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PREFACE

In 1971 in some notes I prupared on a proposed prciramme of
social work studies at tho Regina Cawnus, it was recommended taat thero
should be early consideration of a five-year study which should »save as
one of its major intentions the staking out of essential questions re-
lated to social service manpower problems common to the province of
Sackatchewan and other similar regions in Canada. This study was to
have the dual focus of developing a research design for future related
studies and gathering preliminary data on social service personnel who
are potential social work students - B.A.'s, non-degree social service
and health personnel, and others.

In view of the fact that the School of Social Work at that
time did not have a faculty or any research funds, the recommendation
carried with it several tongue-in-cheek features which have now been set
aside. With the encouragement of colleagues and the full co-operation of
the provincial Department of Continuing Education and federal Department of
Manpower and Immigration a grant of $35,000 was secured, allowing the
initial portion of the study to begin in the Autumn of 1972.

Dr. George Maslany and his research staff, in a very brief
period, have gathered useful planning data, staked_out solne "essential
questions" and set in motion a way to further studies of this sort. His
work has gone far beyond the 1971 terms of reference and has taken up a
certain posture which states in a definitive way that the human serxvice
community should be listened to, challenged, and listened to some more.

Harvey Stalwick, Director

School of Social Work
May 14, 1974
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RESPONSIBILITY FOR REPORT

The production of this final report is the sole responsi~-
bility of the Resuarch Director, Dr. G.W. Maslany. All of the
interpretations that were derived from the data are those of the

‘ Director. Liability for any misrepresentation which may have
occurred rests with the Research Director.

The content of this report does not reflect any of the
attitudes, opinions, or policies of any of the organizations or
persons associated with this study, such as its funders (Department
of Continuing Education and the Department of Manpower and Immi-
gration), the Advisory Committees or the University of Saskatchewan,
Regina Campus.

The Research Director shall have sole right to act as
senior author in the preparation and submission of any articles
to professional journals. It will be his prerogative to choose
any junior authors he may wish. This exclusive control by the
Research Director over possible publications which might result
from this project will be waived by him twelve months after the
completion of the final report. At that time these publication
rights will be transferred to the Director of the School of
Social Work, University of Saskatchewan, Regina Campus. It would
be left up to the discretion of the Director as to any further

use that may be made of the report. Copies of any possible public-




ations resulting fraom the study will first of all be forwarded to
representatives from the respective levels of government for their

preliminary approval.

vi




PERSONAL ACKNOWLEDGEMENTS

We would like to take this opportunity to thank all of the
persons who assisted in getting this project off the ground by
advising us as to possible sources of funding. We are referring
in particular to Messrs. Fexrd Ewald* and Grove Lane of the Depart-
ment of Manpower and Immigration, Mr. Ken Johns of the Saskatchewan
Department of Continuing Education** and Professors Harvey Stalwick
and Otto Driedger of the University of Saskatchewan, Regina Campus,
school of Social Work. These persons also provided us with in-
valuable advice, direction and support when the funding was finally
secured.

We also wish to express our gratitude for the consultative
assistance provided by the members of the Senior and General
Advisory Committee.*** These persons did much to aid the progress
of the study by facilitating access to and contact with persons
and organizations which would serve as the focus of the study.
Without their paving of the way for us, the study would have un-
do'ibtedly become critically bogged down at a number of stages.

Dr. Alex Guy (my former grade school teacher) of the Department

of Continuing Education deserves special mention in this regard.

*
Presently with the Department of Secretary of State.

* %
Presently with the Unemployment Insurance Commigsion, Edmonton.
% kk
Their names are listed in Volume II: Appendix E, pp. 143 and
154,

vii

.
Q t . /




Sincere thanks also go out to all »f the persons who
provided data to the study. Without them this study would .not
have been possible. The response and cooperation we received
from them was far better than we had expected.

We would also like to thank our critics, many of whom
did not provide us with the information we had hoped for but who
took the time to let us know why not. As a result, we will be
better able to accommodate them the next time, if we have the
good fortune of there being a next time.

I also wish to give special commendation to my research
staff, Betty Klancher, Maren Bergstrom and Mary Whyte. The
dedication and committment they devoted to the project was
actually far beyond the call of duty. Nearing the study's con-
clusion they willingly worked hard, long and late so that we
would meet our deadline. This pressure did not affect the high
quality of the work they were producing., Although I may have
been responsible for organizing and planning, they were fhe ones
who had to clothe my "vague germs of ideas in the garment of
detail”. Without them this project might very likely still be
at the planning, conceptualizing stage -- a good idea that never

became a reality.

viii



RESEARCH DIRECTOR'S PREFACE

This study was undertaken as an attempt to obtain a
description of the profile of the social services in this pro-
vince. We ‘accomplished this by using a number of different
techniques_to obtain a variety of qualitative and quantitative
data.

By far the most time-consuming procedure consisted of
the interviews we had with various sectors of the social services.
These interviews provided us with the "soft" data (as opposed to
the so~called "hard" quantifiable data derived from the guestion-
naire). The time invested in this interview phase was, however,
well spent since it enabled us to orient this study to what has
commonly been referred to as "action research”. We were not
merely passive spectators but also helped out where we could.

In some cases we helped consumers of social services find their

way through the bureaucratic jungle of multi-services, multi-
agencies. In other cases we offered our assistance to various
agencies which requested it, in particular for evaluative research.
Furthermor-, many of the persons whom we contacted had been un-
aware oi the recent developments in and the nature of the
University of Saskatchewan, Regina Campus, School of Social Work
and its Community Educaticn Centres or of any of the other

educational resources which are presently available.
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Although this study will officially terminate shortly,
the contacts we developed by way of these interviews will be
maintained. The contacts will hopefully provide invaluable feed-
back éo all educational resources concerned with the social
services in this province so thuat their educational programs re-
main {(or becc.e) relevant to the needs of those carrying out and
receiving social services.

It would be misleading to imply that every*:iing went off
"without a hitch", because there were problems -- big ones. We
were accused by some of being too radical; by others of trying
to preserve the status quo. There was resistance to the project
by some groups who questioned its relevance -~ surveys such asg
the present one being regarded with great suspicion as a strategy
which the "powers" employ to delay urgently needed social change.
Others were suspicious for other reasons, regarding the project
as an attempted coup by the professional social work association
(SASW) and the School of Social Work to take over other profes-
sional groups, especially psychiatric nurses. Whenever possible,
we attempted to answer these and any other objections, concerns
and criticisms either in person or by letter as best we could.

In most instances our efforts were rewarded by subsequent improved
cooperation, although in other instances we were admittedly not
so successful., Nonetheless, this type of resistance (from a small

proportion to be sure) was anticipated both in severity and extent



when we first planned to undertake the study.

Less qualitative, though more comprehensive in terms of
the number of persons covered, was the questionnaire. Despite
the length of this instrument we received a gratifyingly high
rate of returns. The study did make ue aware of the shortcomings
and advancages of both methods of obtaining information.

1. The Open-ended Interview is excess-
ively time-consuming and expensive,
consequently only a small proportion
can he contacted in this way. At
the same time it allows for the
accumulation of a lot of valuable
information which, however, is
difficult to process later on.

2. The Questionnaire is designed to
be easily administered, returned,
coded and processed; however, it
lacks the flexibility and personal
contact afforded by the interview.

We suspected the influence of a measurement method factor
(i.e., asking the same questions by different means) would lead to
somewhat different responses. Nonetheless, we doubted that the
difference between the questionnaire- and interview-derived data
would be so extreme as to invalidate the results obtained from
either. It is not a uestion of which technique is the better,
since many factors including time, budget, reliability, and subject
cooperation all needed to be considered in making that decision.

It was especially disheartening to us to be informed that

the financial support through which this study was funded (Section 10,
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Adult Occupation Training Act) would be terminated because of the
discontinuation of this program for cost~shared research hetween
federal and provincial governments. We had looked forward to the
possibility of expanding the present study both regionally and
longitudinally in subsequent years and of at least keeping up on
an ongoing basis the type of monitoring wo had been engaged in
for the past year. We will, therefore, be obliged to solicit
funds for projects which are "spin-offs" of the present one
elsewhere. We are very thankful for the financial assistance

we have received; without it we would not have been able to do

what we have done.
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ABSTRACT

t comprehensive study of the social services was carried
out in the province of Saskatchewan in 1973. A broad definition
of social services was adoptei which included many groups which
had not previously been considered in similar studies. The pri-
mary focus was placed on persornel involved with a variety of
areas such as financial assistance, corrections, manpower coun-
selling, child, family and psychiatric services and geriatrics.

The ultinate purpose of the Study was to determine what
kinds of qualifications were needed .n the social services so as
to provide guidelines for ensuring an aldequate supply of appropri-
ately trained personnel for the social service employment market
in the province.

A questionnaire was used to determine the jobs social
service employees were performing and the types of education and
experience they had obtained and the type they were seeking to
better enable them to carry out their employment responsibilities.
They were asked for descriptive information about their organ-
izations, the criteria used for hiring and promotion within them,
the means and goals of social services they provided, their ed-
ucational background and attitudes towards consumers of social

services. The employees' supervisors were asked similar questions
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regarding themselves as well as what type of education and experi-
ence they regarded as being most desirable for the employees

under their charge. This Study went one step further than most
other similar studies since the same questions that were asked

of social service personnel were also asked of persons within
consumer organizations (e.g., welfare rights and self-help groups) .

No less than 33% of the persons contacted in any of the
sample groups completed and returned the questionnaire. The
highest rate of return (47%) came from the employee group. The
findings revealed that the three groups (supervisors, employees,
and consumers of social services) were not necessarily consistent
with one another with regard to what they considered to be mosi
relevant and important for effective social work. Only rarely,
however, were the differences major ones.

The most consistent information obta;ned from all three
groups was that social work-related university education was con-
sidered to be the most desirable type of formal education. However,
all of the groups placed the most importance on personal qualities
(maturity, empathy, etc.) for effectiveness in the social service
field. Next to personal qualities, supervisors and employees placed
nearly equal importance on related experience and educational
background, whereas consumers rated the importance of educational
background significantly lower than they did related experience.

This finding is further illustrated by the fact that twice the

xiv
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proportion of supervisors as consumers felt that educational up-
grading for employees would be of value in their work.

The data concerning educational background indicated that
the combined categories of univeisity Bachelor degrees and social
work related training acco::nted for the largest group of social
service staff. The employees' intentions regarding upgrading
and the trends regarding future social service positions imply
that this will continue to be the case, with social work-related
training becoming more prevalent.

Now that the survey instrument has been developed, we
hope to be able t. carry out an orgoing monitoring of the questions
with which it is concerned and possibly additional ones on at
least a biennial basis. Consideration has also been given to the
geographic expansion of this project to cover western Canada. The
Study was never intended to be simply a "one-shot" effort.

To our knowledge, there are no other studies such as
this one in progress at the present time. None of the other
studies reviewed have 1) dealt with supervisors, employees, and
consumers; 2) adopted as broad a definition of social services;
or 3) were designed with the possibility of longitudinal extension
and geographic expansion. Other studies have been similar to this

one in one of these regards but not in all.
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CHAPTER I

INTRODUCTION

The traditional approach to writirg up a study of this
nature is to produce a lengthy review of the literature, an approach
which we considered would have been both misleading and redundant
here. The purpose of this study was to find out about social
service eaployers, employees and consumers of their services in
Saskatchewan. Our review was to determine whether there was any
comparable research currently being done or had recently been
completed in this field in Saskatchewan.

The closest we came to anything comparable was the
Davis (1973) prcposal. Even if that had actually reached the
stage of being implemented, there would still have been justifi-
cation to carry out the present study because of the differences
in approaches of the two. Davis's was prescriptive, with a
restricted focus compared to our study, while our study was in-
tended to be descriptive of the whole range of social services
in the province.

With respect to avoiding the redundancy mentioned earlier,
there are very excellent reviews of the literature relating to
social service manpower research reported in the studies cited
in the following section. We recommend that anyone wishing more

detailed information about this related literature should obtain
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these studies. There simply does not seem to be any point in us
getting caught up in the conventional academic strategy of re-
organizing (rearranging) the work (e.g., references) of others
and intimating that by so doing we have contributed any new

insights.
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PURPOSE OF THE STUDY

The general purpose of this project was to avold the
commonly expressed criticisms about the way in which social
work personnel usually go about planning.

We are all familiar, frequently painfully
familiar, with the dilemma that confronts
managers and researchers in operating
agencies as they try to cope with the
problems of manpower and manpower
utilization. We seem to be in a general
and long-standing crisis about manpower.
wWhen we undertake action to alleviate
it, we find ourselves not knowing what
to do or doing something that doesn't
work the way we want it to work. At
that point we demand more research.

But when we do undertake research, we
find that it takes a lot of money and

a long time. We feel that we really
can't wait, we have to do something.

We say reseasch will take too long,

and what we need is action now. And
thus, the cycle continues. We don't
have enough time or money for research
and we can't act to our satisfaction
because we feel we don't know enough
and we must have new knowledge.

(J.S. Fine, 1971, p. 15.)

Pins (1971) makes a similar point.

Social work is a profession that has a
tendency to do one of two things when
it comes to changeable stuff. It is
either slow to change, holds on to the
familiar, makes small changes in
studies and worries them to death or,
under pressure or its own disgust, it
tries to be radical and make too much
change too fast without thought or
planning (p. 15).




