to the National Science Foundation 
(NSF), the Social Science Research 
Council (SSRC), U.S. government 
agencies (e.g., U.S. Department of 
Justice), and the Ford Foundation, 
to name a few.

 At a minimum, add yourself to 
these institutions’ email lists. Research 
other professional organizations related 
to your niche and add yourself to those 
lists, too. If a particularly relevant 
award or event arises, reach out for 
more information and go to the event. 
Funders remember people who are in 
contact and express their genuine inter-
est. 

5. You’re an undergraduate? 
A first-year grad student? 
Start applying now!
 With a grasp on the world of fund-
ing and how you fit into it, you’re now 
ready to start applying. But at what 
point in your career should you begin 
applying for awards? The answer is 
now!
 Ideally, you’ll hit the ground run-
ning and submit at least one funding 
application during your undergradu-
ate years or your first year of graduate 
school. After that, applying for awards 
only gets easier. Getting your ideas on 

paper cogently and cohesively early on 
helps you begin to define your research 
and practice agenda. And once your 
first proposal is complete, you’ll have 
a skeleton to work from in future ap-
plications. Return to this skeleton later 
on—but plan on tweaking the structure 
and content as you move forward.
 If you’re nearing the end of your 
studies and haven’t yet applied for any 
type of award—fret not. There’s no time 
like the present! Having some experi-
ence applying for funding (even if you 
don’t receive the award) will serve you 
well before heading onto the job mar-
ket, be it in academia or practice. 

6. Help your recommenders 
help you. 
 If you’re applying for a fellowship 
or scholarship, you’ll most likely need 
two to five letters of recommendation 
from faculty or supervisors. Writing 
a good letter of recommendation can 
take hours and requires a massive in-
vestment of time and effort. To increase 
the odds of receiving compelling letters, 
make life easy for your recommenders. 
Contact them about writing a letter at 
least a month before the deadline. Send 
them a PDF and web link of the award 
description, as well as other materials 
you deem necessary (e.g., your résumé 
or CV).
 It also helps to give each recom-
mender a few ideas of what you would 
like them to highlight. Try to diversify 
the focus of each letter, but make sure 
the content of all letters is relevant to 
the award of interest. For example, 
when Megan applied for scholarships 
and fellowships related to LGBTQ 
youth advocacy, she sought letters from 
dissertation committee members, as 
well as a community member who su-
pervised her work with LGBTQ youth. 
This strategy helped both the scholarly 
and real-world practice contributions 
of her work shine through—vital details 
that funding reviewers couldn’t miss. 

7. Make a timeline and 
stick to it.
 Thinking ahead is key to develop-
ing a compelling funding application. A 
polished proposal takes time to devise, 
so start drafting at least a month in 
advance. To both save time and fine-
tune your ideas, leverage work you’ve 
already done. Use practice proposals 

written for coursework, or, as you ap-
ply for more awards, tweak previous 
proposals (funded or not). 
 In addition, make sure to budget 
enough time to seek feedback from 
multiple eyes. This should include pro-
fessors and colleagues from social work 
and other disciplines. From whomever 
you request feedback, just remember: 
help them help you. Ask in advance, 
and don’t forget to thank them. 

8. Think big, but be 
strategic.
 If you’ve invested the time in writ-
ing a proposal, why stop at submitting 
just one application? As a general rule, 
try to apply for at least three awards 
with the same proposal in a given year. 
The worst that can happen is you don’t 
get an award (you may get valuable 
feedback and can try again), or you win 
all awards and have to turn a few down 
(still good for your CV; note them as 
“declined”). 
 If you submit the same proposal 
for multiple awards, don’t forget to 
tailor the proposal for each award of-
fer. And don’t submit the same pro-
posal year after year. As you progress 
through graduate study, your research 
and practice focus will be refined. Show 
this off with each new funding cycle. 
 Although you should think big, 
you should also be strategic. Perhaps 
you don’t apply for the $60,000 grant 
in your undergraduate program or 
even during year one of your graduate 
program. But every $150 award is a 
mark of prestige and accomplishment. 
Plan on building your CV early on, to 
position yourself to be more competi-
tive as you move forward. Funders love 
to give money to people who have 
already been given it—these applicants 
are a safe bet for a high return-on-
investment.

9. Resources are out there—
use them!
 In addition to the contacts and 
mailing lists, you’re joining (see Tip 
#4 above), there are scores of funding 
resources that students should explore. 
A few of our favorites include:

•	 The University of Illinois Graduate 
College External Fellowships Database. 
Housed at the University of Illinois 
but free and open to the public, 
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this is among the most comprehen-
sive databases of scholarships and 
fellowships for graduate students. 
https://www.grad.illinois.edu/fellow-
ship/ 

•	 Scholarship Search at BigFuture.org. 
Operated by the College Board, 
this online hub houses hundreds of 
scholarships, as well as internships 
and information on other funding 
options, such as loans. This site is 
for undergraduates, as well as high 
school students planning for col-
lege. https://bigfuture.collegeboard.org/
scholarship-search#!welcome 

•	 GrantForward.com. This fee-for-
service database of government, 
foundation, and private donor 
grants lists grants for virtually ev-
ery area of practice and research. If 
your university subscribes, students 
may access the database free of 
charge. Check with your school to 
see if this service is available. http://
Grantforward.com  

•	 The Professor Is In. In her blog and 
book (both of the same name), 
academic-turned-consultant Dr. 
Karen Kelsky shares hundreds of 
excellent tips to optimize your aca-
demic experience and ultimately 

land a job. Although Kelsky speaks 
primarily to doctoral students, her 
tips on writing effective funding 
applications apply to students at all 
levels. http://theprofessorisin.com/

10. Follow these must-do’s! 
 There are some non-negotiables in 
applying for funding. Make sure to:

•	 Stay within the word or page limit.
•	 Make sure you explicitly address 

the criteria the funder requests and 
use headers to set off each of these 
criteria. For a research fellowship, 
for example, required criteria may 
include methods, research design, 
literature review, study signifi-
cance, and implications. 

•	 Submit all documents requested, 
such as transcripts and the correct 
number of letters of recommenda-
tion.

•	 Whenever possible, include a 
cover lever thanking the commit-
tee for reviewing your application, 
even if a cover letter isn’t required.

 And don’t forget—relax and 
have fun! Fellowships and the like are 

evidence that you can bring in grant 
dollars—a critical selling point on the 
job market today. In addition, securing 
your own funding provides the flex-
ibility to develop your own research 
agenda and the autonomy to define 
your educational experience—invalu-
able for emerging scholars and practi-
tioners alike. 
 With a little practice, applying for 
funding gets easier—even enjoyable! 
Start applying and, soon enough, you’ll 
have some extra cash in your pocket to 
help support yourself and your good-
intentioned work. 
 Now how rewarding is that?

Lenore Matthew, MSW, MA, is a doctoral 
candidate at the University of Illinois School 
of Social Work whose research focuses on 
gender inequalities in global labor markets. 
Megan Paceley, Ph.D., MSW, is an as-
sistant professor at the University of Kansas 
School of Social Welfare and an alumnus 
of the University of Illinois School of Social 
Work. Her research focuses on the well-being 
of rural LGBTQ youth.

This article accepted for publication in May 
2016.
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I recently had the opportunity to 
review The Light Between Oceans. It’s 
certainly a departure from the ani-

mated kids’ films that make up the bulk 
of my reviews on Adoption at the Movies. 
 The Light Between Oceans is set in 
post-World War I Australia. Tom is a 
veteran who, upon his return from the 
war, seeks solitude by becoming the 
keeper of a remote lighthouse. He mar-
ries Isabel during one of his visits to a 
nearby community, and then the two of 
them live together miles from anyone 
else. 
 Their happy life is rocked by two 
miscarriages. Shortly after the second 
one, a boat washes ashore near the 
lighthouse. In the boat, Tom and Isabel 
find a crying baby and her deceased 
father. Isabel encourages Tom not to re-
port this finding; she and Tom can raise 
the baby as their own. Tom reluctantly 
goes along with Isabel’s wishes. 
 They name the baby Lucy and 
begin to raise her as their own. While 
the baby is still quite young, Tom learns 
that the baby’s mother is Hannah, a 
resident of his wife’s hometown. From 
a distance, he sees her grief, as Hannah 
believes that both her husband and her 
infant daughter were lost at sea and 
never recovered. Now faced with the 
very real consequences of his earlier 
decision, Tom must work to answer 
a seemingly impossible question. He 
must try to create a course of action 