On August o, 1971, a general meeting of interested persons
was held to discuss the possibility of and problems associated with
establishing a Social Service Manpower Research Project which
would respond to Lhe foregoing criticisms. The meeting at;racted
45 persons associated with education for or the delivery of social
services. Dr. Harvey Stalwick, the newly appointed Director of
the School of Social Work with the University of Saskatchewan,
Regina Campus, outlined that the purposes of this study would be
to provide information for the planning of a BSW degree program.

The Ad Hoc Committee for the School of Social Work had
earlier agreed that they wanted to encourage the development of
a School which was unique to the needs of Saskatchewan.l
Dr. Stalwick was in complete agreement with this principle. The
strategy of transplanting a curriculum from some other established
School was unacceptable. Moreover, he contended that the most
important point was that all those interested in social work
education in the province should be given the opportunity to
provide input into the planning of the new program. This
meeting and a Manpower Project would be a first step in making

these plans become a reality.

lReport of the Ad Hoc Committee on a School of Social Work for
the Reyina Campus, September 1970.



The objectives of such a study would be:

1) to assist with policy formulation
for curriculum development

2) to give direction to the setting
up of an administrative structure
for the School

3) to provide for a continuous review
of the impact of the School's
educational programs on the social
services in the province

At this same meeting it was decided that a specific
study should be undertaken:

1) to determine the demand for proposed
programs offered by the School of
Social Work by persons:

a) who are currently (or have
been) employed in some
aspect of the provision of
social services (subsequently
identified as the potential
“"external studies" students)

b) employed in social sexrvice
delivery system with less
than an undergraduate degree
interested in obtaining a
Certificate in Social Work.
This group would include
those who do not have a BA
such as the psychiatric
nurses, the public health
nurses, welfare workers and
others who are interested
in changing their careers
to social work (also refer-
red to as potential "external
studies" students)

¢) who are undergraduate
students at the time of their
application for admission in-
to a BSW degree program
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2) to consider the design of longitudinal
studies to evaluate the impact of the
School of Social Work and also to
develop projections for the demand of
variously educated personnel for the
social service delivery system.

The reactions to this proposal were generally favourable;
however, there was some rather outspoken opposition expressed
that development of an academic program based on the "expressed
needs of today" would do little to prepare the students to handle
the challenges of tomorrow in the everchanaing social services.
Nonetheless, the concensus was that this criticism could be met
by maintaining ongoing research if a continuous and regular
review were to be carried out,

There were also other reasons for conducting the Social
Services Manpower Project. 1In 1972, the Canadian Association of
Schools of Social Work (CASSW) published a monographl describing
the criteria on which Schools of Social Work across Canada would
be accredited, The criteria which the Manpower Project would

endeavour to satisfy were as follows:

1,2 Development and Evaluation

1.2.1 The School shall include planned
provision for ongoing and
effective self-study,

lManual of Standards and Procedures for the Accreditation of
Programs of Social Work Education, Canadian Association of
Schools of Social work, 1972.
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1.2.2 The school shall provide that
the objectives of its program
be responsive to changing
social conditions, professional
developments and advances in
knowledge (p. 3)...

6. External Relationships

6.2 With the Profession: the school
shall establish and maintain
collaborative relationships
with professional social work
membership associations.

6.3 With the Community: within its
resources, the school shall
assure

- that its program is
responsive to community
needs, problems and
aspirations;

~ that it is providing
leadership, services, or
other inputs to the com-
munity;

- that the community is
kept informed of its
objectives and pro-
grams (p. 6).

Our contact with other Schools of Social Work which are
applying or intend to apply for accreditation (which includes
virtually all of these Schools in Canada) has indicated that the
School at the University of Saskatchewan, Regina Campus, is the
only one which intends to satisfy these criteria by using a
large-scale applied research approach. The reason being that:

Traditionally, schools of social work

have developed based on a felt need
for more professionally qualified



personnel. But without having the
necessary information to determine
the number of graduates required
the net result was that these para-
meters are not decided by the need
of manpower but rather upon a uni-
versity or provincial government's
willingness to provide resources
(Stubbins, 1967).

To express this point more bluntly, most of these Schools
seem, from our observation, to be either determining the need
for their programs by "the seat of their pants" or
by “arm-chair” speculation,l neither of which are any practical
substitutes for a research approach. We have made this point
with faculty of other Schools and in some cases our claim has

been vehemently denied; however, the fact remains that we have

not as yet received any information to change this view.

1 C s
Impression obtained at the Canadian Association of Schools of
Social Work Annual Conference, Kingston, Ontario, May, 1973.
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REVIEW OF THE LITERATURE

The need for Manpower studies of the social services
has been extensively and well documented. The following studies
are regarded as providing the primary theoretical rationale for
the present project.,

Educational Coordinating Council (Oregon Study)l

Mr. J. Rude, Program Administrator for this project in-
dicated there was considerable similarity between our project
and theirs.2 Having read the proposal for our project he

commented:

As a state planning agency our interest
in curricular improvements is not as
immediate as it would be if a school of
social work were to conduct a study. We
were perceived as a neutral party,
bridging the vested interests of the
social work agencies and the educational
institutions.

The Council originated as a response to extensive
criticisms that social work training was unrelated to the
chbjectives of social service agencies, uncoordinated with
functions expected of graduates hired by these agencies and un-
justifiably expensive. The graduates of Oregon social service

institutions were found lacking the necessary skills to function

lEducational Coordinating Council, Study of the Impact of Training
in the Human Services, Oregon, 1971,

sz personal communication, January 23, 1973.
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adequately as entry level employees in the social services., The
agencies could not afford to train these new graduates to develop
competencies which they should have acquired prior to graduation.
As a result they concluded that training must become more re-
sponsive to agency needs; however, this could not be accomplished
without considerable difficulty. The problem centered around.
the difficulty in defining what was meant by "Human Services",
and objective and understandable specification of the skills
required.

They proposed to create an information system which would
enable them to determine employer expectations (how high or low),
entry-level employee performance (the improvement which occurred
between entry into an academic program and entry into a job) and
any inconsistency (and how much) between agency expectations and
academic output. |

This information system would necessitate extensive
collaboration between academic institutions and social service
agencies; however, this type of cooperation would not necessarily
be forthcoming in all cases. In order to optimize the relevance
of their information system they would both entertain and solicit
suggestions and criticisms from the suppliers of information to
help them improve the service they were providing. This system
would also require a continuous monitoring to take place with

¢ducational institutions having to be flexible enough to adjust

to demands by either changing or improving their programs. The
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problem here was that what the agencies identify as relevant

and important was not necessarily amenable to any kind of measure-
ment; on the other hand, what may have been measurable may not
have been regarded by them as being relevant. In any event if
a-skill couldn't be or was difficult to measure it would be
equally difficult to determine if the educational institutions
could provide training for this skill.

Proposal for Establishment of Carcer Planning_and Curriculum
Development in Social Services in Florida (Florida Study) 4

This proposal was related to the creation of an office
which essentially would have the same funation as the previously
described Educational Coordinating Council in Oregon. This
office would deal with issues concerning Manpower Utilization
in Florida's largest social service agency and in making pro-
jections for future demand. They would also attempt to co-
ordinate agency expectations of social service graduates with
different qualifications and the products which social services
educational programs were providing. They would not only be
concerned with assisting these educational instiéutions in
developing more relevant programs (pre-service training) but would
also help agencies set up in-service training (continuing education)

programs which would complement those offered by institutions.

lFlorida Board of Regents. A proposal for the establishment of
career planning and curriculum planning for the Human Services
in the Florida university system.

1l
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Relationship of the Oregon and Florida Studies to Present Project

Although our approach and theirs are markedly similar
in terms of ultimate objectives, the Council's program1 is far
more ambitious and extensive. The research which they intended
to carry out simultaneously, we had intended to carry out
successively (longitudinally). In simple terms, they intended
to cover a lot of ground in a short time while we hoped to

- cover the same ground over a more extended period. It should
be noted, however, that they had some very pressing immediate
problems to resolve which argued against the long-term cautious
time-table we were hoping to follow.,

While our study may not have generally been as compre-
hensive (or expensive) as theirs, we obtained information from
a wider sphere of those associated with social service. They
sought data from social service educational institutions and
agencies; we included a group whose interests were not necessarily
represented by the aforementioned, namely, the recipients of

the service which these agencies provide.

1The Educational Coordinating Council's program is the only one

worth mentioning here as it is the only one we are sure was
ever implemented. We are uncertain whether the Florida proposal
got beyond the planning stage.
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Deployment of Canadian Social Work Graduates (Crane Study)

Crane had indicated that there appeared to be a change
in the supply-demand ratio of social service graduates to
employment opportunities in social service agencies. Whereas
the number of social service graduates was eXpected to more than
double between 1969 and 1972, an apparent levelling off of in-
vestment in new social programs was taking place. As a consequence,
these graduates were obliged to seek out non~traditional kinds of
employment,

The primary purpose of the study was to trace the diffusion
of social service graduates in the complex structure of social
welfare-related programs in Canada. The secondary objective was
to determine the goals of the social service delivery system as
described by different levels of graduates with respect to the
positions which they had secured and the means employed by them
in attaining these goals.

Crane's Study dealt only with social service graduates,
who are still a very small minority educational group in the
social services in Saskatchewan. In other words, most social
service employees in this province have never had any social
service-related academic training. ilonetheless, although few of
the results of his study may have had any bearing on the present
study, his methodology was considered to be the most appropriate

model for our own study. Of particular interest to us was his




survey instrument (the questionnaire, its distribution and the
method of analyzing and interpreting the data derived from it).
We were also quite fortunate to be able to solicit the assistance
of Professor Crane, commonly acknowledged to be one of the fore-
most Canadian experts in the area of social service manpower

research, as one of the consultants to the present project.

Relationship of Crane Study to Fresent Study

This study is remarkably similar to the present one in
all respects except the population of interest. On the one
hand, our survey instrument was essentially an adaptation of
Crane's. On the other hand, while Crane's study focused on
graduates of social service programs (in Canada), our study
was more interested in these graduates as simply one component
(and a small one at that) of social services employees in
Saskatchewan.

There were two findings of Crane's Study that were of
particular relevance to the present study. The first of these
involved the employment of social service graduates. Of the
MSW graduates, 93% had secured employment within seven to nine
months following graduation. As might be exXpected, the results
of the BSW graduates were slightly lower with only 61% being
employed within that time. The results for technical and com-
munity college graduates (outside of Quebec) were even mofe

discouraging since only 46% were engaged in full-time employment
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seven to nine months after completing their program.l The second
finding of interest was what Crane had found out about the SIAAS
(now Kelsey Institute of Applied Arts and Science) Welfare Worker
Technolqgy graduates since there has been a great deal of contro-
versy surrounding this program in recent years. There were 31
graduates from this program included in his sample. Since this
nurber was quite small, no separate analyses of this particular
group of graduates were reported in his study. Crane was, however,
able to provide us with separate analyses of the SIAAS group for
our own purposes which indicated that these graduates had a
slightly better chance of achieving full-time employment (58%)
than the national average for graduates of Canadian technical

institutes and community college graduates.

. . . 2
Social Work Manpower Needs in Manitoba and Saskatchewan (McArton Study)

The main purpose of this study was to answer the guestion
of whether there would be enough positions in Manitoba and

Saskatchewan for University of Manitoba social work graduates to

lAlthough all of these programs have long waiting lists of pro-

spective students, it would be interesting to know how many would
still persist in trying to get into these programs, especially the
community college ones, if they knew they had only a 50-50 chance

of obtaining a job relating to their training as long as a year

after they completed that training. It would also be of interest

to determine whether organizations (e.g., Departments of Manpower

and Immigration or Indian Affairs and Northern Development) would
continue to provide financial sponsorship for applicants wishing

to pursue studies in these programs. Are these investments sound ones?

2McArton, D. Social Work Manpower Needs;in Manitoba and Saskeatchewan.
Report of a study. The Manitoba School™of Social Work, January -
May, 1970



£ill. No relevant survey of social service manpower had been
carried out since 1954. McArton wanted to determine whether,
where, and how many employment vacancies existed and also to find
out if the opportunities for social service graduates were indeed
expanding as had been assumed. Furthermore, she wanted to
determine the percentage of present positions which were filled
by occupants with less qualifications than were considered
desirable by the employer.
The sample for the study consisted of

Two groups of organizaticns <. =

present employers of social workers, and

parallel organizations which do not have

professional social work staff at the

present time. Both groupings included

hospitals, school systems, welfare

offices, recreation and adult education

settings, church organizations, day

nurseries, nursing homes, homes for the

aged, public housing developments, com-

munity development programs, organizations

concerned with particular groups such as

native people, trade unions, industrial

and commercial concerns (p. 1l).

Questionnaires were used to obtain the necessary infor-

mation from both types of employers. McArton was successful in
obtaining an extremely high rate of returns.

The results indicated that there was a continued ex-

pansion of welfare services and engagement of university educated

lSummary of Findings of Mrs. Dorothy McArton's Study of Social
work Needs and Job Opportunities conducted between January and
May, 1970, for the University of Manitoba School of Social
Work.
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social service personnel occurring, even though many agencies
were reporting that their demands for these graduates were
tapering off nrimarily due to financial constraints they were
being subjected to. This led her to caution that social serxvice
graduates will be in a far more competitive field in the future
because of the tendency of employers to prefer the most highly
qualified applicants (MSW's over BSW's). She suggested that a
graduate class of 100 to 120/year from the University of Manitoba

should not oversupply the field.l

Survey of Manpower Needs in Southg;p Qntario Social Service
Organizations (Melichercik and Magee Study)?

The purpose of ti..s study was similar to that done by

McArton

...0f gaining a more comprehensive
picture of the current needs,
practices and preferences regarding
social work personnel as experienced
or perceived by social welfare
organizations (p. 12).

The results were intended to provide information to the Currxiculum
Committee of the School of Social Work at Waterloo Lutheran

University which would give them direction for the development and

lIt should be noted that her enrollment projections did not antici-
pate the creation of a new School of Social Work in Saskatchewan.

2Melichercik, J. and Magee, L. Manpower Needs in Social Services:
results of a survey of organizations employing social work per-
sonnel in southern Ontario. Paper presented at "Canadian
Federation of Social Service Students Annual Conference" at
Sudbury, Ontario on January 1973.
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possible expansion of their academic programs. They hoped to
accomplish this by determining the current conditions of the
market for social service personnel.

More specifically, the survey aimed to

find out something about the growth of
social welfare positions, about the

present occupants of these positions,

the development of present personnel

and about the expectations of the

employers of graduate social workers (p. 1).

They suggested caution regarding the making of any
sweeping interpretations or recommendations based on their
results because

...the field of social welfare (and
society at large) is too much in a
state of flux and any survey will at
best provide only a glimpse similar
to that provided by a still photo-
graph of a moving object...However,
while acknowledging possible short-
comings, the data appears adequate
to serve at least as a tentative in-
dicator of the state of tlie current
market for social work personnel and
of some emerging trends (p. 12-13).

Their results indicated that the rapid growth of social
welfare programs had begun to abate, primarily because of
financial constraints being imposed on hiring budgets. 1In the
future, employers would be in a bettexr position to be more
selective in their hiring than they have been in the past be-
caugse they will have more qualified persons from whom to choose

(i.e., it will become a buyers market).

The researchers also found that social work graduates had
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begun to replace BA personnel. Nonetheless, the BA graduate
still represented the largest single educational qualification
group employed in the social services.

Of particular interest was the fact that a large pro-
portion of the MSW's were employed in positions other than direct
service positions, which was ironic since their training was
almost exclusively related to provision of direct service. In
ou..er words, a large number were involved in doing what they have
never been academically trained to do.

...graduate social workers practice

the skills they learned at school

for a year or two, then move on

into specialized positions, learning

to perform their new duties by the

seat of their pants (p. 15).
More training at an academic level was, therefore, indicated to
better prepare MSW's for the supngisory, administrative, and

research responsibilities which-many inevitably undertake a

short time after graduation.

v+ v 0. Relationship of Meiichercik - Magee and McArton Studies to Present
Survex

The major distinction between these two studies and ours
was that, while they obtained all of their data from the personnel
representatives of organizations both similar (Melichercik and
Magee) and identical (McArton) to the ones we studied, we
received our data from persons directly involved in the dis-

pensing and receipt of social service. Of these two approaches,
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theirs is definitely the simpler way to proceed. There are
fewer sampling units which need to be surveyed when one is con-
tacting only agency representatives than when one goes a step
further and contacts all those who are actually directly in-
volved with social services.

It would be inaccurate to contend that one of these
approaches is any better or more correct than the other. The
approach chosen depends entirely on the questions being asked. We
were seeking answers to somewhat different questions than they

were.

Description and Follow-up of Social Service Training in Alberta
(Alberta Study) !

This study was undertaken at the request of the Alberta
Colleges Commission.

In 1969 and 1970 there had been further
requests from colleges, school boards
and technical institutes for expansion
of social service programs which are
presently in existence...Before ex-
panding social service programs...the
Commission requested that there should
be some basic research to determine the
need for such programs and the extent
to which graduates are presently being -
utilized in the field of social service
throughout the province (p. 1).

lPaterson, J.G., Sawatzky, D.D. and Olivia, F.D. Summary report

of description of follow-up of trainess from social services pro-
grams in colleges and technical institutes in the province of
Alberta. Social Services Education Special Research Project.
Alberta Colleges Commission, 1972.
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The general scope of the study was to
determine the following:

1. The manpower requirements by
type, level and number in the
social services area. Were
the needs of employers,
employees and clients being
met?

2. The impact of a BSW program
(in Calgary) on job descrip-
tion and role definitions of
various positions. Would
these change as a direct
result of this new academic
program?

These objectives were translated into six independent
studies which were conducted simultaneously. One of the most
remarkable features of these studies was their relatively minimal
cost considering the ambitiousness and comprehensiveness of the
overall project. The reason that it was carried out so cheaply
was that five out of the six studies were carried out in partial
fulfillment of the requirements for a graduate degree. Had
similar studies been carried out by the private sector, the cost
would have undoubtedly been at least ten times greater, with no
guarantee of them being any better. The coordinated theses
approach appears to be an ingenious and effective way of getting

a lot of good quality research done very cheaply.l

These studies resulted in a set of recommendations, the

1The maximum amount allowable for the total project was specified
by contract not to exceed $7,200. (Cited in Appendix A - Summary
Report of the Social Services Education Special Research Project
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major ones of which are paraphrased below:

1. The need for social service is expected
to increase for at least the next decade.

2. Social service graduates have a high
rate of employment and express a high
degree of job satisfaction.

3. Liaison between social service agencies
and training institutions should assist
institutions in providing relevant and
practical education. Courses of question-
able relevance should either have their
relevance clearly explained or be dropped.

4. Entrance requirements should be related
to institutional programs offering equal
opportunities to all with the necessary
qualifications.

5. Applicants should be made more knowledge~
able about various educational programs
available and the kinds of employment for
which those programs will make them
eligible.

6. There should be a continuity in social
services educational programs enabling
a technological or community college
graduate to go into a university social
service program.

7. MSW's should be used more extensively
for in-service training which is des~
perately needed especially among those
whc have never had any previous social
service education.

8. The preferential hiring of university
graduates without social service-related
degrees should be discontinued since there
was no evidence produced to indicate
that they were any better qualified than
untrained people.

9. Planning of social services educational
institutions is currently primarily the
prerogative of the heads of these insti-~
tutions. It should come under the
auspices of a planning and advisory
agency consisting of social service
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agencies, professional association

members and educational institutions.
This advisory agency could facilitate
the coordination advocated in point 3.

10. Criteria for promotion and leadexship
should become more objective and
related to on~-the-job performance.
The roles and functions of variously
qualified personnel need clear de-
lineation and clarification.

11. There is a definite need for more pro-
fessional and better qualified persons,
especially of the MSW level to carry
out the functions of social development,
preventative social service, rehabili-
tation and upgrading and supervision of
personnel. This burden of responsibility
should rest with the MSW's because they
were identified as the most capable in
all aspects of social service identified.

12, It was suggested that there would con-
tinue to be an expansion of and creation
of new social development programs,
Properly trained workers would be needed
to man them. The major priority of these
programs should be to bring about equality
of opportunities for disadvantaged people,
especially native persons whether they
were living on the reserves or not.

13. The final recommendation consisted of
advocating the use of analyses from
1971 census data based on Statistics
Canada‘'s Occupational and Standard In-
dustrial Classifications Manual for
aiding social service academic institu-
tions to plan their enrollment to make
it consistent with the employment
market demands of the future.

Relationship of the Alberta Study to the Present One

In all humility, we must admit that this Study addressed

many of the same problems as we did but that they covered a much
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wider scope than we had. Whereas we designed our study to deter-~
mine what skills were needed for the tasks to be done in the
social services so that we could eventually be in a position to
study which group was more competent at these tasks, the Alberta
group tested differential competence at the same time as they were
defining employment roles. Much like the Oregon and Florida
studies, they simultaneously carried out studies which we had
hoped to conduct successively over an extended period of time.
There is, however, one minor catch and that is that, at
the same time as they were defining employment roles (in one
study) , they were assessing differential competence in another.
This seems to be somewhat of a logical absurdity, much like trying
to build a roof independently of and at the same time as the
foundation. To extend the analogy, the roof and foundation may
not necessarily line up, in that the differential competence
study may not be dealing with the same variables which the
employment role study has defined. To put it bluntly, their
ambitiousness appears to have gotten the best of them in that
they became caught up in a tautology of which they were unaware.
It just doesn't make sense to be able to carry out a study to find
out what social service personnel are doing (and define roles) and
at the same time determine which group is better than the other.

The only logical train of study is for one to follow the other.



Study of Mental Health in Alberta (Blair Report)l

The purpose of this report was to provide recommendations
for the improvement cof the total mental health system of services
in Alberta. The report covered the entire gamc. of service
ranging from those provided by the government to those provided
oy the community. It was specifically concerned with

...the diagnostic, treatment, rehabilitative,
preventive capabilities of the mental health
system, the evaluation of the effectiveness
of current programs and strength of sup-
portive research will be singled out for
special attention...Finally the report will
focus on the provision, development, and
sensitive management of the people who are
vital to the success of any mental health
service...

It will assign the highest priority to:
organization and administration of health
services; an integrated, community-~based
system for the delivery of care; and
personnel for the system and their remu-
neration, education and development. The
importance of improved programs of treatment,
rehabilitation and prevention will be
stressed and the need for a great deal more
research will be documented (from the
Preface, p. 1).

Blair also recommended at that time that

Another full-scale study of these services
should take place in not more than three
years' time and there should be a continuous
routine evaluation of the effectiveness of

lBlair, W.R.N. A Study of Mental Health in Alberta. A report on
the Alberta Mental Health Study, 1968, volumes I and II. Human
Resources Research and Development Executive Council, Government
of Alberta. Paper presented at the Canadian Psychological
Association's Anaual Meeting, Victoria, B.C., 1973.
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programs and the adequacy of services
in the meantime (from the Preface,

p. i).

He described in Volume II of this Report that a great

deal of remedial action had taken place since the first volume

had been produced with many of their recommendations having

been implemented or acted upon.

This report has significance to the present study

primarily because it was concerned with an area of service

similar to and overlapping with social services, the focus of the

present study.

There are, nonetheless, differences between the

two studies, the less obvious ones of which are listed below:

Blair Report

Blair had the broad man-
date of reorganizing
mental health service.

Their study was techno-
cratically oriented.

They received the bulk

of their information in

the form of briefs, position
papers from expert persons,
professional agencies and
organizations (academic and
executive). Virtually no
input was obtained from the
mass of mental health
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Present Study

Our purpose was to oObtain

a descriptive profile of
the social services as they
exist at the present time.
If any major reorganization
(as those recommended by
Blair) was carried out with
respect to the social
services, many of the results
of this study would become
obsolete overnight.

Our study was relatively
more democratic. It was
focused on all social "front-
line" workers, their
immediate supervisors (but
rarely their Generals) and
consumers of their service.
The only time we contacted
the senior executive-
administrators was in those
cases where the organization



Blair Report - continued

employees or recipients of
these services (How would
they like these services

to be changed?). In order
to have any chance for in-

Present Study -~ continued

was so small that these
senior persons and the
immediate supervisors were
one and the same. We went
out to these persons through

put to the Report, one
would have to be either
invited or step forward.
Those who did were in-
variably a highly select
group.

our interviews and survey
questionnaire rather than
making them come to us. The
rationale we adopted here
was that not only those who
stepped forward had a useful
contribution to make.

Proposal for Experiment in Differential Use of Manpower in
Social Services in Saskatchewan (Davis Study)!l

Closer to home, & proposal was drawn up which was intended
to assist in the reorganization of the provincial department re-

sponsible for commissioning it. The rationale of the proposal

was described as follows:

As a main theme of this paper is to
address itself to the increased com-
plexity of our society and, there-
fore, the diversification of social
service needs, it will become neces-
sary to first examine the needs that
have developed through the eyes of
the front line workers who are most
concerned about these needs and their
inability to deal with them because
of “"the system" as they call it or
because of lack of necessary skills (p. 4).

Although it does not appear that this study was ever

commenced, it was theoretically and methodologically quite sound.

lDavis, J. A proposed experiment on the differential use of man-
power in the social services. Report commissioned by and sub-
mitted to the Saskatchewan Department of Social Services, (1973).
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It also tends to expose another side to what had up to now been
1

a one-sided argument. The other studies cited suggested that
persons who were not functioning as well as expected were the
result of either inadequate or inappropriate training or per-
sonalities (i.e., lacking qualities required before one enters
a training program because the program won't influence or improve
these qualities). Davis suggested that poor functioning may not
simply be due to inadequate persons being in an adequate "system"
but also could be due to adequate persons being unable to operate
because the inadequate "system" in which they are required tc
work doesn't enable them to make the optimal use of the skills
they possess. Sinfield (1969), commenting on the British
Seebohm Committee, reported outspokenly what Davis had
intimated:

It is important that social workers

should in their training learn more

about group and community work and

more about the dynamics of society

and social change. But too much

stress must not be placed on

teaching new techniques, skills and

methods in manipulation of the

client - whether it be individual,
family or community (p. 29).

lEven if the study had been carried out, “he present study would
not have been redundant since Davis was dealing with only one
aspect of social services in Saskatchewan, the Department of
Social Services. Although this Department is by far the largest
single employer of social service personnel in the province,
this Department represents only a part of the total social
service picture here.