that will not harm Isabel, Lucy, or Han-
nah. When Lucy is around four years 
old, Hannah comes to believe that 
Lucy is her daughter, and she pursues 
custody of her.
 There is, perhaps, a human 
tendency to take sides. Your friends 
share a story of how someone was rude 
to them, and you share their anger at 
the perceived transgressor. We read a 
newspaper article about a crime that 
was committed, and we caricaturize the 
accused into a cruel villain. We hear 
how people are mistreated, and we lose 
sight of the humanness of the one who 
has done wrong. Empathy is good, and 
it is right to correctly name crime and 
mistreatment. However, is it possible 
that in trying to be empathic, we risk 
inwardly accepting an incomplete or in-
correctly nuanced version of the truth?
 If Tom and Isabel were my friends, 
coming to me with their grief as Han-
nah tries to reclaim Lucy, I would 
acknowledge that they should have re-
ported Lucy, but it would also be easy 
to empathize with them, to feel their 
panic and grief, and to view Hannah as 
an adversary—an unreasonable woman 
who is threatening to break apart the 
family of my friends. 
 If Hannah was my friend, it would 
be easy to empathize with her, and 
to see Tom and Isabel as unthinkably 
monstrous people with no shred of 
goodness or compassion. It is true that 
Tom and Isabel did something illegal. 
It’s also true that they are panicked. 
Hannah is truly grieving and has just 
cause to be furious. It would be right 
to comfort my friends, to validate 
their emotions, and to stand with them 
through the ordeal they face. But 
neither caricature is true. Hannah is not 
unreasonable. Tom and Isabel are not 
without kindness. I would be reading 
the situation wrong if I subscribed to 
either caricaturized view. 
 I’m not sure that I’d be doing my 
friends a service by subscribing to an 
overly simplified view of the other 
person, either. I want to validate their 
experience and their emotions. I want 
to make space for them to express 

whatever they are feeling. I also want to 
understand the other party’s side. I be-
lieve that in understanding the other’s 
point of view and actions, we can view 
them as human, and view them with 
some degree of compassion, even 
though they are in opposition to our 
friends. Even though my friends’ anger 
is understandable, forgiveness will 
probably be vital for them to eventually 
move on in their lives. 
 Seeing the humanness in the other 
makes compassion possible. Com-
passion makes forgiveness possible. 
Forgiveness makes it possible for my 
friends to eventually move forward. If 
my friend isn’t ready for a compassion-
ate view of the transgressor, I can hold it 
until they are ready. In The Light Between 
Oceans, forgiveness seems to have been 
vital for all sides as they moved forward 
from deeply traumatic situations. 
 In our professional capacity as 
social workers, empathy lets us build 
rapport with clients. It makes a safe 
place for our clients to share their feel-
ings and their stories. That might be 
the first step toward wholeness for our 
clients. Forgiveness might be a much 
later step. An uncaricaturized view of 
their situation or adversaries might not 
be possible or helpful to our clients 
now, so we join them with empathy. 
And, by inwardly maintaining an 
openness to an uncaricaturized view of 
their situations, we will be able to help 
them again should they desire to move 
toward forgiveness.  
 Check out The Light Between Oceans. 
Can you see each side with compassion? 

Addison Cooper is 
a licensed clinical 
social worker and the 
founder of Adoption at 
the Movies. His book, 
also entitled Adop-
tion at the Movies 
is coming out in early 
2017 from Jessica 
Kingsley Publishers. 

This article accepted for publication in 
September 2016.

Light Between Oceans, Empathy, and Forgiveness
by Addison Cooper, LCSW

Social Work Goes to the Movies
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We all know what it feels like 
to be disrespected. We may 
not remember exactly what 

happened that made us feel offended, 
but we often profoundly feel the small-
ness of being treated as if we don’t 
matter. 
 Respect is not an optional extra 
in social work. It is one of the founda-
tional principles of practice, and it is 
promoted in professional codes of eth-
ics in countries around the world (see, 
for example: Australian Association of 
Social Workers, 2010; British Associa-
tion of Social Workers, 2012; National 
Association of Social Workers, 2008). 
Human service organizations often 
build the principle of respect into their 
values statements, customer service 
charters, and continuous improvement 
systems. And many social workers 
work hard at being respectful. They 
listen carefully to clients’ stories of 
disadvantage, show sensitivity to their 
individual vulnerabilities, and do their 
best to bring about positive changes 
in their lives. In short, social work is 
based upon a strong ethical regard for 
the dignity of our fellow human beings. 
 Many of us think about respect in 
terms of how we engage with clients, 
often wrestling with how to respond 
appropriately to people living with 
unique and/or complex disadvantage. 
Honoring clients’ dignity is not the 
whole story, however, with social work 
codes of ethics also highlighting the 
importance of showing respect to col-
leagues, including those from diverse 
backgrounds and other disciplines. 
 I was reminded about this “other 
side” of respect during my Ph.D. 
research into the knowledge of dis-
ability support workers who provide 
in-home services to older people with 
an intellectual disability (McGhee, 
2014). The disability support workers 
in this study were not professionals in 
the strictest sense of the word. They 
were not degree-qualified, and most 
were not members of professional as-
sociations. And despite having many 
years’ experience working with people 
with an intellectual disability, many 
had little experience working with 

older members of 
this group (people 
with an intellectual 
disability have only 
recently begun living 
into old age in large 
numbers), and lacked 
vital knowledge 
about how to support 
clients through the sometimes complex 
and frightening transitions into later 
life, such as coping with the deaths of 
friends and family, and developing life-
limiting illness (such as cancer, demen-
tia, and Parkinson’s disease). Workers’ 
lack of knowledge, along with a short-
age of government and community-
based services and resources, meant 
they were heavily reliant on other 
professionals to help them strengthen 
their evidence-based knowledge and 
assist them with supporting clients 
through some of the most challenging 
experiences of their lives. Social work-
ers, in particular, played a critical role 
in linking disability support workers 
to new information and resources, as 
well as providing guidance on complex 
aspects of practice.
 Whereas my research was mainly 
about practitioner knowledge, I also 
learned about a variety of environmen-
tal factors that shaped the nature and 
content of that knowledge. One of the 
themes that came through strongly was 
the role of respect in disability sup-
port workers’ relationships with other 
practitioners and professionals. I found 
that, when workers felt respected and 
valued by social workers and other 
specialists, they frequently sought out 
their advice and incorporated it into 
their practice. However, professionals 
who were disrespectful toward workers 
were usually perceived as arrogant and 
judgmental, and their advice was often 
criticized (and sometimes rejected). 
Mutual respect between professionals 
and practitioners was, I concluded, an 
important strategy for growing both 
strong collegial relationships and robust 
evidence-based practice. 
 My reflections in this area led me 
to the question: If respect is so important 
to the development of strong collegial rela-

tionships and practice knowledge, how can 
social workers become more skillful in this 
area of practice? 
 The following are five simple les-
sons I learned from disability support 
workers, social workers, and other cre-
dentialed specialists who participated 
in the research about how to strengthen 
respect in professional relationships. 

1. Be polite.

 Being polite is about honoring 
dignity. It is a practical way of show-
ing awareness of the people around 
you and the effect your actions may 
have on them. Politeness is not about 
being formal. It’s about being consid-
erate, and there are many behaviors 
that social workers can include in 
their interactions to show concern for 
other people’s needs and feelings. For 
instance, excuse yourself when your 
cell phone rings mid-conversation, and 
avoid cutting people off mid-sentence. 
Ask permission before accessing case 
notes held by other agencies (even 
when you have designated authority 
to do so) or before using resources 
from a colleague’s work space. If you 
need to take notes during a conversa-
tion, let those present know why you 
are taking notes and how they will be 
used. In short, respecting colleagues 
involves making it clear to them that 
safeguarding their feelings, well-being, 
and professional space are important to 
you. 

2. Be conscious about 
your non-verbal 
communication. 

 Much of our communication is be-
havioral in nature, and the non-verbal 
cues we send can enhance or sabotage 

Respect: Ethical Imperative 
or Skills for Success?
by Adrienne McGhee, Ph.D.
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our efforts to build trust and get along 
well with fellow workers. For instance, 
when professionals showed interest in 
what workers were saying (using active 
listening skills such as nodding, main-
taining eye contact, and asking relevant 
questions), workers felt listened to and 
valued. If, however, professionals used 
belittling gestures to show their disap-
proval of workers’ practice, such as 
rolling their eyes or sharing smirks with 
colleagues, the workers in my study 
reported feeling humiliated and, some-
times, enraged. These social workers 
were perceived as arrogant, judgmental, 
and unprofessional, and quickly lost the 
trust and cooperation of workers. Stay 
conscious of your non-verbal behavior, 
and keep your frustrations about others’ 
practice for a private debriefing with 
your supervisor or mentor.  

3. Treat others’ knowledge 
and experience as valued 
contributions. 

 Following on from the previ-
ous point: many of us think we listen 
well to others, but are the people you 
talk with confident that you are really 
hearing them? Many of the disability 
support workers in my study believed 
that professionals were not interested 
in what they had to contribute, and 
did not really hear what they did say. 
Failure to consider their perspectives 
not only made the workers in my study 
feel insignificant; it often resulted in 
poorly designed case plans that didn’t 
achieve the desired objectives. By being 
genuinely consultative—that is, you are 
listening attentively to what others say, 
and are incorporating their perspectives 
into your planning—you are more likely 
to develop approaches that are support-
ed by those who must enact them and 
that actually work in the real world.

4. Adapt communication to 
meet stakeholder needs.

 William Butler Yeats once said, 
“Think like a wise person but commu-
nicate in the language of the people.” 
Using jargon, acronyms, and in-house 
phrases may convince people that you 
are an expert, but they often make 
clients, workers, and other stakeholders 
who don’t use or understand them feel 
excluded or, worse, ignorant. Profes-

sionals who speak the “languages” of 
expert and lay person fluently, and who 
know when and how to use them, are 
not only showing their awareness of 
others’ needs, but can play key roles in 
educating stakeholders and contribut-
ing to systems change. So in your com-
munications with others, pay attention 
to the language they use and the issues 
that matter to them. You are not only 
showing respect when you do this—you 
are also learning about how to offer 
your knowledge in ways that are more 
likely to resonate with a broad range of 
stakeholders.   

5. Contribute instead of 
criticizing.

 Lack of resources is one of the 
major barriers to providing best pos-
sible services to clients. I found that 
social workers who understood the 
practical limitations of service provi-
sion, and who provided disability 
support workers with helpful informa-
tion and links to additional resources, 
not only gained workers’ respect but 
were also seen as being respectful. For 
instance, one of the social workers I 
interviewed during the study talked 
about how impressed she was with the 
high level of care workers provided 
to a woman with a profound intellec-
tual disability who was living with a 
life-limiting illness, and whose family 
wanted her to die at home. This social 
worker went to considerable lengths 
to identify resources for the team, and 
she talked with workers about how to 
practically use those resources. Several 
of the workers told me how they deeply 
appreciated her efforts and, because 
of the trust she inspired, they followed 
her advice diligently. By acknowledging 
and supporting the efforts of workers, 
this social worker contributed to effec-
tive evidence-based practice in what 
were very challenging circumstances.

Respect as Ethical 
Imperative and Skills for 
Success

 The participants in my study 
showed me that respect is not only an 
ethical imperative for social work prac-
tice; it is also a skill-set that human ser-
vice professionals can use to strengthen 
collaboration and grow evidence-based 

practice. Being aware of our impact on 
colleagues, valuing their contributions, 
supporting their efforts, and uphold-
ing their dignity can go a long way in 
creating the collective success that is so 
foundational to bringing about positive 
change in the lives of clients and in the 
systems that support them. 

We learned about gratitude and humil-
ity—that so many people had a hand in our 
success, from the teachers who inspired us to 
the janitors who kept our school clean...and 
we were taught to value everyone’s contribu-
tion and treat everyone with respect. 

Michelle Obama 
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Heeding the NASW call to ac-
tion on structural racism, our 
columns have discussed the 

principles of Undoing Racism® outlined 
by the People’s Institute for Survival 
and Beyond (PISAB). We do this be-
cause racial disparities persist in areas 
touched by social work: child welfare, 
criminal justice, education, health, and 
wealth distribution, where outcomes 
for people of color are consistently 
worse than for White people. We have 
explored some of the complex reasons 
for this, and we now consider a factor 
that is often ignored or misunderstood: 
internalized racial oppression.
 Internalized racial oppression is a 
multigenerational process of accepting 
social messaging about one’s standing 
in society and one’s comparative value. 
Unless there are conscious, rigorous, 
and well-informed efforts to challenge 
them, social messages become internal-
ized and, thus, invisible. Once invisible, 
the legacies of privilege and oppression 
become part of what is handed down 
through generations as social, cultural, 
and institutional norms and practices. 
Therefore, to understand structural rac-
ism, we must understand internalized 
racial oppression.
 Success for any person ultimately 
depends on the efforts of the individual, 
but until the barriers of racism are 
acknowledged and addressed, people of 
color must strive for achievement with-
out the foundation provided to White 
people through imbedded systems of 
White privilege. White privilege includes 
historical and structural components 
that allow greater access to education, 
wealth, and power; it also includes 
cultural messages around race. White 
people can see themselves represented 
throughout American society, and can 
go through life without needing to con-
sider their race when navigating social 
systems. White people do not need to 
consider race as a factor in their suc-
cess or failure. Thus, White people can 
focus on their own skills, talents, and 

work ethics as keys to achievement, 
with cultural messages reinforcing 
the idea that they are deserving and 
capable of success. 
 In contrast, people of color face 
daily challenges imposed by structural 
and institutional racism that are often 
invisible to White people. As they 
put energy and talent into efforts to 

achieve, people of color must respond, 
react, and filter through multiple fac-
tors related to their race: interpersonal 
microaggressions, cultural norms that 
inhibit expression, and structural barri-
ers. These cultural messages reinforce 
the idea that people of color are suspect 
and only capable of success if they dis-
tance themselves from their culture: as 
individuals they may be deserving, but 
their group is associated with failure.
 Internalized racial oppression is 
not individual race bias; the focus is still 
on structural racism. We define racism 
as race prejudice plus power. Power is 
held by social, economic, and political 
institutions. Collective attitudes inform 
culture and institutions, and assump-
tions based on those attitudes become 
part of the structural norm. The norm 
becomes accepted and its history 
forgotten, and this forms the core of 
structural racism.
 The concept of internalized racial 
oppression includes internalized racial 
superiority (IRS) and internalized racial 

inferiority (IRI): two sides of the same 
coin, where IRS is designated as an 
oppression, not a privilege. As noted by 
Martin Luther King and others, people 
cannot be truly free if they participate 
in the subjugation of others, regardless 
of whether participation is intentional 
or if it is an unwitting consequence of 
maintaining the status quo through 
failure to oppose injustice. 
 IRS is defined as the unconscious 
assumption of the inherently superior 
qualities of White people and White 
culture. Nowadays, most White people 
would remove themselves from the 
culpable group, assigning guilt to 
the overt White supremacists who 
live amongst us but are not us. IRS, 
however, is absorbed through cultural 
transmission and shows up subtly. IRI 
is defined as accepting and acting out 
an inferior definition of self that was 
given by White people, rooted in the 
historical designation of people of color 
as inferior. Reinforced by negative cul-
tural messages over many generations, 
the process of disempowerment and 
disenfranchisement becomes part of 
individual and community self-concept 
unless constant vigilance in exercising 
resistance ethics is maintained. When 
healthy resistance breaks down, IRI ex-
presses itself in self-defeating behaviors.
 To understand how IRS and IRI 
affect social work, we offer an example 
of staff group dynamics that happen in 
a wide variety of professional contexts 
and provide a window into the subtle 
manifestations of internalized racial op-
pression. Consider Wendy and Brenda, 
two mid-career social workers. Wendy, 
a White woman, has dedicated herself 
to professional development and has 
been appropriately rewarded by in-
creasing success in her agency. In staff 
meetings, she expresses her opinions 
assertively and has gained the respect 
of her colleagues and supervisor. Her 
ideas often dominate the conversation 
and frequently influence decisions. She 
does not do this forcefully. She simply 
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puts forth an idea, sometimes in the 
form of a thoughtful question, and fa-
cilitates the conversation as others talk 
through the concern. Since her ideas 
and ways of approaching problems 
are in line with the assumptions of her 
White supervisor and the mostly White 
staff, the conversations typically expand 
on what she put forth without much 
deviation from the original idea.
 Brenda, a Black woman, has 
also dedicated herself to professional 
development and is respected as a 
skilled and valued member of the team. 
Brenda’s experience in staff meetings, 
however, is markedly different from 
Wendy’s. When Brenda offers an idea 
or poses a thoughtful question, there is 
little collective attention to her words 
and the wisdom behind them. She is 
never ignored or dismissed, but she is 
also rarely followed in the ways that 
have helped Wendy become a de facto 
leader within the team. 
 Wendy was raised to be confident. 
She was told, directly and through 
numerous cultural reminders, that she 
and people like her are smart, dynamic 
leaders who have the skills and talents 
to change the world. Of course, she 
knows about White people who are not 
successful, but the overarching mes-
sage has always been about the positive 
potential of people like her. As Wendy 
internalized the positive affirmations 
about herself and her community, the 
implicit link with White people/White 
culture went unseen. Wendy is a good 
person, an effective social worker, and 
has internalized racial superiority.
 Brenda was also raised to be confi-
dent, and she is surrounded by people 
of color who are smart, talented, and 
dynamic. Brenda receives other mes-
sages, though. Her parents understood 
that Black students are disciplined more 
severely for subjectively interpreted 
behavior (e.g., disrespect or excessive 
noise), whereas White children are 
more often only punished for things 
like fighting and smoking at school. To 
help her succeed, her parents taught 
her to maintain “proper behavior,” 
which often meant stifling self-expres-
sion. In her community, Brenda sees 
aggressive policing, the effects of mass 
incarceration, and numerous other 
reminders of the struggles of Black 
people. Despite all efforts, she is not 
able to keep the negative messages out, 
and (with anger and sorrow) gives in to 