Table 1 provides a "bird's eye view" of all of the
studies cited which should easily enable one to make general
comparisons between the present study and the others and also
among each of the others. These descriptions were randomly

arranged in this Table.
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TABLE 1

Comparison of Present Project With Similar Research

PRESENT STUDY

Deployment of social
service personnal.
Manpower projections.
what kinds of educa-
tion and background
are conzidered to ba
most relevant in order
to be an effective
soci1al service agent.

BLAIR REIORT

Reorganize with the
aim of improving the
mental health
services.

MCARTON S$TUDY

Projected needs of
manpower for social
services

OREGON & FLORIDA

Resolve difference
between expressed
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PROJECTION 3 OF SOCIAL SERVICE MANPOWER NEEDS

One of the most uneconomic aspects of research involves
‘o 1
needless repetition of others' research or, on the other hand,
conducting isolated studies. Reviewing literature on related
research is the primary method of awvoiding these problems. An
adequate review will reveal similar areas which have been studied
and thus enable the researcher to synthesize his work with any
related work that has already been done.
At the same time, a review enables .ne to avoid needless
duplication. During our review we came across the Job
Vacancy Survey produced by Statistics Canada (under contract to
the Department of Manpower and Immigration). This Survey was
created to fill a need similar to the one "'e described in our
proposal for the present study.
The lack of comprehensive data on
job vacancies makes labour market
analysis at the present time
virtually impossible. Such
analysis of labour market data is
of crucial importance for the
planning of vocational education
programs for prospective entrants
into the labour force, for occupa=-
tional training and re-training of
persons already in the labour force,
for business planning and for the

purpos: of enabling the manpower
authorities to plan intelligently

lAlthough we do not deny the necessity of replication of studies.
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to meet expected labour surpluses
and shortages.l

This Survey would be based on the CCDO (Canadian Classification
Dictionary of Occupations). Table 2 indicates the positions of

most of the social service employee classifications about whom we

would wish to obtain information.

Qccupations in Social Work and Related Fields -~ 233

Social Workers = 2331

This unit includes occupations con-

cerned with diagnosing and treating

social inadequacies in and providing
professional counselling to individuals

or groups and recommending and applying
solutions to difficult social problems

that affect individuals and communities. {(p.36)

Others Not Elsewhere Classified - 2339

This unit group includes occupations,
not elsewhere classified, concerned
with activities in social work and
related fields. Occupations con-
cerned with soliciting financial con-
tributions for social work programs
are in this unit group. (p. 36)

Occupations in Community Welfare -~ 2333

This unit group includes occupations

of a non-professional nature con-

cerned with performing tasks similar

to those of & social worker but

specializing in social welfare work,

such as organizing and supervising

non-profit social, recreational and

educational activities in youth clubs,

community centres and similar organizations (p. 36)

lEconomic Council of Canada, 1964, p. 178.
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TABLE 2

Canadian Classification and Digtionary of Occupations' Listing

of "Occupations in Social Work and Related Fields"

Social Workers (2331)

Adoption Agent -
Case Consultant -
Case Investigator -
Case Reviewer -
Case Supervisor -
Case Worker -
Child Consultant -
Child welfare Consultant -
Children's Aid Investigator -
Children's Counsellor -
Counsellor -
Court Worker -
Detention Attendant -

Detention Worker -
Family Counsellor -
Group Social Worker -

Medical Case Worker -
Medical Social Consultant -
Medical Social Worker -

Parole Agent -
Parole Director -
Parole Officer -
Parole Supervisor -
Probation Officer -
Psychiatric Social Worker -
Social Worker -
Welfare Case Worker -

Others Not Elsewhere Classified (2339)

Case Aide -
Home Supervisor -
Juvenile Officer -

Placement Secretary, Welfare Agency -
Probation Worker -
Research Worker -
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Welfare Organization
Any industry

Any industry

Any industry

Any industry

Any industry

Welfare Organization
Welfare Organization
Welfare Organization
Welfare Organization
Welfare Organization
Welfare Organization
Juvenile Court
Juvenile Court
Welfare Organization
Welfare Organization
Any industry

Any industry

Any industry

Any industry

Any industry

Any industry

Any industry

Any industry

Any industry

Any industry

Any industry

Any industry
Welfare Organization
Any industry
Any industry
Any industry
Welfare Organization



TABLE 2 {continued)

Canadian Classification and Dictionary of Occupations' Listing

of "Occupations in Social Work and Related Fields"

Occupations in Community Welfare (2333)

Activities Director -~ Community Centre; Y.M.C.A.

Boys' Worker

Charity Worker

Child Welfare Worker
Community Centre Worker
Community Service Worker
Counsellor

Department Secretary
Department Supervisor
Director

District Leader

Family Visitor

Field Director

Field Secretary

Field Supervisor

Field Worker

Field Worker

Girls' Worker

Group Leader

Group Worker

Home Visitor
Interviewer
Interviewer, Welfare Department
Investigator,
Investigator, Welfare Department
Official

Official

Placement Secretary
Public Welfare Worker
Recreation Leader
Recreation Supervisor
Relief Officer
Settlement Worker
Social Contact Worker
Social Service Worker
Supervisor

Welfare Agency Supervisor
Welfare Investigator
Welfare Interviewer
Welfare Officer
Welfare Supervisor
Welfare Worker

Worker

Worker, Welfare Agency
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Welfare Organization
Any industry
Any industry
Any industry
Any industry

Boy Scouts; Girl Guides

Welfare Organization
Welfare Organization
Community Centre
Youth Organizations
Welfare Organization
Welfare Organization
Welfare Organization
Welfare Organization
Red Cross

Welfare Organization
Welfare Organization
Welfare Organization
Welfare Organization
Welfare Organization
Welfare Organization
Any industry
Welfare Organization
Any industry
Community Chest
Y.M.C.A.3 Y.W.C.A.
Welfare Organization
Any industry

Any industry

Any industry
Welfare Agency
Welfare Organization
Welfare Organization
Any industry
Community Centre

Any industry

Any industry

Any industry

Any industry

Any industry

Any industry
Welfare Organization
Any industry



Their sampling unit for the Survey, in other words the
places in which these social service personnel were located, was
based on the "Standard Industrial Classification Manual". See
Table 3.

Division 10 - Community Business and Personal
Service Industries

Major Group 2 - Welfare Organizations - 828

Establishments primarily engaged in pro-~
viding basic domiciliary care only; (no
treatment or personal nursing care) such
as homes for the aged, blind or senile,
boarding houses for the aged, day nur-
series, shelters, etc. Also included
are voluntary welfare organizations such
as the Canadian National Institute for
the Blind, Canadian Welfare Council,
Community Chest and United Appeal Organ-
izations. This industry excludes cus-
todial institutions for delinquents or
criminals, i.e., corrective institutions
which are included in Division 1l -
Public Administration and Defence. (p. 40)

Religious Organizations - 831

Establishments primarily engaged in pro-
viding facilities for holding religious
services or for the prcmotion of religious
activities. Faith healers are included.
Establishments maintained by religious
organizations primarily for educational,
health, charitable, publishing or other
purposes are classified according to
principal activity in the appropriate
industries. {(p. 40)
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TABLE 3

Standard Industrial Classification Manual's Listing of

"Community, Business and Personal Service Industries"

wWelfare Organizations (828)

Canadian National Institute for the Blind

Charitable home operation

Charity organization for society

Child welfare organization

Day nursery, providing care, not education

Federated charities organization

Home for the aged, not providing treatment or personal nursing
care

Home for the blind

Shelter for the unemployed

Society for the Prevention of Cruelty to Children

Soup kitchen, privape welfare

wWelfare organization

Religious Organizations (831)

Salvation Army
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Division 1l - Public Administration and Defence

This division covers establishments
primarily engaged in activities that
are basically governmental in character.
From the viewpoint of type of economic
activity, establishments engaged in
such activities as enacting legislation,
enforcing and adininistering the law,
collecting public revenues and control-
ling the disbursement of public funds,
are clearly governmental in character
and do not belong in any other branch
of economic activity (p. 42).

The relevant areas in this Division are:
l. Other Federal Administration -~ 909

2. Provincial Administration - 913

Altho&gh the occupational classification is quite detailed,
the industrial one seems to apply to very few privately operated
social service organizations contacted by our survey. (See
Table 4.) It is difficult, for example, to determine where a
family service bureau would be included. The most ludicrous
feature about these classifications is the wide variety of
different names for organizations and individuals carrying out
substantiaily the same function.

The estimates produced by this body for specific
occupational groups have negated the necessity of making
similar projections as we had proposed to do. Their projections

for various occupational categories, including social work, which

they have reported regularly on a quarterly basis since 1971, are
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TABLE 4

Standard Industrial Classification Manual's Listing of

“public Administration and Defence"

Other Federal Administration (909)

Indian Affairs and Northern Development Department
Manpower and Immigration Department

Penitentiary

Prison, federal

Unemployment Insurance Commission

Veterans' Affairs Department

Provincial Administration (931)

Industrial school, Government, (reform school)
Prison, provincial

Reformatory, provincial

Workmen's Compensation Board
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far more comprehensive than any which we might have hoped to carry
out. Furthermore, their surVey is ongoing; ours would have simply
been a one-shot effort.1 We will, therefore, attempt to negotiate
access to the quarterly reports they provide in oxder to obtain
the information about available and projected vacancies for social
service~related fields which will be so essential to the proper
planning of student intake in the University of Saskatchewan

School of Social Work.

Hazards of Prediction

There are many problems associated with carrying out
useful projective studies. For example, Galby and Wright (1966)
addressed a similar problem as ourselves in attempting to discover

... for which professional groups within

the social services in Great Britain
estimates of future manpower demand had

been made, to examine the data and
assumptions on which suzh estimates

were based and to suggest lines along

which further work...could most fruit-

fully proceed, in order that as com-

plete a picture of staffing needs over

the next ten years should be obtained (p. 1).

They emphasized that accurate manpower projections for
the social services were quite essential so that a sufficient

number of properly trained persons would be available to meet

IWe had hoped that this study would be expanded longitudinally;
however, it is unlikely that further funds for this would be
forthcoming from the same source (through the Adult Occupation
Training Act).
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employer demands in the future, Furthermore, it would also be
highly wasteful if these demands were overestimated with the
consequence that training institutions produced more graduates
than the employment market could absorb.
They go on to state that even though
.. .manpower demand forecasts in the past
have been inaccurate does not argue
against forecasting but shows the real
need for the development of forecasting
methods and the collection of more com-
prehensive data on which to base pro-
jections (p. 1).
Regardless of how much valid data is obtained and how
sophisticated the analyses of it, inaccuracies in prediction are

bound to occur for the following reasons:

1. scientific breakthroughs are unpredictable
and can affect manpower demand

2. the effects of major economic and social
revolutions or improvisions can usually
not be anticipatedl.?

Taking these possibilities into consideration, they cautioned

against anything but the most short-term attempts at making any

lFor example, it seems quite evident that some national or, at
least, provincial Guaranteed Annual Income plan is inevitable.
Furthermore, this kind of plan will lead to a major reorgan-—
ization of social services. It is still unclear, and opinion
is divided, as to whether this will lead to an increase or de-
crease in need for the different levels of social service
graduates. In any event, any long-term projections prior to
the introduction of GAI will be hazardous.

2Neither the Alberta Colleges Commission Study nor the McArton
Studies' recommendations for the projected enrollment necessary
to fulfill manpower needs for social service graduates in the
future anticipated the creation of a School of Social Work in
Saskatchewan.
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manpower projections especially in the social services.

The predominant strategy adopted when making projections
is to look behind you in order to anticipate what is coming up
ahead. The basic assumpiion made is that any changes which occur
in the future bear some functional relationship to what has
occurred in the past. These changes can usually be expressed in
terms of some mathematical model in which all of the pertinent
variables may not have been included.

In some instances this strategy is the most fruitful one.
For example, fairly accurate predictions can be made of population
changes, but in all cases, there is the element of indeterminancy
or error in prediction. In popul=tion projections,discrepancies
between actual and projected changes can be the result of any-
thing ranging from an unforeseen catastrophy such as a large
scale war to a breakthrough in medicine.

In other cases, looking into the past in order to prepare
for the future is contraindicated, especially in those areas such
as the social services characterized by

...a state of intellectual and social
upheaval which historians may mark as
the central determinant of the latter
half of the twentieth century (Cohn,
1970, p. 9).
In situations like this where the only constant is change, there

is no useful regression equation, no matter how elaborate, which

will serve as any substitute for dealing with the situation here
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and now, or making oducated guesses about what the future has in
store. Haphazard as these approaches may seem, they emphasize
looking ahead, not into the past. One wouldn't get very far
driving down a winding road by making decisions as to which way
to steer on the basis of the ground which has already been

covered,
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GOALS OF SOCIAL WORK

This is one of the most topical areas in social service
manpower research. The problem is that it is exceedingly difficult
to specify what the objectives of social services are (Davis, 1973)

Countless number of agencies simply
assume their objectives to be under-
stood and have not really clarified
in writing for themselves or others
their own philosophies, programs or
policies. Sometimes the agencies®
positions are defined in terms of
what it does not do, not what it
does or inspires to do, which leads
to complicated double talk and buck
passing. (Watson, 1965, p. 3.)