doubt, holds back full self-expression, 
and sometimes looks at her own com-
munity with suspicion. This is Brenda’s 
internalized racial inferiority.
 Now consider Wendy and Brenda 
together at work, and how the dy-
namics of IRS and IRI can play out 
and reinforce one another. Brenda is 
confident enough to assert herself, but 
the team naturally gravitates toward 
Wendy. Team members like and respect 
Brenda, but more often follow Wendy’s 
guidance. The supervisor, also White, 
is more likely to question or challenge 
Brenda. He says he enjoys a lively 
debate on issues, but engages with 
Brenda in this way more than with 
Wendy. The message to Brenda—and 
the rest of the team—is that Brenda’s 
ideas are suspect or open for debate, 
whereas Wendy’s ideas should be 
followed down a deeper path. Wendy 
feels in a bind. She knows Brenda has 
great ideas, but feels as if she’s being 
condescending when she tries to create 
space for Brenda to speak up. She sees 
Brenda shut down without really trying 
and she’s frustrated with Brenda and 
herself. For Brenda, the extra effort 
for continual assertion is exhausting, 
and it is a painful reminder of negative 
cultural messages. 
 The agency has staff conversations 
about cultural diversity. Wendy holds 
back in these conversations, staying si-
lent to create space for Brenda and the 
other staff of color. She feels her place 
is to listen to the people of color, and 
doesn’t feel that she has anything valu-
able to add. Brenda is also largely silent 
in these conversations, and recognizes 
that the other staff of color do not say 
publicly what they confide privately. To 
speak up in the silence of White people 
in the room feels like exposing herself 
to voyeurism and hurts more than 
helps. Wendy feels humble and open in 
these conversations, but to Brenda, this 
humility feels like an acting out of IRS.
 Wendy is struggling with cogni-
tive dissonance, blocking her ability to 
connect with Brenda. Wendy knows 
she is not superior to Brenda, but her 
unconscious IRS inhibits her otherwise 
natural empathic ability. Until Wendy’s 
IRS becomes conscious, she does not 
have a way to understand the manifes-
tations of institutional racism, nor does 
she have a sincere and supportive way 
to relate to Brenda’s struggles with IRI. 
When her IRS becomes conscious, 

Wendy will have ways to explore 
organizational culture and staff dynam-
ics to understand how IRI and IRS 
are activated. She will then be able to 
coach the supervisor and partner with 
him, so they can both clearly convey to 
the staff that Brenda’s unique contribu-
tions are valued and publicly acknowl-
edge her wisdom and insights. When 
this happens, the work climate will be 
inviting for Brenda and the other staff 
of color, and all staff—and their clients—
will benefit.
 Until then, the relationship 
between Wendy and Brenda, while col-
legial and pleasant, is inauthentic. The 
inauthenticity does not hurt Brenda 
personally—she developed ways to un-
derstand and deal with White peoples’ 
IRS long ago. It does hurt Brenda 
professionally, however, because she 
is deprived of the type of peer-mentor-
ship that helps people achieve success. 
Wendy is hurt personally by being 
deprived of a more fruitful partnership, 
but she is not hurt professionally as she 
continues to enjoy the trust and support 
of colleagues and supervisors. This is 
structural racism manifested through 
internalized racial oppression.
 The next column will be our last 
in this series, and we will focus on 
solutions, actions, and next steps in 
undoing racism in organizations and 
communities.

(Please see online version of this 
article at http://www.socialworker.com /
feature-articles/practice/internalized-racial-
oppression/ to view links to sources.)
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For my last year in the MSW 
program at Grand Valley State 
University, I am completing an 

internship in a practice area I had 
never heard of until being offered this 
field placement—occupational social 
work. The Encyclopedia of Social Work 
(Kurzman, 2013) describes occupational 
social work as:

...one of the newest fields of policy and 
practice, [it] has evolved since the mid-
1960s to become a dynamic arena for social 
service and practice innovation. Focusing 
on work, workers, and work organizations, 
occupational social work provides unique 
opportunities for the profession to affect the 
decisions and provisions of management and 
labor. Despite the risks inherent in working 
in powerful and often proprietary settings, 
being positioned to help workers, their fami-
lies, and job hunters enables professional 
social workers to have the leverage both to 
provide expert service and to become agents 
of progressive social change. 

 My placement is with Crisis Care 
Network (CCN), an organization 
located in Wyoming, Michigan. We 
provide Critical Incident Response 
(CIR) services across the United States 
on behalf of employers, employee as-
sistance programs, and insurers. 

What is Critical Incident 
Response? 

 Critical Incident Response is the 
provision of guidance and support 
to employees and managers after a 
potentially traumatic or disruptive 
event in the workplace. This service is 
appropriate for a variety of situations, 
including corporate downsizing, death 
of an employee, workplace violence, in-
dustrial accidents, and natural disasters. 

We might provide these 
services to cashiers, 
factory workers, first 
responders, school 
teachers, business exec-
utives, farmers, airline 
employees, or people 
working in many other 
fields.

 The U.S. Bureau of Labor Sta-
tistics  (n.d.) reports more than 4,500 
fatal occupational injuries annually and 
more than 900,000 workplace injuries 
or illnesses resulting in days away from 
work in 2014. In 1999, the Surgeon 
General reported that employers lost 
an estimated $70 billion annually to 
untreated or ineffectively treated mental 
health disorders (Surgeon General, 
1999). How many individuals must these 
figures represent who are struggling to 
live healthy, productive lives, and how 
many families struggling to make ends 
meet? Work plays a huge role in most 
of our lives, and the opportunity to feel 
productive and provide for loved ones 
can be central to our well-being.
 So, we have a great opportunity 
for the field of social work to practice 
at all levels in a way that can be very 
meaningful to us and our clients. We 
can help employees receive care, help 
organizations be more effective, and 
advocate for the values and goals of 
social work in the workplace and the 
marketplace. So how do we do that at 
Crisis Care Network?
 At CCN, we have a call center 
available to our clients 24 hours a day 
for whenever a critical incident occurs. 
When a call comes in, our staff imme-
diately goes to work finding a CIR-
trained professional in the area who 
can respond. Our network is made up 
of 3,600 specially trained professionals 
across the country. Our providers make 
contact before arriving on site to as-
sure they understand the details of the 
incident and begin to collaborate with a 
contact at the organization in deciding 
the best course of action.
 While on site, one or more of our 
providers will work with leadership at 
the organization to provide accurate 
information about the incident, psycho-

Occupational Social Work and
 Critical Incident Response

by Tim Piers
education on trauma and self-care, 
and group or individual support to 
employees and managers affected by 
the incident. We have ongoing training 
opportunities for our providers to keep 
them informed on best practices in our 
field and issues related to the diverse 
populations and organizations we serve.
 My placement at CCN is in the 
training and special projects depart-
ment. As such, I’ve had the opportunity 
to both participate in many of our 
trainings related to Critical Incident 
Response and create training materials, 
handouts, and continuing education 
exams. So, if you decide to join our net-
work at some point in your career, you 
may have the chance to answer some of 
my exciting multiple choice questions! 
But in all seriousness, my placement 
has provided me a great opportunity to 
learn deeply about an area of practice 
that has become fascinating to me and 
participate in micro- and macro-level 
experiences.
 One of the first things I was able 
to do at CCN was take our online CIR 
training course and help develop the 
exams for an updated version of the 
training. Doing this really helped me 
to understand the ins and outs of CIR 
practice and the ACT model that we 
utilize. One important thing to know 
about CIR is that it is not therapy. 
Although clinical skills of engagement, 
assessment, and communication are 
key to being successful in CIR practice, 
the level of intimacy and dialogue that 
occurs in the therapeutic relationship is 
not appropriate for CIR.
 The acronym ACT in our model of 
Critical Incident Response stands for 
Acknowledge, Communicate, and Transi-
tion. The ACT model operates within 
the framework of Psychological First 
Aid, the current evidence-informed 
model used in serious crisis events.