Fine (1971), however, pointed out that "identifying and
specifying purpose and objectives in a clear operationally useful
manner is one of the most difficult tasks in organization life"
(p. 20). She furthe:r specified that

...the purposes of any agency should not

be formulated in terms of means. For ex-
ample, an agency's purposes would not be
formulated as 'giving social services' (p. 23).

The point she makes is an important one since means (e.g. counsel-

ling) can easily be confused with the endsl that these means are

lIt may seem ironic but our experience in the study has been that

the representatives of the consumer's self-help groups with whom
we Mmet were more able to identify the goals of social service
than were either the employers or employees. For example,
frequent mention was made by consumers that social services
should provide for their basic needs (shelter and sustenance) and
to improve opportunities for them to get "off welfare" (e.g., by
education).




supposed to attain.

Very closely related to the necessity of clearly and opera-
ticnally identifying the goals of social service is the question
of differential competence. Armitage (1971) contended that "the
lack of an agreed upon set of descriptions of different types of
social practice has obvious implications for any attempt to assert
or measure competence (p. 180)".

This was a major obstacle to attempts
to define whether or not there was a
real shortage of social service man-
power, what forms such a shortage took
and what effect, if any, such a short-
age was having., Education planners
were left in a position of having to
act with no better guide for their
actions than their own assumptions

and objectives. The educational in-
stitutions were, in other words,
forced to "fly blind" in introducing
new programs of social sexvice
education (p. 180).

Furthermore

...owing to the lack of agreed upon
definition of social work competence,
differential educational programs
may not be preparing students for
different kinds of competence. For
this reason we may be aimlessly

lSocial service personnel frequently described their responsi-
bilities as being primarily counselling or therapy (a means)
without being able to indicate what the purpose of this inter-
vention was even if it was as vague as "enhancement of quality
of life". Some of these personnel almost seemed eonvinced
that their casework, groupwork, etc., was an end in itself,

6/
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floundering from one manpower crisis
to another. I also suggest that
until clearer correlation between
different educational programs and
social work competence is established,
we should nct lock differentially
educated social workers into arbi-
trarily determined status positions

in the social work hierarchy but

allow for a variety of experimental
programs to emerge in which the
competence of the workers will be
tested in cooperation with and con-
trast to differentially educated
workers. This presupposes that
agencies are willing to scrap their
rigid hiring policies. (Kinanen, 1971,
p. 188).

In plain English,what they were saying was that,without
being able to agree upon what social workers are doing, it would
be very difficult (if not impossible) to determine whether any
one educational level is any better at doing social work than
any other. What was implied was that we might be very surprised
to find out that educational level was not the crucial variable
at‘all in determining competenée in the field. Consequently,
no manpower crisis is (or ever was) with us. More and more
education may not necessarily lead to better and better competence
in the social services. Titmus paraphrased this (as cited by
Sinfield, 1969).

To what extent, if at all, are contem-
porary social needs being artificially
developed by the professional, admini-
strative and technical interests upon

whose skills the services depend?
What, to put it crudely, are we getting
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for our money? Is an increasing pro-
portion of the cost going, first, to
those who do the welfare rather than
to those who need the welfare and
second, for treating at a higher
standard the symptoms of need rather
than in curing or preventing the
causes of need? (pp. 23-24).

Despite the vague objectives of social services {it is
difficult to determine whether they are being realized or not), and
the hazy relationship between educational level and competence in
the field, social service graduates usually get the first chance
at the jobs in the social service field. I have referred to the
selective preference in social service agencies as possibly being
due to a kind of "occupational imperialism" or "professional
nepotism" (Maslany, 1973, p. 1), strong words to emphasize that I,
like many others, am not convinced that the employment advantage
given to social service graduates in the social service may be
. e 1
justified.

Regardless of the fact that this competence has not been
shown to be unequivocally related to educational type or level,
our contact with most employers has been that they do indeed

have very "rigid hiring policies" (Kinanen, 1971, p. 188) and it

would be an almost impossible task t~ persuade them "to scrap"

lThe Alberta Colleges Commission (see Bibliography) has produced
evidence through its research which justifies the preferential
treatment given to social service graduates., What it found was
that the practice of giving preferential consideration to general
BA graduates was unwarranted since they did not seem to be any
more competent than those without this educational background.
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those policies,

Through our employer contacts we were made aware of the
occupational imperialism~nepotism phenomenon which we termed the
"mirror effect".l On one occasion, we had arranged to meet with
two employer representatives from two (correctional) institutions.
We asked them about their hiring policies. The first indicated
that he would never consider hiring social workers because they
were far too idealistic and their training too general for them
to be of any use in that setting. What he wanted were employees
with psychological (objective) kinds of training. We later
asked the same question of the head of another institution which
ostensibly had the same function as the former and the employer
there expressed antithetical preferences to the foregoing. The
latter stressed that he would never hire any psycholoéically
trained person ("they only know how to give tests - they don't
know how to get involved in on-going, long-term relationships
with people"). Only those with a background in social work were
given any consideration there.

The irony here is that two institutions which purport to
carry out the same function have such diametrically opposed

hiring preferences. We strongly doubted that exposing either to

1We may be gquilty here of giving new names to old concepts or
else contributing nothing more than coming up with another
"semantic" breakthrough but sometimes analogies lead to a better
understanding of a phenomenon.
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any of the rescarch we have reported in this section would have
had any effect towards changing their unsubstantiated biases.

Often our roles as researchers proved to be rather
frustrating to us in that we would have liked to have had more
of an opportunity to change and remedy some of the shortcomings
we became aware of throuéh the course of our interviews. For
example, we would have liked to have been able to force an
employer to hire non-graduates for certain positions just to find
out if one group could handle these positions as well as social
service graduates (Kinanen, 1971). The point, however, is that
we had no such powers and neither did we try to exercise any-
thing more than subtle coercion. We had our opinions, butkwe
tried our best not to let them shcw through and affect the
responses of those we met. Conscious suppression of our biases
was the only way we had to avoid a "Hawthorne" effect from

occurring.
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CHAPTER II

PROCEDURE

Stage I: Definition of Social Service Organizations and Personnel

The following definitions of social services which had
been derived from Crane's (1972) proposal were the basis for the

selection of the social service organizations surveyed in this

study.

An organized activity that aims at
helping towards the mutual adjustment
of individuals in the social environ-
ment. This objective is achieved
through use of techniques and methods
which are designed to enable indivi-
duals or groups in communities to
meet their needs and solve their
problems of adjustment to a changing
pattern of society and through co-
operative action to improve economic
and social conditions (p. 8).

Since the above definition is so general that it would almost
apply to any group, Crane cited another more specific one which
he had obtained from Professor Nicholas Sav€ of Laval University.

...by social services is meant the
organized effort by individuals
through special knowledge and skills
to ameliorate or eradicate an un-
acceptable social condition or to
meet...social needs within the
community. Such services are sanc-
tioned by the community and may be
supported by tax money, voluntary
contributions or through proprietary
auspices. The services are usually




related to meeting the physiological
and social needs of the individual,
his family or social group (p. 8).

We had hoped to encompass & reasonably broad range of
persons into the focus of our study. We felt that the results of
other studies which had been seeking the answers to similar questions
as ours, were not of much use to our study because their
definitions of social services had been excessively restrictive.
For example, Crane's (1973) Study sampled only those who graduated
from social service-related programs; however, it was quite
obvious that there were more persons employed in the social
services than those with social service-related academic training.
Other related studies had similar shortcomings with respect to
our purposes. For example, Davis identified social services with
a governmental department responsible for this function; but
again, there were a large number of social service personnel who
were not employed by this department (even though this department
was, by far, the largest single employer in this province), Still
others have regarded the definition of "social service worker"
and "social worker" to be a matter of professional licensing or

non-licensing and not a debatable issue at all (Perretz, 1962) .

Stage Il: Operational Definition of Social Services

Of the above we felt that Crane's and Savé's definitions

would be useful to our purposes. We applied them to formally
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organized groups obtained from a wide range of directories con-
cerning social service groups and organizations located in this
province. (See Appendix C.) When selecting those we considered
should be included in our survey, we experienced great difficulty
at times in objectively "drawing the line" as to which could be
categorized under the term "social services" and which would more
appropriately be regarded as belonging to an allied field. Some
fairly arbitrary decisions had to be made as to which should be
included and which should not. For example, all those organ-
izations with the term "social services", "welfare" (or variations
of these) contained within their names (g.g., Department of Social
Services, Saskatchewan Association of Social Workers, etc.) were
automatically included. On the other hand, there were some, such
as legal organizations and teaching institutions, which would have
easily corresponded to the above definitions but we nonetheless
decided that they should be excluded. Wherever there was any
doubt about the appropriateness of including an organization we
included it. We felt that it would be better to include an organ-
ization that should probably have been excluded than to exclude
one that we might later have wished we had included. In other
words, the advantages of including too wide a range of groups
seemed to far outweigh any possible disadvantages of this selection
procedure.

Our broad definition of the social services led to mis-
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understanding which failed to be sufficiently clarified in, for
example, the covering letters accompanying our questionnaires.
The connotations of the terms “social service" and "social worker™
were hard to counteract. Responses ranged from "this doesn't
apply to me because I have neither a BSW nor an MSW nor do I
want or ever intend to get one" (most common); to "...I hear you
are doing a study on the Department of Social Services; we are not
connected with them" (less common but nevertheless occurring
often ecnough to warrant mention). It did not matter that we
anticipated this ambiguity and tried very hard to explain that
we were using the term "social services" in a very general sense.
There vas still a significant number who either outrightly re-
fused to change their definitions ("I am not involved in social
service no matter what you say") or just could not be gotten
through to ("you must have gotten.sy name by mistake, I have only
a grade..."). Where we could, wéme;ﬂher tried to inform directly
(for example, an interview) or we sent letters assuring them there
was no mistake. This usually resulted in better cooperation,
but not always. We suspect that a proportion simply didn't feel
they should be included in our study and, consequently, would have
nothing to do with it.

The lesson here is that we probably would have been betters
off to include some form of a twenty-five word or less text-book

definition of social services in our letters accompanying the



questionnaires, a practice we had deliberately avoided. However,
there would still have been the problem of getting the people we
dealt with to read it, understand it and act on it in order to

change their personal definition of social services.

Stage III: Interviews

At this stage, we set up interviews2 with representatives
of the organizations we had identified as "social service" re-
lated in Stage II. The purpose of this stage was to obtain
reactions to our proposed study3 from these organizations and to
obtain descriptions of their function (social services) ané
hiridq policies. The interviews also served to help us to
develop an appropriate survey instrument for the study.

These interviews were conducted on an open-ended basis

and in many cases covered subjects which were not included in the

lIt would have been as difficult as trying to sell Protestant
Bibles to a Catholic.

2For format of Interview see Appendix F., p. 171; for Summaries
of Interviews see Appendix D., pp. 101 -~ 138,

3Had it not been for these preliminary interviews, we would have
received very few reactions to the study. Although we sent out
close to 300 copies of our study proposal, most of the persons
we had contacted indicated that they had only read the proposal
when we told them that we would be coming to discuss the study
with them. 1In other words, had we not arranged these intex-
views, very few would have known anything about the study.
Providing persons with information about a project is no
guarantee that information will be read.
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format. They were usually tape recorded, later transcribed and
edited. They were then sent back to the interviewee for any
changes, deletions, or additions he or she wished to make. If

the transcripts were not returned to us we assumed that no mis-
representation had been made. We also requested permission (which
was usually granted) to quote these interviews.

The interviews were reviewed for recurring themes which
could be used as a basis for items and alternatives within the
items on the questionnaire. It should be noted, however, that
the interviews were not the only source used in developing the
survey instrument. We also relied upon incorpérating material
from questionnaires developed elsewhere for similar studies.l The
pilot qguestionnaire, which was the first result of the interpretation
of the information obtained from the interviews, can be fouvnd in
Appendix F., pp. 176 - 18l.

The following is an example of an exceptionally gcod in-
terview (not really a typical one) with representatives of a
consumer group. We have decided to include it here in total sc
as to give a reader the general flavour of these interviews and
also to show how these interviews could go off on a tangent which
may not have correspinded to the interview format but .may, none-

theless, have been considered worthwhile enough to pursue.

lThose sources from which we adapted questionnaires appear, pre-
ceeded by an asterisk, in the list of references.
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Notes on interview with Mrs. Agnes lLetendre, President and Mrs. Penny
Kipling, Secretary, Melfort Anti-Poverty Association. Melfort, Sask.

Interviewer:

Letendre:

Interviewer:

Letendre:

Kipling:

Intexrviewer:

Kipling:

Intexrviewer:

Kipling:

Letendre:

Kipling:

I guess to start with we'd like to find out what your organization
is doing.

Well, we are not doing much right now because we have been working
trying to start a thrift-shop which would be open five days a week;
but we can't find a right place. We were also wanting to start a
day-care centre. We have a membership of eighteen with about eight
to ten people attending meetings. '
what about informing people of their welfare rights. Do you do that
too?

We didn't know half, not even three quarters of our rights until

we got into this group. Now the Department of Social Services are

all willing to tell us. I don't know, they have a different attitude
towards us now.

For example, the regulations (of the Department of Social Services)
state that you have to ask for "Special needs" if you want them.
Social Services staff won't tell you about them. We had to find
out about this by ourselves. This is kind of stupid. If they put
them there, for heaven sake's a lot of people are doing without
because they don't know. '

Well, this book (Your Welfare Rights) is that the kind of thing
your group uses?