•	 Acknowledge: Name the event 
and its basic details in clear lan-
guage. Describe common reactions 
employees may be having to this 
unexpected event in a way that 
validates and destigmatizes acute 
stress.



The New Social Worker     Fall 2016    31

•	 Communicate: Provide practical 
information about coping strategies 
and self-care in a compassionate 
and professional manner. Describe 
the typical timeline of recovery 
from an unexpected event.

•	 Transition: Emphasize individu-
al’s natural resiliency. Encourage 
them to use their support system. 
Provide handouts with pertinent 
information you have covered 
and information on additional 
resources.

 Although critical incidents and 
other potentially disruptive events can 
be temporarily shocking or stressful to 
anyone in an organization or com-
munity, the most common outcome to 
these events is a return to normal func-
tioning. Human beings are designed 
to withstand difficult life events, and 
many of us find a natural resiliency that 
perhaps we didn’t expect.
 However, in the case of a particu-
larly difficult event, or for individuals 
who have been through previous trau-
ma or manage co-occurring disorders, a 
critical incident may require additional 
treatment. Within any organization, 
approximately 15% of employees will 
experience symptoms that meet criteria 
for Acute Stress Disorder or Post-Trau-
matic Stress Disorder after a critical 
incident (Harvey & Bryant, 1998). 
Many employers have an Employee 
Assistance Program, which provides 
low-cost or free counseling and may be 
able to refer employees to local mental 
health professionals. 
 Depending on the needs of em-
ployees and managers and the time 
available for CIR services, provid-
ers can work with the organization 
to determine what services will be 
most effective. Most Critical Incident 
Responses will begin by assembling the 
largest group of employees affected, 
providing the basic details of the event, 
and explaining common reactions and 
techniques for self-care. If appropri-
ate, interactive group sessions may 
be offered to allow employees with 
additional concerns to share their reac-
tions and ask questions. For employees 
not comfortable in the group setting or 
desiring further help, one-on-one op-
portunities might be scheduled on-site.
 Sometimes the size of the organiza-
tion or the nature of the event requires 

multiple providers or multiple days of 
services. It is always important to make 
decisions and plan in collaboration with 
the point-of-contact at the organization 
and other leaders who are involved. As 
CIR is not therapy, it requires adapt-
ing boundaries and termination in a 
manner that is fitting to a more formal 
relationship. 
 Critical Incident Response is 
primary to what we do at Crisis Care 
Network, but we are always working 
to develop new services that best fit 
the changing needs of the workplace 
and incorporate new research related 
to our field. Currently, I am pouring 
over research on collective trauma and 
secondary traumatic stress to better 
understand how individuals can be 
indirectly affected through disruptive 
events in a community or workplace. 
New research suggests that exposure to 
media coverage of an event or being 
connected to the event in other ways 
can affect some individuals in the same 
way as being directly exposed to the 
event (Holman, Garfin, & Silver, 2013; 
Schultz, et al., 2012). 
 The growth of occupational social 
work in the 1960s came mostly in 
response to helping employees strug-
gling with alcoholism. Since then, the 
field has continued to expand into 
other areas of practice (such as Critical 
Incident Response) with employees and 
organizations. As more organizations 
become concerned with social respon-
sibility and understand the importance 
of caring for the worker holistically, the 
field may continue to grow. 
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CSEC and Its Impact on 
Medical Social Work

by Latonya Hamilton, MSW, LCSW

Tiffany is a 14-year-old female travel-
ing through the city’s airport with 
a 22-year-old male. They are on 

their way to a local hotel, where a room has 
been reserved for the weekend. A dozen guys 
have already pre-arranged to have sex with 
her for the night. Tiffany could never have 
imagined being here. A mere week ago, she 
was coerced into running away from home by 
a man promising a bright modeling future, 
but now the course of her life has completely 
changed. After a few days, she was shown the 
“modeling agent’s” true intentions. He is, in 
actuality, a sex trafficker and exploiter and 
has threatened and beaten Tiffany. She is now 
afraid, intimidated, and confused by the situ-
ation she faces. She is not alone. 

 Although Tiffany, in the above case, 
is fictional, the situation she faces is not.  
Her circumstances are representative of 
an increasingly emerging population. 
They are victims of Commercial Sexual 
Exploitation of Children (CSEC), a 
relatively new and fast growing issue that 
has begun ravaging our nation. Many 
medical social workers, like me, face the 
harrowing responsibility of identifying 
victims of CSEC, providing the ap-
propriate care to them, and advocating 
for more community programs to assist 
them.
 CSEC is defined as sexual exploita-
tion of a child, primarily or entirely for 
financial or other economic gain. The 
gain can be monetary or non-monetary, 
but in every instance, involves maxi-
mum benefit to the exploiter or trafficker 
(Estes & Weiner, 2001). In the hospital, 
social workers are often the first advo-
cates that these victims encounter after 
being removed from sex traffickers/
exploiters by the police and/or other 
community agencies. It is imperative 
for social workers to be able to identify 
the signs that a child or teen has fallen 
victim to CSEC. 

Recognizing the Signs

 One of the many signs, which 
may be conspicuously hidden, is tattoo 
markings or brandings. The victims will 
have specially marked tattoos or brand-
ings on their bodies that they might be 

unwilling to provide an explanation 
for. Sometimes the tattoos are the first 
detectable sign of a CSEC victim. They 
serve as markers, identifying the victim 
as belonging to a particular trafficker/
exploiter. “This permanent reminder of 
captivity serves to brand the victim in 
such a way that she is further de-iden-
tified and de-humanized; the victim is 
seen as a commercial product,” accord-
ing to Isaac, Solak, and Giardino (2011). 
The tattoos or brandings vary in design 
and can range from the branding of a 
tattoo with the trafficker’s/exploiter’s 
name to a simple butterfly tattoo. Other 
tattoos may appear stranger, such as 
barcodes on the wrist, neck, inner thigh, 
or chest. 

 Another identifying sign of a pos-
sible CSEC victim is presentation to 
the hospital with an older person, either 
male or female, who they may call their 
“boyfriend,” “daddy,” or “bottom bitch.” 
During the ER visit, the victim may 
exhibit an inability to make eye contact 
with this older person or may be unwill-
ing to answer any questions, instead 
deferring to the trafficker/exploiter. In 
assessing the case, the social worker 
should note whether the older person 
accompanying the patient displays an 
unwillingness to leave the room when 
asked or appears to display controlling 
or threatening behavior toward the 
patient. Many times, this can serve as a 
clear sign that the person is a trafficker/
exploiter who wants to constantly moni-
tor the victim in public to ensure that 
criminal acts are not disclosed. 
 Behavioral signs of fear, anxiety, 
depression, or submission are also clues 
that the patient may be a CSEC victim. 

Patients who have run away from home 
at least three times in a 6-month period 
comprise the largest group of minors 
suffering at the hands of the traffick-
ers/exploiters. These runaways may 
exhibit an unwillingness, defensiveness, 
or vagueness about their whereabouts, 
age, or name. Runaways are at high risk 
for becoming victims of CSEC. Social 
workers should ask patients questions 
about how they’re caring for them-
selves, if they’re allowed to come and 
go as they please, or if they have to ask 
permission to do certain things, like eat, 
sleep, or use the bathroom.
 A patient presenting multiple times 
to the hospital for an STI (sexually trans-
mitted infection) or for pregnancy tests 
may also be a victim of sex trafficking. 
During hospital visits, they may attempt 
to justify the multiple STI checks or 
pregnancy tests by stating that they have 
many “boyfriends” or just like to have 
sex “a lot.” Presentation of patients for 
alcohol and drug intoxication may also 
act as an identifying sign to determine 
whether the child is a victim of CSEC. 
Frequently, patients who present for a 
sexual assault evaluation are victims of 
CSEC. 
 Because so many identifiers for 
victims of CSEC are also identifiers 
for other issues, it is important for the 
medical social worker to complete a full 
psychosocial assessment. 

What Should Social Workers 
Do?