Yes but it just covers the bare necessities, it doesn't even say
anything about linen or dishes or what happens if your furniture
falls apart. Most people just try to scrimp and save out of the
money they do get. That's what I did for the first while until
I found out about "special needs" provisions.

Do you actually feel a difference now working with social workers?
Yes, my worker even offered me a cigarette when I went 1in there.
You used to go in and see your worker and you would leave. You'd
meet them on the street and they'd look straight through you. You

might as well not even be there.

You go in there now and the social service staff are all coming and
saying "hi".

That's one thing your School can do, Make sure you drum it into
everyone's heads that we are human beings.
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Intervicwenr:

Kipling:

Letendre:

Interviewer:

Kipling:

Letendre:

Kipling:

Interviewer:

Kipling:

That's the kind of thing that almost can't be taught to a person,
It almost has to be in themn.

You feel bad enough when you have to 4o in there and ask tor help
in the first place.

The first meeting that Mr. X (a senior Department of Social Services
staff from Regina) called together, he was a little flabboryastod

at the things that were going on that he didn't know about. And

we had tried to get in touch with him before. He didn't know.

It's more or less our right to be able to go over the worker's head.
I'm not saying every time you have a spat with your worker you qo
see the supervisor; but when vou are in desperate need and things
aren't working out. For the longest time you couldn't get an

answer as to why you weren't allowed to get this or do this. I was
cut off welfare once and I was given no reason. And I tried phoning
the supervisors and there was just no way I could get a hold of
anybody .

They could be sitting right there in that office and yet they will
tell you they are not there.

I guess that is one of the important things about this group; the
educational factor for the people on welfare. They find out that
they are people themselves, not only trying to get the worker to
realize that. Do you make much use of the appeals procedures?

Nobody bothers appealing. There were only twenty appeals last year
and there are 1200 in this region. Most people don't know what

they can appeal about. How many people want to walk out of their
worker's office and then ask for a form to appeal? Maybe six months
from now we will start making appeals, once people realize they are
not going to get cut off ( of their welfare cheques).

Our members are scared, even after they join the group. We had
one lady who thought there was some trick to this.

Sshe thought the Department of Social Services was sucking everyone
in and now they were going to get kack at her. She phoned long
distance and she was really upset.

Have you tried to put any pressure on the Department to come out
with their own literature?

Yes about everything; even about "special needs". Most of the people
that really need it don't know about this provision and they are

too scared to ask. What the workers say goes and people don't know
that the workers aren't gods.
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Letendre: Some of the workers now are telling their clients to join our grouy

Kipling: If people join a group it helps the worker too because they won't
be having people asking for things they are not entitled to because
they will learn from us. One of the things that a supervisor said
is that the workers have got so many policies and regulations that
you can't expect them to remember everything.

Letendre: We should have been using the "special needs" provision earlier but
instead we have been taking money out of the food and c¢lothing all
along. Now we know where we stand.

Kipling: Well, I've got a private beef with the social workers. Most of them
are young and they don't know what it's like to fight and they go
through their course and they sit in the office and then they tell
you "Well, you ought to be able to live on this".

Letendre: At one of our meetings they suggested that we get more married pcople
involved in becoming social workers. That's kind of hard.

Interviewer: You feel the problem with social workers is a general lack of experience”

Letendre: What does a young girl know ‘about what you have to put on a table
when there are five kids sitting down? What does she know? She
doesn't know it until she's had to face it.

Kipling: And they don't know the down periods you go through - thirty days
in a row - you get to go out once a month to shop around and the
next month you sit there every night and figure out how the money's
going to go around. Most of these young workers have no idea what
you go through. Then the kids come home and their friends are going
swimming or joining Brownies and you are having a hard enough time
getting through to the next cheque.

Interviewer: You find that that is really hard on the kids?
Kipling: Oh yes, that's really bad.

Letendre: I had an RN phone me and she said there are more mental cases from
Welfare from women worrying about where the next cent is going to
come from and that the kids can't join in because they don't have
the money. The next thing they start loafing around. They are
into trouble before you know it. This is why we wrote to the
Recveation Board here and we are trying to see if we can get swimming
lessons at half price. We don't want them for nothing. We haven't
got an answer yet. They can't even afford to go to camp.

Kipling: There is something else S.C.A.P.O. was talking about;- setting up
a "Welfare Camp" which won't work. You get "there go the welfare
kids to the welfare camp". It sets them apart. This is another
thing that bugs me - do you know that if I put my two girls up for
adoption, put them in a foster home, they would be able to do any-
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Letendre:

Kipling:

Interviewer:

Kipling:

[.otendre:

Kipling:

Interviewer:

Kipling:

Letendre:

Kipling:

thing and see anything? The welfare hands out money for this and
that. But for me, because I kept my kids, they are doinqg without,

I have a son and he left home last year and went into a foster hc - .
He got a lot more money than when I kept him at home. This is one
thing I don't like to see. When you are trying to raisc your kid:,
why don't they help you more?

They talk about second and third generations on welfare as if they
are punishing these kids for staying at home, what can you expect?
They don't give them a chance to even take part in the community.
Home is where they are supposed to be.

The children are just maintaining the system.

A lot of kids have the ability and the gumption to get out and go
to university and there is just no way they can get there.

We were really going to town at the Advisory Meeting and you would
be surprised at how many saw it our way.

The guy from Carrot River was really mad at us because he had just
got his welfure rights group started and here we were lambasting
their (ESP) projecct. But they (The Department of Social Services)
didn't even tell them that their medical coverage would be cut off,
that at the end of the project they would have to go on unemployment
for six months and then they would have to start from scratch and

go back on assistance and do without clothing allowance for three
months.

This is the summer project for ESP?

Yes, those ladies are all excited. They figure as soon as they take
their garden off the project, everybody's going to come running to
them with jobs. 1It's ridiculous, they are taking them off welfare
so they can go on unemploymént. -

We are having enough trouble with our group. It's just like she
(Penny Kipling) said: "I'm not going to go out and work until my

last kid starts to school. Then I'll go and work to get off wellare.

She wants to be home with her kids and it's no more than right.
Who wants to leave their kids when they are that small?

I tried working right after she was born and it was such a hassle,
I figured to hell with it. I'm not lazy. I was working but it

got too upsetting never knowing from one day to the next if you
were working. I told these guys if these people have the incentive
to go out and work, they will find ways of making money, not by
putting out that thing (ESP Project).
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Interviewear:

Kipling:

Letendre:

Kipling:

Letendre:

Kipling:

Letendre:

Kipling:

Interviewer:

Kipling:

About your problems with the young workers and that, ajout the only
way they can compensate for their youth is to make sure they hav:-
empathy so they can pick up and understand people's problems.

Well, maybe if they were dirt poor for about five years. Thesc
people just don't know.

I think that when one walks through the welfare door and wants
help, they have really put up a hard battle. Like Al Skagen

(from S.C.A.P.0.) said that that was the hardest thing he ever had
to do. I want my cheque and I want it earned. I don't want it
given me.

Mr. X ( the senior staff from the head office of the Department)
was quite mad because just about everybody had the same attitude.
I walk through my house and I point at the things I bought by
scrimping and saving and then I look at those things that the
government paid for and they just burn me. As far as the others
were concerned, the government should ke buying everything but
that takes away your pride. There is a stigma attached.

I'd like to see counselling set up with people who have been through
it - the problems of a young girl, young boy, a married couple that
are still together and a separated couple.

Each office should have one worker with psychiatric training; one
worker with marriage counsellirg; so that when a problem comes up
you can refer them to that worker. Something really specific.

Yes because there is really no one you can go to. Especially for
these young boys - they dan't want to see a worker, no way.
That's dynamite. If he could go and talk to somebody else, it
would work out a lot better.

This thing you are doing isn't for that two-year course at
Saskatoon (Welfare Worker Technologist Program at S.I.A.A.S.)?

No

oh, because that thing ought to be closed right down. There

is no way these people have training in how the client ticks.
They must not do very much there. Most of the front-line workers
are only twenty or twenty-one. Now they are talking about
having clerk typists you go to to fill out your forms (if and
when separation of financial services from social services comes
about). That is even worse. What they necd is social workers
trained as social workers. The way this guy (Mr. X) was talking,
the first person you would go and see would be the clerk typist.
Then you would have the worker, then the supervisor - you are
going to have things really spread thin.
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Interviewer:

Kipling:

Letendre:

Interviewer:

Kipling:

How they are going to set it up is to have workers on a counselliing
level with people. Some workers have large virtually unmanageable
caseloads whom they are supposed to help. You end up worrying jus.
making sure their cheques get out to them.

Well, sometimes they don't even worry about the blasted cheque.
Usually it's the man who won't admit he needs help who needs

help. We had one where the worker had to come to the house.

The man would not go to ask for help.

You have to work on public relationms.

In Melfort it is really »ad. I think that is the biggest problem.

You need education for everybody even for the legislature. Right
from the bottom up to the top.

Interviewed by Harold Hugg
Transcribed by Debby Behm
Edited by G.W. Maslany
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Oour study was conducted independently of any of the person:
with whom we dealt. There were certain advantages and disadvantages
to this situation. The advantage was that we received quite can-
did descriptions of their perspectives. At times it appeared
that the interview served as a sort of cathartic experience for
those we contacted in that it gave them an opportunity to get a
lot of things "off their chests" which they would likely not have
done had we been carrying out an in-service evaluation. The
disadvantage, however. was that we were usually regarded as being
some sort of passive reporter-researchers (historical types) who
were obtaining a description of a situation without being able to
influence or have any effect on what we saw.l It is difficult to
determine whether the advantages of our situation outweighed its
disadvantages. Even if they didn't, there isn't really anything
we could have done about it.

A further selection occurred-at the interview stage in
that a number of the organizations interviewed indicated that
they actually had no direct social sexvice kinds of contacts with
clients but served purely an administrative function (e.g.,
federal Department of National Health and Welfare, Unemployment
Insurance Commission, etc.). During the interviews we were

occasionally informed about other organizations who would have

l"...researchers come and go, furthering their own careers
leaving the poor behind, unaffected (Caro, 1971, p. 313)".
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come within the scope of our study but of whose existence we had
previously been unaware (e.g., newly founded consumer groups) .

It also became very clear duriﬁé this stage that we were
being regarded by many as being salesmen for forthcoming graduates
of the "Regina School of Social Work". 1In our opinion, we were
doing no such thing but thought of ourselves as carrying out a
purely descriptive function. If we were promoting anything, then
that would have been higher education, payticularly of the social
services type. Consequently we prepared a booklet entitled
"Summary of Academic Programs Relatéd to Social Service in
Western Canada 1973-74" (Appendix B., pp. 45-83) of which we
intend to distribute approximately 1,000 to those who
requested them (an option on the guestionnaire). In this way
we would hope to make interested persons cognizant of the
variety of programs which are available, where they are located,

what they offer, etc.

Stage IV: Obtaining Lists of Names of Possible Participants in

the Survey
We next obtained lists of names, from the organizational
representatives we contacted during Stage III, of persons to

whom we would subsequently send the three types of questionnaires
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(employee, supervisor or consum.er).l Included in these lists
were the names of those who were dispensers of social services
(employees and supexvisors). The method used to obtain the
majority of the names of social service personnel (employees) was
simply to write to the organizations requesting this information.
(Correspondence located in Appendix F., p. 192).

Membership lists were obtained from the Saskatchewan
Psychiatric Nurses Association and the Saskatchewan Association
of Social Workers.

A total of 132 letters was sent to various agencies and
organizations requesting the names and working addresses of their
employees. After ten days, 84 reminder letters (see Appendix F.,
p. 194) were sent to those organizations which had not replied,
Wherever possible, telephone calls were made to those who did not
respond to the reminder letters. As has already been mentioned,
some of those who did not initially answer felt they were not
sufficiently involved in the provision of social services to
justify their participation in this survey. A small number of
organizations had disbanded by the time we requested a list of
their employees. We were unable to reach or get a response from

the remainder either by letter or telephone. As a result, we

l'rhe contacts that had been made earlier with organizations by

means of the personal interview were helpful in producing in-
terest and cooperation in this stage and the remaining stages
of our study.
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received lists of names and addresses of slightly over 2,000
employees from 93 social service organizations.

A very small number of organizations requested that we
send the questionnaires directly to them and they would distri-
bute them among their employees themselves. In some cases, this
was done because the employees wanted to be certain that their
responses would remain anonymous, even though we tried our best
to assure them that any responses on the completed questionnaires
would be kept perfectly confidential.

Some names of persons supervising social service personnel
were also secured from the letters sent to organizations asking
for a list of their employees.l Most of the names of supervisors,
however, were received by way of the employee questionnaire. One
of the items on the questionnaire asked the employee to provide
us with the name and working address of his or her immediate

. 2
supervisor.