 After identifying a patient as a 
CSEC victim, what should the social 
worker do? Fortunately, many agencies 
have developed protocols to address 
CSEC cases in the hospital. In my agen-
cy, we have developed a protocol to use 
when encountering exploited patients. 
Our protocol was originally designed 
to address victims of sexual abuse, and 
although it has been slightly modified, it 
still serves as a very good model in the 
treatment of CSEC victims who social 
workers encounter at the hospital. The 
protocol is a multidisciplinary one that 
involves medical, law enforcement, 
and advocacy agencies collaborating to 
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ensure that CSEC victims obtain the 
services necessary to remove them from 
their circumstances. 
 One of the most important safe-
guards a social worker can establish for 
the victim is creating a safe environ-
ment. Often, CSEC victims have been 
isolated and are convinced that no one 
cares about them, as a result of psycho-
logical deceptions and physical abuse. 
Therefore, victims may embrace the 
belief that their life is inescapable and 
may not trust the social workers, case 
workers, or law enforcement officers 
who attempt to help them. It is the re-
sponsibility of the social worker and the 
medical staff to make sure that patients 
understand that in the hospital, they are 
protected and safe. The social worker 
must use a non-judgmental approach 
when assessing patients and ask ques-
tions that are non-threatening, continu-
ously assuring patients that they are free 
to express their feelings and emotions. 
Medical social workers should not rush 
victims to answer questions. Instead, we 
should allot adequate time to establish 
rapport with them. The building of trust 
is essential in providing an atmosphere 
conducive to communication.
 As medical social workers, we 
have an important role in documenting 
the victim’s injuries and also describ-
ing the myriad of social and emotional 
adversities that have affected the life of 
the CSEC victim. This information is 
important to law enforcement agen-
cies and prosecutors of the trafficker/
exploiter. The documentation is also 
pertinent information for community 
agencies, as it can help them determine 
the appropriate referrals and resources 
to help the victim. When contacting 
outside agencies, especially law enforce-
ment, social workers should emphasize 
that the victim is just that, “a victim.” It 
should be clear that the victim is in need 
of services and resources, not incarcera-
tion. 
 In Georgia, the social worker 
should contact supportive services, 
such as the Department of Family and 
Children Services and/or GA Cares to 
assist the victim in obtaining a safe home 
environment. The police, should the vic-
tim desire to press charges or seek legal 
remedies against the trafficker/exploiter, 
should also be contacted.
 You might ask, “What can I do 
as a medical social worker to assist in 
the eradication of CSEC crimes in my 
area?” Well, that is a very good ques-

tion and the answer, though simple, is 
not easy. It’s a difficult process to rid a 
society of an ill that has been allowed 
to fester and grow. Although sex traf-
ficking is new to some areas in Georgia, 
it is not a new crime. It has been in 
existence for decades and has con-
cealed itself in night clubs, strip clubs, 
bars, truck stops, and in media such as 
BackPage and Craigslist. 
 More community resources are 
necessary. Organizations like GA Cares 
work tirelessly to try to find emergency 
housing for victims of CSEC. However, 
at this time, it is a very difficult feat. Cur-
rently, GA Cares is the single statewide 
coordination agency for Georgia that 
coordinates care for victims of CSEC. 
It serves all the youth for the state. GA 
Cares has two or three facilities in Geor-
gia that are able to accommodate CSEC 
victims; unfortunately, those facilities 
can house only about three dozen girls 
(Human Trafficking Task Force, 2008). 
Victims who are not fortunate enough 
to obtain specific housing for concerns 
involving CSEC are referred to foster 
homes or group homes. Many of these 
homes lack the resources or education 
necessary to address the many issues 
that CSEC victims face after being freed 
from traffickers/exploiters (Estes & 
Weiner, 2001). 
 An additional concern related to 
housing is the lack of housing available 
to accommodate the male victims of 
CSEC. It is imperative that we, as social 
workers, advocate for more funding so 
more victims—both male and female—are 
able to leave the violent life of sex traf-
ficking. 
 Advocating with your state repre-
sentatives for stiffer penalties for traffick-
ers/exploiters is also needed, to ensure 
that once the crime is committed, the 
appropriate penalty is served. More edu-
cation about the subject of Commercial 
Sexual Exploitation of Children is also 
required, to ensure that our communities 
are aware and understand the impor-
tance of protecting these young victims. 
 We are all responsible for the wel-
fare of our young children. As President 
Barack Obama stated:

It ought to concern every person, because it’s 
a debasement of our common humanity. It 
ought to concern every community, because it 
tears at the social fabric. It ought to concern 
every business, because it distorts markets. 
It ought to concern every nation, because it 
endangers public health and fuels violence 

and organized crime. I’m talking about the 
injustice, the outrage, of human trafficking, 
which must be called by its true name—mod-
ern slavery. (White House, 2012.)

 I couldn’t agree more with Presi-
dent Obama. It is imperative that we get 
involved in assisting victims of CSEC 
and working with our state and national 
leaders to help pass laws to ensure that 
victims of CSEC are protected and traf-
fickers/exploiters are prosecuted.
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Reviews
Why Are They Angry With Us? Essays 
on Race, by Larry E. Davis, Chicago, IL, 
Lyceum Books, ISBN 978-1-943137-12-1, 
2016, 130 pages, $34.95.

 In Why Are They Angry With Us?, 
Dr. Larry Davis has written a book that 
analyzes the complexity of racism and 
its impact on both those who are op-
pressed and those who are privileged, 
in an accessible format. “Race is what I 
always have thought most about,” Dr. 
Davis writes in the introduction. From 
his personal narratives as a multi-racial 
boy to his unique perspective as a social 
worker and educator, he analyzes inter-
nalized racism, White privilege, and the 
differences between African Americans 
and immigrants. “In fact, I have been 
thinking about race as long as I can 
remember thinking about anything,” 
Dr. Davis states. “Race was very much 
a topic in our home and, most probably 
because of this, it became my primary 
tool for analyzing life.”
 As a young boy, the author re-
members asking this question: Why are 
they angry with us? This quintessential 
question provides the foundation for 
the series of eight essays. This boyhood 
question led him to ask why a marginal-
ized population—subject to racism in 
housing, education, voting rights, and 
mass incarceration—would be the target 
of anger? This is especially relevant in 
the political climate in which White 
Americans are longing for the “good ole 
days” and African American males are 
victims of “legalized” gun violence from 
Ferguson to Cleveland to Chicago. Why 
are Whites angry at African Americans? 
This book provides some answers.
 In the focus on “internalized rac-
ism,” Davis provides a clear picture of the 
struggle to “free Black people from psy-
chological legacy of anti-Blackness.” He 
discusses the long-term disadvantages of 
internalized racism for the African Ameri-
can community, including Black-on-Black 
crime. He uses the detrimental impact of 
internalized racism as the lens to explain 
the recent movement of Black Lives Mat-
ter as a principled stance to internalized 
racism, not as an anti-White movement.
 This book is relevant because it 
addresses many issues that confront the 

African American community in the 
“post-racial” days after the election of 
President Obama. It is a response to 
the notion of a “color-blind” commu-
nity where it is unacceptable to discuss 
race. The author contributes to the 
scholarly, complex, and often difficult 
conversations that are taking place in the 
electronic and paper media about race, 
racism, and racism’s impact on the con-
temporary political situation in America.
 Why Are They Angry With Us? is ac-
cessible and easy to read. It would be 
beneficial for social work students trying 
to understand the roles of internalized 
racism and internalized dominance in 
clinical social work practice. It provides 
insights to social work practitioners 
about the internal world of their clients 
and encourages understanding of the 
person-in-environment perspective nec-
essary for effective social work interven-
tion. This book is also useful for anyone 
who wants to enhance knowledge and 
understanding about race, racism, and 
race relations in the U.S. today.   

Reviewed by Edith C. Fraser, Ph.D., MSW, 
ACSW, retired professor and administra-
tor, Oakwood University, Alabama A & M 
University.
 

The Helping Professional’s Guide to Ethics: 
A New Perspective, by Valerie Bryan, Scott 
Sanders, and Laura Kaplan, Chicago, IL, 
Lyceum Books, ISBN 978-1-933478-04-3, 
2016, 180 pages, $39.95.