Although the distinction between dispensers and consumers

lFrom the list of social service personnel obtained from the
Department of Social Services, we could, to a large extent,
identify those holding supervisory positions by their (Public
Service Commission) Jjob classifications,

2Though some persons were mentioned frequently, we only sent one
questionnaire. This "keeping track" was quite complicated since
a number of names recurred (possibly without our knowledge) on
our various lists., For example a person's name might appear on
a professional association list and also on the staff list pro-
vided by the organizaticns.
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members who would take care of distributing the questionnaire was

made available to us at a SCAPO conference.
Stage V: Distribution and Rates of Return for Questionnaires

This stage consisted of distributing one of the three
questionnaires to each of those persons identified during the
previous stage as falling into one of the following groups:

1. Dispensers of social service

a) employees (employee questionnaire)
b) supervisors (supervisor questionnaire)

2, Consumers of social sexvices
a) consumers (consumer questionnaire)

The first draft (Appendix F., p. 174) of the employee
questionnaire was pre~-tested (piloted) on 70 social service
employees in Winnipeg, Manitoba. Half of the participants were
offered a payment of $2.00 for the return of a completed question-
naire to us, the other half were not offered any payment. In this
particular case, the rate of return did not seem to be affected
by whether or not the participants were offered payment. The
overall percentage of return for both groups combined was 72.8%.
In fact, the rate of return from those who were offered payment
was lower (68.7%) than the rate cf return from those who were not

offered payment (70.3%). This unexpected result was probably

lSaskatchewan Conference of Anti-Poverty Organizations Annual
Conference, Saskatoon, September 25 ~ 27, 1973.
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was rather clear cut, the distinction between employees and super-
visors was at times difficult to make on the basis of the infor-
mation we had available. Therefore, in these ambiguous cases,

we sent those persons an employee questionnaire, on the first
page of which was a note asking them that if they felt their
position was more accurately described as a supervisory one, to
return the uncompleted questionnaire with a note to that effect
and we would forward them a supervisor's questionnaire instead.
Finally, a small number of supervisors names were recieved by way
of corresponderce and direct contact with certain organizations
during the course of the study. Through these various means we
compiled a list containing 408 supervisors' names.

We also intended to obtain membership lists from consumers of
the social services organizations in order to mail the questionnaires
directly to the consumers. We ultimately decided against this strateqgy
because we were informed by the executives of some of these groups
that our rate of return would be poor since their members would be
afraid that we might disclose their responses to the st#ff of social
service organizations with which they were involved (which might lead
to some form of retaliation against them by these staff). Therefore,
in cases such as these the consumer groups gave us only the approxi-
mate number of members each of them had. Some groups seunt us lists
of their menmbers; others did not reply at all. The distribution of
the questionnaires was handled by an executive member within every
organization with which we had contact. The major source of names

and addresses of various consumer self-help groups and the executive
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due to the fact that one agency (who was promised payment) received
a large number of questionnaires and, for some reason, experienced
some difficulty in distributing the questionnaires to their em-
ployees and/or having them complete the questionnaires (perhaps
the workers were away from their offices much of the time). As a
result, we were not convinced that our question "Does payment of
subjects make gany difference in rates of returns?" had been
answered.l In a letter accompanying the questionnaire we also
solicited suggestions for improvement of the instrument. Those
suggestions ané criticisms that were made invariably proved to be
quite helpful and every effort was made to incorporate them into

the study.

Employee Questionnaire

A total of 2,053 employee names were received. . Each of
these persons was sent an employee questionnaire (Appendix F.,
pp. 209 - 226), an accompanying letter (Appendix F., pp. 196 - 208},
and a self-addressed business reply envelope. We had composed
seven accompanying letters which varied slightly from one another.

The specific one sent depended on the means by which we obtained

- their names. The letter explained the purpose of the study and

lOur final decision was that even though payment of subjects may
not have a very noticeable effect on the rate of returns, it
probably would not lower this rate. The only reason for paying
subjects was based on the belief that they might be more moti-
vated to make a return if they received some tangible form of
reinforcement like money.
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also that we would pay each respondent $1.00 "“as a token of our
appreciation” for the return of a properly completed questionnaire.

After a period of two weeks, reminder letters (Appendix F.,
p. 228) were sent to those persons who had not yet returned their
questionnaire. It appears that these letters had an important
effect on improving the rate of return in the period immediately
following the mailing of the letters. Of the 2,053 questionnaires
which were distributed, 887 completed questionnaires were returned
to us before our deadline (December 21), although we were still
prepared to pay those subjects who sent us their completed question-
naires after this date. We received no answer at all from 1,011
persons. Of the remaining 155 questionnaires which were mailed, 55
were returned uncompleted by persons who identified themselves as
supervisors, 40 had been sent to subjects who were subsequently
identified as being supervisors by other employees and 60 question-
naires were returned uncompleted by persons who had retired from
the social services.:had moved out of the province, or for some

i

other reason did not wish to complete the questionnaire. The
nunmber of questionnaires returned which we were able to use for

purposes of the study represents approximately 47% of the known

possible returns. Had we not been subjected to such extreme time

1
Some employees were not sent the payment because it was against
their department's policy.
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constraints (which was primarily our own faultl) in that the study
had to be completed by the end of January, 1974, at the latest, we
would have sent at least two more follow-up letters to the non-
respondents., This‘yould undouhtedly have raised our rate of returns
in excess of the 60% minimum which we had anticipated in our pro-
posal for this project. Nonetheless, it is unlikely that there
are any systematic differences between the respondents and non-
respondents. Crane (1970) had a random sample of non-respondents
to a questionnaire in his survey personally interviewed. He sub-
sequently compared the results of this sample with the results of
those who completed the questionnaire, finding both to be so
similar as to suggest that the returnees were not a biased sample

of the population being studied.

Supervisor Questionnaire

The supervisor questionnaires were mailed approximately
one month after the employee questionnaires were sent out.2 They
were mailed out to 408 persons over a pericd of ten days (the latter
ones were sent out as we received additional names from the returned
employee questionnaires). Over a three-~week period, 149 question-

naires (37%) were returned to us which is comparable to the employee

1We had seriously underestimated the amount of time necessary to
complete this study. What we ended up doing was far more exten-
sive than we had originally planned,

2hecember 10-14, 1973.
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returns even though we did not have the time to send out a follow-
up letter, In addition, twelve were returned uncompleted by persons
who indicated that they did not want to complete the questionnaire
for various reasons.l

The supervisors were also offered $1.00 for completing the
questionnaire. A few were quite indignant that we would equate the
effort they had to go through in completing this questionnaire with
the "measly sum of a dollar". We had anticipated that we would
receive this kind of reactioﬁ but nonetheless, we decided that
likely more good than bad would come ocut of paying our subjects.
Personal letters of apology and explanation were sent out to those

persons who mentioned their distaste for the $1.00 bribe.

Consumer Qpestionnaire

On November 13, we sent 50 consumer questionnaires to
the president or another executive member of each consumer group
for which we did not have the numbers of members. Others were
sent the number they requested. Also included were a distribution
form and a letter outlining the distribution procedure to be
followed. (Appendix F., pp. 242 - 260.) We still included a
letter explaining the purpose of the study and a prepaid

self-addressed envelope with each questionnaire for each

lIt should be noted that some of those who did complete the ques-
tionnaire algo indicated that they were reluctant to participate
because they felt we were invading their privacy ("how did you
get my name?”), the study had no relevance to their position, it
was a poor survey instrument, etc. The significant thing is that
they participated anyway.
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respondent,

We agreed to pay each respondent $2,00 for a properly com~
pleted questionnaire and an additional $.,50 per person for each
properly completed questionnaire to the organizations responsible
for distributing the questionnaires.l (see Appendix F., p. 245.)

A total of 1,390 consumer questionnaires was mailed to 32
organizations. Since we did not have a record of the exact number
of memberg in each organization,50 questionnaires was only an
estimate of the average membership of each group. In one case,
an additional 75 questionnaires were requested to accommodate the
organization's membership. Sixteen of the organizations informed
us of the number of questionnaires which were actually distributed;
however, we heard nothing at all from the other sixteen groups.

According to the information returned to us by the organ-
izations who distributed the questionnaires, and the information
contained in our records, 579 is the maximum number of question-
naires which could have been distributed. A total of 188 completed
questionnaires was returned during the four-week time limit follow-
ing distribution. This figurQ§§zz:esents a 33% return, which we
are certain greatly underestimates the actual rate of returns since
we were not sure that all 579 of the consumers actually received

a questionnaire to return,

l'I‘he reason for paying the conswners twice as much for completing
a less involved questionnaire than the other two groups was that
if any group needed an incentive to participate, this was the
group.
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Through our preliminary interviews we were made aware of
how difficult it quld be to obtain any data from the consumers,
especially by means of a questionnaire.l We were led to believe
that,even if personal interviews were to be employed,many would
be fearful of taking part in them. The point was that we had
neither the time nor the manpower to carry out these interviews
considering that the survey of consumers actually had quite a low
priority in this study. The reason for the low priority was not
because we regarded this part of the study to be of low importance
but because we were not sure that we would come up with any method
for obtaining the information we wanted from this group. The
"big break" came when w: were invited to give a presentation to
the Annual SCAPO Conference (see footnote page 68). This Con-
ference had representatives from most of the major poverty,
clients' rights and self-help groups in Saskatchewan in attendance.
These representatives unanimously showed an interest in cooperating
in the study. Furthermore, it was agreed at that cime that it
would be better if they took the responsibility of distributing
the questionnaires to their members themselves because they were

more likely to elicit the cooperation of their members. This

1 s .
As has been indicated earlier, many among the consumers were

afraid that their responses might be used against them (e.g.,
the Department of Social Services might cut them off "welfare").
Furthermore, many of these people are barely literate and they
would find it extremely difficult to make out and answer most
of the items in the questionnaire.



made very good sense to us since we were very interested in getting
a good rate of returns. It would also relieve us of a great deal
of responsibility and work.

While we have criticized other studies about the restrictive
focus in their research on social services with respect to consumers
of social services; we, the critics, deserve criticism because of
our restrictive focus of those on the other side of the social ser-
vice desk. The reason for this was that we found no other organi-
zations representing consumers of social services than those con-
cerned with issues of offsetting and alleviating poverty (these
groups are themselves of recent origin). There were simply no
organizations whose membership consisted of those involved in,
for example, casework (counselling) for the purpose of collectively
lobbying to improve standards of casework and to make sure they
got their fair share of it.

One may ask why we were so fanatically concerned about just
dealing with organizationally-based consumers. The point is that
without these organizations any study of consumers would be vir-
tually impossible. For example, we could not very well go into a
social éervice agency and request the names of all the persons
they were treating or ever had been treated there so that we could
define a population from which we would later draw a sample to
study. Clearly, a release <f their clients' names would be re-

garded by most agencies as an unjustifiable betrayal of privileged
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information. In most cases we would not get the information.
Those who would help us would prohably represent a very small
group and we are back again where we startei - with a biased re-
stricted sample of recipients of social services. In any event,
we were well aware that there was more to reciplents of social
services than recipients of financial assistance (and we are not
even sure how representative a sawple we have of them) . Admitting
a shortcoming is a long way from alleviating it; but at least, we
have anticipated our critics.

Our expectations had been that the rate of returns from
these consumers would most likely be so low that it would prove
to be a waste of time to even attempt to obtain any data from
them in any other form than, possible, by personal interview. We
had expected that a questionnaire (if it were to be at all com-
parable to the one we sent to the employees and supervisors) would
probably be too complicated for them to understand., We knew that
this group might not, for the most part, be literate enough to
read the questionnaire (apart from the reluctance to £ill it out
because of being suspicious about its purpose). Although we were
correct in these anticipations, those organizations which took on
the task of distributing the questionnaire put a great deal of
effort into helping their members complete it. We would not have

had any hope of getting anywhere near as high a rate of returns
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as we did had it not been for the cooperation of these organizations.
The effective liaison they served between their members and the
survey has important implications for any further research we, or
any others, may hope to carry out with this kind of group or simi-
lar groups elsewhere.

The following two pages contain some of the relevant data.
Figure 1 summarizes the number of returns on a weekly basis for
each of the groups. Figure 2 is an overall view of the total

number of questionnaires sent to and returned by each of these

groups.
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FIGURE )
RFST COPY AVAILABLE
RATES OF RETURN FOR QUESTIONNAIRES ( PER WEEK)'
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* Reminder letters sent to employees (Nov. 28)

** pDeadline for inclusion of questionnaires in analyses

***Number of questionnaires received between deadline and Jan. 4
A number of gquestionnaires were received after Jan. 4: Employees-
42, Supervisors-22, Consumers-39., Data from these are not
included in the analyses presented in this Report.
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DATA ANALYSIS

Method of Statistical Analysis

The simplest of statistics were considered to be suffi-
ciently adequate to analyze the data derived from the questionnaire
and obtain the descriptive information that we are seeking. We
calculated nothing more complicated than the mean, standard devi-
ation, percentages and, occasionally, mode.l

The most obvious criticism against this approach is that
we should have used an inferential technique involving tests of
significance such as analysis of variance rather than relying on
interpretations based on "eye balling" the results. We did not
do so for a number of reasons.

We could have carried out a multivariate analysis of
variance; however, not without great difficulty. First of all,
all respondents did not answer all items. Had we only analyzed
the results from those who completed all of the items on which we
wanted to compare the groups, we would have been left with only
a small handful of comparable questionnaires - a sub-sample which
might not have been characteristic of the total group of res-
pondents. Secondly, had we used least-squares estimates to

calculate the missing values and conducted the MANOVA with

lThe data were analyzed on a Xerox Sigma Computer using a set of
programs referred to as "Statistical Package for the Social
Sciences" (Nie, Bent and Hull, 1970).
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missing values being replaced with these least-square estimated
values we would have been making some questionable assumptions.
Although we had a computer program to make these estimates, the
computer time required for such a task would be so expensive that
it hardly seemed to be worth it.