 The Helping Professional’s Guide to 
Ethics: A New Perspective contributes to 
social work ethics by proposing a com-
prehensive framework that differs from 
traditional principlism. This framework 
is based on the common morality theory 
of Bernard Gert (1934-2011), a Dart-
mouth philosopher and bioethicist. His 
theory appeals to a common moral sys-
tem from which more particular moral 
rules and standards are derived.
 The book begins with moral theory, 
including short summaries of deontology 
and utilitarianism. The authors critique 
several social work ethics texts as lack-
ing useful ethical reasoning processes 
applicable in actual practice. They assert 
that education that resorts to application 
of principles or values from ethics codes 
and decision trees does not enable a 
thorough understanding of moral action. 
They then explicate Gert’s theory as a 
more superior method for decision-mak-

ing in human services, particularly social 
work. 
 Gert’s theory assumes a moral 
system exists, implicitly, in daily actions; 
this system can be explicitly described. 
It assumes all humans are vulnerable 
and fallible. Humans can agree to 
avoid harm and agree on fundamental 
rules to do that. Gert asserts that “the 
evidence for a moral system is seen in 
the overwhelming agreement on most 
benign moral matters...an understand-
ing of the moral system places limits 
on what is morally acceptable and not 
acceptable...” (Gert, at al., 2006, cited 
on page 37). The common moral system 
is informal, public, agreed upon by all 
rational individuals, and characterized 
by impartiality with both moral rules 
and moral ideals.
 The authors rarely refer to “ethical 
dilemmas,” wanting to complexify our 
thinking beyond considering ethical is-
sues as only conflicts between principles. 
From the common morality perspective, 
a dilemma occurs when a worker might 
make a decision that knowingly violates 
a moral rule. The worker then must 
justify the violation.
 The common morality framework 
uses the Four Component Model of 
moral development (Rest, et al., cited 
on p. 23), consisting of moral sensitivity, 
judgment, character, and courage, and 
Gert’s 10 moral rules (e.g., do not cause 
pain, do not deprive of freedom) and 
five moral ideals (e.g., prevent or reduce 
[risk of] loss of pleasure). The authors 
then take readers through confidentiality/
duty to warn, competency, paternalism, 
informed consent, and dual relationships. 
 This book provides a useful new 
perspective on the ages-old challenge of 
moral decision-making in social work. 
The authors acknowledge that reason-
able social workers can, and do, disagree 
about what constitutes a moral decision 
in challenging practice situations. They 
combine universalism (common moral-
ity across time and place) with slight 
discussion about particularism (how 
one culture might prioritize and apply 
such common rules). Recognizing there 
is no single right answer to an ethical 
question, the authors hold that follow-
ing the common morality approach will 
aid social workers to feel more secure in 
their decisions. 
 Social workers and clients would 
need more thorough understanding of 
ethical theory to find this book useful. 
This is an illuminating reference for 
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teachers of social work ethics, and, with 
additional study of normative traditions, 
is appropriate for upper level under-
graduates and graduate students in social 
work.

Reviewed by Mary S. Carlsen, MSW, LISW, 
Professor of Social Work and Chair, Depart-
ment of Social Work and Family Studies, St. 
Olaf College.

Practicing Rural Social Work, by Paul 
Force-Emery Mackie, Kimberly Zammitt, and 
Michelle Alvarez, Chicago, IL, Lyceum Books, 
ISBN: 978-1-933478-71-5, 2016, 158 
pages, $32.95.

 Force-Emery Mackie, Zammitt, and 
Alvarez have written a comprehensive 
book about the complexities of prac-
ticing rural social work. The authors 
explore the challenges, and inherent 
strengths, from the perspective of the 
client and the social worker. Histori-
cally, the intricacies of rural social work 
practice have been overlooked. 
 On a micro level, residents of a ru-
ral community face an array of barriers 
that can easily become overwhelming. 
Residents are geographically, socially, 
and economically isolated and are also 
at increased risk of being diagnosed 
with a substance abuse or mental health 
disorder. Residents are noted to lack 
accessible public transportation and are 
at increased risk of unemployment. The 
authors note significant disparities with 
regard to accessing mental health, sub-
stance abuse, and health care services. 
These barriers are significantly amplified 
by poverty, which is prevalent in the 
rural community. 
 At a macro level, rural communities 
often lack the economic diversity, as well 
as the natural and human capital and 
resources, to create and sustain change. 
This is further compounded by geo-
graphic isolation and the tendency for 
many youth to migrate to a more urban 
area. This often means rural communi-
ties remain stagnant despite the need for 
advocacy, advancement, and change.
 Social workers are likely to face 
professional isolation and ethical chal-
lenges related to confidentiality, privacy, 
and dual relationships more frequently 
than their urban community counter-
parts. To be an effective social worker 
in a rural community, the authors assert 
practitioners must develop a genuine 
appreciation for the rural way of life, 

embrace the community’s culture, and 
demonstrate a long-term commitment 
to the betterment of the people and the 
community as a whole.
 Because of the unique challenges 
faced in rural communities, interven-
tions must be culturally relevant and 
employed within an accepted context. 
The book identifies best practice models 
of intervention for the rural community. 
Interventions must focus on the interac-
tions within and among the systems that 
surround residents of the rural commu-
nity. Interventions must also center on 
the inherent strengths of the community 
and promote mutual assistance, as well 
as enriching the available resources.
 Social workers must be well-versed 
in a generalist practice model and utilize 
the inherent community supports and 
informal networks to supplement the 
gaps in formalized services. Social work-
ers must be creative and savvy when 
coordinating services, to avoid unneces-
sary duplication and help the commu-
nity to create and sustain positive change 
through the linkage of services.
 This book is written in an acces-
sible manner and is important to the 
field of social work. The authors offer 
concrete ideas to assist students, social 
workers, and community action agents 
in advocating for this population on 
micro, mezzo, and macro levels. This 
book is an excellent resource for anyone 
wanting to learn more about rural 
populations and is framed in a relatable 
manner. The book provides real-life 
case examples that can aid in classroom 
discussion, as well as cultivate a deeper 
appreciation of the nuances faced when 
practicing in a rural context. 

Reviewed by Dana Holcomb, MSW, social 
work faculty, Ferris State University.

Adult ADHD-Focused Couple Therapy: 
Clinical Interventions, edited by Gina Pera & 
Arthur L. Robin, New York, NY, Routledge, 
ISBN: 978-0-415-81210-8, 2016, 236 
pages, $39.95.

 A key premise of this strengths-
based approach to the treatment of 
couples with an ADHD-affected partner 
is the executive function framework. In-
dividuals affected by ADHD, often not 
diagnosed in childhood, demonstrate 
marked deficits that affect relationships 
and communication. Attention to the im-
pacts of ADHD on the relationship help 

to focus strategies for effective change.
 This book begins with an overview 
of the diagnosis of Attention Deficit Hy-
peractivity Disorder (ADHD) in adults 
and includes demographics and statisti-
cal information related to its prevalence 
in couples who seek therapy. This first 
section can be a beneficial overview for 
clinicians doing couples therapy. Section 
II highlights evidence-based strategies 
beginning with psychoeducation about 
ADHD. Robin’s psychoeducation and 
Ramsey’s CBT chapters, in particular, 
provide clear frameworks and step-by-
step intervention strategies. Parallels to 
those who are not affected by ADHD 
are identified, so clinicians can modify 
their approaches with couples in line 
with the challenges each couple experi-
ences. The chapter on medications by 
Pera and Robin discusses strategies that 
can be implemented in therapy to com-
municate most effectively with the physi-
cian and track success. Another chapter 
by Robin, highlighting a framework for 
behavior change, would be a helpful aid 
in the progression of therapy, promot-
ing positive change with strategies that 
can be applied to a range of conflictual 
situations. As an alternative approach, 
Robbins discusses the modification of 
Imago Relationship Therapy (IRT) 
when working with ADHD-affected 
couples. Section III addresses the special 
topics of co-parenting, sexual issues, and 
money management. Throughout the 
text, individualized treatment, emphasis 
on strengths, and readiness to change 
round out the discussion of successful 
interventions.
 The text is best for both beginning 
and experienced clinicians providing 
therapy. Each chapter uses case ex-
amples that demonstrate the topic and 
application of the frameworks provided. 
In addition to the book, there is a 
companion website. Concluding each 
chapter are additional potential resourc-
es and extensive bibliographies for those 
wanting to delve deeper into the topic. 
The final chapter provides a listing of 
resources—books, online classes, videos, 
and links to organizations that could be 
helpful to clinician and client alike. The 
editors and contributors provide useful 
tools for practice, as well as opportuni-
ties for additional research. 

Reviewed by Joan Groessl, MSW, Ph.D., 
LCSW, Assistant Professor and BSW Pro-
gram Coordinator, University of Wisconsin-
Green Bay.
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Social Work Exam Prep Review. Prepare right on 
the Internet!! Multiple choice exam banks, Timed 
Questions, Secrets to Passing, DSM-5 Terms, 
Notables, all Online and Interactive. Reveal strengths 
and weaknesses so you can map your study strategy. 
Check out our FREE QUESTION SAMPLER!! 
Licensure Exams, Inc.

STUDENT LOAN FORGIVENESS for Social 
Workers. Learn about new programs with the US 
Department of Education. 888-850-4819 www.
careconnectusa.org

Want to advertise in this space? Contact Linda 
Grobman at lindagrobman@socialworker.com. 
Advertise in The New Social Worker magazine and/
or on our website at http://www.socialworker.com to 
reach social workers and social work students with 
information about your publications, courses, other 
products, and services related to the social work 
profession.

Network With The New Social Worker!

 As of October 3, 2016, we 
have reached 154,359 “likers” of 
our page on Facebook.
 Besides providing informa-
tion about The New Social Worker 
magazine, the page has features 
of a typical Facebook timeline. 
We list upcoming events and 
send updates to our “likers” 
when there is something inter-
esting happening!
 Are you on Facebook? Do 
you love The New Social Worker? 

Show us how much you care! 
Be one of our Facebook “likers” 
and help us reach 200,000 (and 
beyond)!
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Facebook page for our 
SocialWorkJobBank.com site! 
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latest books at our White Hat 
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Follow us at:

http://www.twitter.com/newsocialworker
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Our new Self-Care Section brings 
together in one place:

•	 Self-care articles from The New 
Social Worker

•	 Self-Care Summer 2016 Project
•	 The NEW Self-Care A-Z Blog, by 

the editors and contributors to 
The A-to-Z Self-Care Handbook 
for Social Workers and Other 
Helping Professionals
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selfcare



Introducing a ground-breaking book from The New Social Worker Press...

Real World Clinical Social Work
Find Your Voice and Find Your Way

by Dr. Danna R. Bodenheimer, LCSW
Social work graduate school is only the beginning of your preparation for professional life in the real world 
as a clinical social worker. Dr. Danna Bodenheimer serves as a mentor or a supportive supervisor as she 
shares practice wisdom on topics such as thinking clinically, developing a theoretical orientation, consider-
ing practice settings, and coping with money issues. She addresses the importance of supervision and how 
to use it wisely. A frank discussion on the important and rarely-talked-about issue of loving one’s client is 
followed by a practical look at next steps—post-graduate options and finding your life’s work in clinical 
social work. Altogether, Real World Clinical Social Work will serve to empower you as you find your own 
voice, your own way, and your own professional identity.
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What People Are Saying

Danna Bodenheimer’s book is the clinical supervisor you always wanted to have: brilliant yet approachable, 
professional yet personal, grounded and practical, yet steeped in theory, and challenging you to dig deeper.

Jonathan B. Singer, Ph.D., LCSW, Associate Professor of Social Work, Loyola University Chicago, 
Founder and Host, The Social Work Podcast

[From the Foreword] Using powerful case examples and a series of carefully crafted questions, this book 
challenges readers to think broadly and deeply about their own social work practice and identity. It is 
an invaluable companion for beginning social workers and educators alike.

Lina Hartocollis, Ph.D., LCSW,Dean of Students, Director, Doctorate in Clinical Social Work 
Program,University of Pennsylvania School of Social Policy & Practice

Reading Danna Bodenheimer’s Real World Clinical Social Work: Find Your Voice and Find Your Way is 
like spending a weekend in a wonderful candid conversation with many of our favorite theorists! While 
sharing her own perspectives and experiences, Bodenheimer invites us to reflect on topics as far-ranging 
as the essential components of the different modalities we can use in assessing and addressing client needs 
to identifying the elements that are critical to both the effectiveness of our professional practice and the 
sustenance of our personal lives. In language that is accessible, oftentimes metaphoric, and yet not at 
all simplistic, this book also introduces us to some of the clinical experiences of clients and therapists 
through an interweaving of their stories and theories. ...spending time with Real World Clinical Social 
Work is a real gift to yourself and everyone you serve.

Darlyne Bailey, Ph.D, ACSW, LISW,  Dean, Professor, and MSS Program Director, 
Graduate School of Social Work and Social Research, Bryn Mawr College

It is nearly impossible to begin a career as a budding clinical social worker without the accompaniment 
of a variably loud inner voice that says, “You have no idea what you are doing.” Dr. Bodenheimer be-
friends the beginning clinician with this incredibly personable and accessible book and says, “Sure, you 
do.” Dr. Bodenheimer uses herself as a vehicle for connection with the reader, and she speaks directly 
to that inner voice with compassion, understanding, and guidance.
Cara Segal, Ph.D., Smith College School for Social Work, faculty, Private Practitioner, Northampton, MA 

ABOUT THE AUTHOR
Dr. Danna Bodenheimer, LCSW, lives and works in Philadelphia, PA. She gradu-
ated from Smith College, earning her bachelor’s degree in Women’s Studies, and 
received a post-baccalaureate degree in psychology from Columbia University, 
Danna began her social work career at the Tuttleman Counseling Center at Temple 
University. After receiving her DSW from the University of Pennsylvania, Danna 
began a teaching career and her own private practice. She currently teaches at Bryn 
Mawr’s Graduate School of Social Work and Social Research and is director of the 

Walnut Psychotherapy Center, a trauma-informed outpatient setting that she founded, specializing in 
the treatment of the LGBTQ population.

ISBN: 978-1-929109-50-0 • 2016 • 5.5 x 8.5 • 223 pages  •  $19.95 plus shipping  
Order from White Hat Communications, PO Box 5390, Harrisburg, PA 17110-0390

http://shop.whitehatcommunications.com  717-238-3787 (phone)  717-238-2090 (fax)
Also available now at Amazon.com

“No doubt, new social 
workers will find this 

an accessible, practical 
primer...and a life raft 
for embarking on the 

profession!”
Anne Marcus Weiss, LSW, MSW
Director of Field Education, 

University of Pennsylvania, School of 
Social Policy & Practice
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PRAISE FOR THE BOOK

“As someone near the end of a long career in social work and social work education, I found 
the stories of Ogden Rogers in his collection, Beginnings. Middles, and Ends, to reflect so 
much of my own experience that I literally moved back and forth between tears of soulful 
recognition and laugh-out-loud moments of wonderful remembrances. There is something 
truthful and powerful about the artist who is willing to put a masterpiece together and leave 
the telltale signs of failed attempts. Too many who reflect on their past do so to minimize 
imperfection, setting standards unreachable by others. Ogden Rogers has charted a course 
of professionalism that encourages creativity, allowing for errors, and guided by honest 
reflection and dedication to those whom he would serve. This read is a gift to all, whether 
they are starting or ending their journey of service to others.”

Terry L. Singer, Ph.D., Dean, Kent School of Social Work, University of Louisville

“I found the stories humorous, sometimes painful, and incredibly honest and real. There 
is really nothing else out in our literature that is quite like this. It reminds me of when we 
teach the art and science of social work practice—this is the art.”

Jennifer Clements, Ph.D., LCSW, Associate Professor, Shippensburg University

“...a profound piece of creative literature that will reinstill idealism within senior social 
workers who are on the threshold of being cynical about their work.”

Stephen M. Marson, Ph.D., Professor, University of North Carolina Pembroke

“Recommended reading for new social workers, experienced social workers, friends and 
families of social workers, and future social workers because of the variety of anecdotal 
case presentations and personal perceptions. Truly open and honest portrayals of social 
work and the helping professions with touching, easy-to-read entries fit within the beginning, 
middle, and ending framework. This book is suggested for both public and academic libraries 
to support the career services and/or professional development collections.”

Rebecca S. Traub, M.L.S., Library Specialist, Temple University Harrisburg 

Beginnings, Middles, & Ends
Sideways Stories on the Art & Soul of Social Work

Ogden W. Rogers, Ph.D., LCSW, ACSW

     A sideways story is some moment in life when you thought you were doing 
one thing, but you ended up learning another. A sideways story can also be a poem, 
or prose, that, because of the way it is written, may not be all that direct in its 
meaning. What’s nice about both clouds, and art, is that you can look at them and 
just resonate. That can be good for both the heart and the mind.
     Many of the moments of this book have grown from experiences the author 
has had or stories he used in his lectures with students or told in his office with 
clients. Some of them have grown from essays written for others, for personal or 
professional reasons. They are moments on a path through the discovery of social 
work, a journey of beginnings, middles, and ends.
     With just the right blend of humor and candor, each of these stories contains 
nuggets of wisdom that you will not find in a traditional textbook. They capture 
the essence and the art and soul of social work. In a world rushed with the il-
lusion of technique and rank empiricism, it is the author’s hope that some of 
the things here might make some moment in your thinking or feeling grow as a 
social worker. If they provoke a smile, or a tear, or a critical question, it’s worth it. 
Everyone makes a different journey in a life of social work. These stories are one 
social worker’s travelogue along the way.

ABOUT THE AUTHOR

Ogden W. Rogers , 
Ph.D., LCSW, ACSW, 
is Professor and Chair of 
the Department of Social 
Work at The University 
of Wisconsin-River Falls.  
He has been a clinician, 
consultant, educator, and 
storyteller.
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Table of Contents of 

Ogden Rogers’ 
Beginnings, Middles, & Ends 

and other information 
about this book, see:

beginningsmiddlesandends.com

Available directly from the publisher 
now! Available in print and Kindle 

editions at Amazon.com.