We are pointing these possibilities out in order to try
to convince a reader that we would have employed more complicated
analytic procedures than we did had we deemed them to be appro-
priate. Above all, we wanted to avoid being statistically
pretentious by getting encaged in all sorts of mathematical
acrobatics and wizardry. We felt this would have clouded the
issues with which we were concerned.

Quite frequently, statistical significance and practical
significance are confused. This confusion would very likely have
occurred here. A little known rule-of-thumb in statistics is "the
larger the samples the better the chances of obtaining significant
differences" or conversely "the smaller the samples the less
chance one has of detecting any differences" even if there are
differences between the populations from which the samples have
been drawn. Because of the large size of our samples, we were
certain to detect a large number of statistically significant
differences which would have had no practical value.

The conventional statistic analyses have been developed
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for use with populations of infinite size; we were dealing with
finite ones (persons involved with social service organizations
in Saskatchewan). Hurthermore, we obtained reasonably high
proportions of returns from these populations which should allow
us to assume that we had fairly accurate estimates of their
parameters, Statistics are only of value when analyzing randomly
drawn samples of a population. When, on the other hand, entire
populations are drawn, no statistical tests are necessary be-
cause any differences which are detected are actual differences.
For example, although it may be meaningful to talk about statis-
tical significance when dealing with data from samples, it makes
no sense to speak of statistical significance when referring to
data derived from populations.

When making interpretations based on data derived from
samples, two errors in estimation are pr:ssible; however, when
dealing with entire populations as we were, only one of these
errors can occur. In the first case, a sample (even if it is
drawn randomly - and they rarely ever are) may over or under-
estimate a population parameter (referred to, for example, as
the standard error of the mean, etc.,). To add to this error and to
contribute to further confounding of the estimation of a para-
meter, is the problem of incomplete returns received from the
samples drawn. The non-respondents are not necessarily an un-

biased sample of those who have been contacted, although this is
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frequently the assumption which is (or more accurately, has to
be) made in order for the results to have any meaning.,

Others have assumed ther~ ure no systematic differences
between respondents and non-respondents in theilr samples,1 and
we are similarly arquing that there are no systematic differences
between respondents and non-~respondents in the populations we
were surveying. Our argument here is primarily based on an appeal
to authority and precedent. We feel confident and justified in
assuming that we have effectively determined the population
parameters of our three groups. Since we have determined these
population parameters, no inferential analytic techniques are
necessary. In any event, even if the statistics derived from
our returns were biased so as to actually seriously under- or
overestimate the various parameters in which we were interested,
there would be no statistical techniques available that could
compensate for an unknown bias.

One of the primary reasons for trying to survey entire
populations rather than samples from them was that we had antici-
pated a large distribution of the results of this study. Were
our analyses too complicated, few would have understood them.
Describing and comparing groups on the basis of population

parameters would greatly simplify presenting and interpreting

lCrane's (1970) finding of no systematic differences between re-
spondents (who completed a questionnaire) and non-respondents
(who were later interviewed) to a social service survey tefids to
support this assumption.

)
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the results so that they could be communicated to and understood
by a wide range of social service personnel =- especially those

who participated in any of the stages of the study.

Reliability of the Survey Instrument

Many of the items used in the survey instrument were
adapted from well established survey instruments; some were taken
verbatim from other instruments. Because the items were obtained
by this method, they had in effect already been tested for reli-
ability in other surveys. (As has previously been mentioned, the
sources from which we obtained items for the survey instrument are
preceded by an asterisk in the list of references.) The reliability
of the items was dependent upon the truthfulness of the respondents.
Their answers were accepted at face value and no attempt was made
to determine what respondents "really" meant by the answers they
gave. The items were constructed to ensure the txruthfulness of
the responses. Every effort was made to remove any implication
in the wording of the questions which would suggest there were any
wokrect or preferred answers. Multiple choice questions were used
to a large exi:nt and respondents were given the opportunity to
rate each choice with a three-step rating of most important,
important or least important. 1In addition to the multiple choices,
respondents were allowed additional choice of an "“other" category,

which could also be rated, if they did not agree with any of the
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specified choices.

Questions were wordea in a non~-threatening, direct manner.
The sample was asked about matters of which they had knowledge.
The items they were asked to rate did not infringe upon their
privacy but were usually concerned about such subjects as the
type of work they were doing or the work someone elsec was duing
but with which they were directly connerted. The questions ask ‘ng
for personal information were simple and to-the-point. Many items
were purely descriptive; for example, the subjects were asked what
type of employment they had previously been engaged in and for
how long. The few non-multiple choice type of questions were
straight forward and easily answered. They asked only for infor-
mation such as the post-secondary educational institutions a person

had attended.
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CHAPTER III

RESULTS

The results contained herein may be regarded as falling
into one of three basic categories. These categories are listed
according to the kind of reactions we expect.

1, "That's obvious - why did you bother
asking that?"

2, "so what - of what use is that
information anyway?"

3. "That's interesting." (the most
gratifying reaction).

Our responses to these anticipated criticisms and comments
are;

1, Many of our results posed no surprises.
All they did was reaffirm what was
already cormonly known. In other cases,
however, we may have helped to resolve
controversy, or else, correct some
erroneous assumptions. Apart from that,
if a large number of our results <ended
to be consistent with so called "common
sense" or what personal experience had
led one to believe, then the less cbvious
or unknown ("that's interesting®) items
would have greater credibility.

2, The only retort we have to the "so what"
critic is that whatever may appear ir-
relevant to one person may be relevant
to another. The "pat" answer we have
for them is that we had a definite
reason for including every item. Quite
clearly, that this study involved a
great deal of expense, time and effort
does not make it necessarily worthwhile.
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Interview Data

As has already been stated, although the data gained
through the interview stage of the project can be considered more
qualitative than the information gained via the questionnaires, it
was more difficult to meaningfully organize.

on the following pages are cha~ts of the most commonly
recurring themes which emerged from the interviews. (Summaries
of the interviews may be found in Appendix D, pp. 104 - 138). Be-
cause of the nature of an open-ended interview, onhe must be very
careful when summarizing the comments made not to misinterpret and
indeed distort them. Making every effort not to give our own
interpretations to what the interviewees said, we arranged the
recurring themes into categories, taking from each interview only
those points which could be easily defined.

The following charts cannot be considered "tables" as
are others in this report, as we have simply reported the nuiber
of times each particular idea occurred. The figures do not add
up to totals representing the number of organizations stating each
particular idea, because in several cases more than one interview
was obtained with each agency. Also, we may not have received an
answer to each question from each interviewee. Nor did we set
pre-defined categories, but rather allowed the categories to be-
come evident as we went through the interviews.

For the purposes of these charts we divided the organizations

88

L 108




into four groups: governmental; private (e.g., Family Service
Bureau); "street" (e.g., Indian-Metis Frienl'ship Centres and
service centres such as S.I.G.N. [Society for the Involvement of
Good Neiqhbours) in Yorkton, or the Street Clinic in Regina); and
consumers. We interviewed fifty persons from government agencies,
18 from private agencies, 16 from “street" organizations, and 22
(9 - inmate, 13 ~ self-help) from consumer groups.

The chart entitled "Objectives/Services Offered" character-
izes the organizations according to their stated goals and means
of obtaining those goals. The next chart portrays the numbers of
employees with each particular education leval within each type
of organizacion. The next three charts reveal that interviewees
were quite specific and open in their opinions on social work
education, programs which should be included in social work
education and desirable qualities of social workers.

Few people from any of the types of organizations other
than consumer groups made any comments at all on the subject of
consumers of social services. The ideas (comments) portrayed on
the charts regarding consumer groups give a different angle on
the thoughts of consumers concerning social services than does

the information gleaned from consumers through the questionnaire.
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Objectives/Services Offered

Type of Organization*
Objectives c 8§ P G
System-oriented Objectives

l, Legal and penal reform 1

2, Improvement in the delivery of
social services 2

3., To relieve workload of social
workers 2

Client-oriented Objectives

l, Day care centre for under-

privileged children 1l
2. Home for ex-inmates 1
3. Work training or sheltered

workshop training 1 1
4, Home care for patients

released from hospital 1 1
5. Home for unwed mothers 1
6. Special-care home (nursing

home) 1
7. Group home for mentally retarded

children 1
8. Treatment centre/home for mentally

or emotionally disturbed children 2 1
9, Service centre 5

General Objectives
l. To attain closer communication
between staff and inmates 1l

2. Client support for each other.
To create better ability to

voice opinions. 3
*C = Consumery
S = Street
P = Private
G = Government
90
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General Objectives - continued

10.
11,
12,
13.

Feedback from consumer groups

To create client independence
(from workers)

To inform members of legal or
welfare rights

To provide a normal, rather
than iastitutional life style
for children

Behaviour modification
Rehabilitation

Assistance in finding housing
and improvement in housing
available

Academic educaticnal programs
Public or community education
To provide information

Community work and community
development

Means of Obtaining Agency Objectives

Client-oriented Means

Counselling
Family and marital counselling
Therapy group for ex-inmates

Awareness of inmate needs

Work projects e.g., homemaking,

meals-on-wheels, meals, food
co~ops

Financial assistance
Child welfarxe
Medical social work

Recreation

9l
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Client-oriented Means - continued

10. Aptitude testing

1l. Finding employment and
mobility programs

12. Work with groups

System-or Organization-Oriented Means

1., Administration
2. Informal research

3. work with and referrals to
other agencies

4. Use of volunteers

1l

12



Education Level of Employees

Education Attained

Number of Employees

S P G
Social Work Related
1. Kelsey Institute (formerly S.I.A.A.S.) 6
2. Enrolled in B.S.W.
3. B.S.W, 1l 14
4. .M.s.w. 33
Non-university Related
l. R.N, le* 5 22
2. R.P.N. 1 13
General University
1. B.A. 14 2 50
2. B.Ed. or teaching certificates 4 1 20
3. M.A. or partial post graduate 3 2 7
Non-university
1, Grade 10 12
2. Grade 12 3 20
3. Grade 12 and experience 28
4. saskatchewan Technical Institute 1
5. Partial university - 7 64
6. Experience - no specific
qualifications 20 81 48

*of which 15 were volunteers




Courses/Programs That Should Be Included in Social Work Education

Courses/Programs Number of Comments
cC 8 P G

Programs
1. An increased amount of field
work 2 3 3 4

2. A night course in counselling
for Workman's Compensation
Board Counsellors 1

3. Special classes for those who want
to work in the north and with
native populations 4

General Classes

1. Administration 1l

5]
[

2. Group work and group therapy

3. Human behaviour and psychological
needs 2

4, Casework

5. Community organization

H B N

6. Counselling
7. General medical knowledge
8. Knowledge of law 3 1

N R S S

9. Knowledge of other agencies and
resources 4

Classes on Specific Concerns

1. Drug addiction of all types 1
2. Recreation 1
3. Child care 1
4. Sociological factors of offenders 1

5. Operation of institutions 1




Classes on Specific Concerns - continued

Judiciary system
Federal and provincial law
Criminology and corrections

Economics and labour market
awareness



Comments On Soc:.al Work Education

Comments Number of Comments

cC S8 P G
S.I.A.A.S.* Welfare Worker Program

l. Favourable - S.I.A.A.S. grads
are generally good 1 1 4 1

2. Unfavourable
a) S.I.A.A.S. grads are not
flexible enough; training
is too specialized and rigid 1 1

b) Better qualified people are
available (B.A.'s and B.S.W.'s) 2 3

Social Work Education in General

1. Favourable - degrees are important 1l 3

2. Unfavourable
a) Schools of social woxrk are too
rigid and protective 3

b) Degrees are not important 2 3 2

c) Social woerk education is too
theoretical 2 1 1l

d) Social work education is too
general 1l 4

3. Experience and education
a) Experience and education are
both important 5

b) Experience is relatively more
important than education 3 7 3 9

c) A social worker's ethnic back-
ground is important 6 3

d) Ethnic background is not
important 3

e) You have to have experienced
the situation to understand it 12 3 1 4

*
Now known as Kelsey Institute

216




Social Work Education in General - continued

4., Miscellaneous
a) Questionable usefulness of
Community Education Centres

Program

b} Personality is relatively
more important than
education
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Desirable Personality Traits of Social Workers

Personality Traits Nunmber of Comments

cC 8§ P G

Personal Characteristics

1. Teaching ability 1

2. Common sense 2
3. Maturity 1
4, Sense of humour 1
5. Good self~image and stability 2

Inter-personal Skills

l. Ability to accept people as

individuals 2 3 1
2. Personal involvement with

clients 10 1 2 3
3. evoidance of "I" "thou"

attitude 5 1
4. Warmth and understanding 4 3 4 8
5. Ability to be genuine
6. Communication skills 3 2 10
7. Human relationship skills 7
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Comments on Clients Groups

Number of Comments
c s P G
Problems of Clients Groups

1. Clients are afraid of belonging
to self-help groups 5

2. Children of families receiving
assistance are singled out and
discriminated against 7

3. Problems between clients and
social work agencies may be
the clients' fault as well as
the agencies' 4 1

Comments on the Agencies

1. Workers are doing the best
they can but are tied by
the system 7 1 1

2. Workers are too bogged down
by paper work or administrative
work 5 3

3. Caseloads are too big 4

4, Social workers seem more helpful
about explaining rights, etc.,
when clients are menbers of
self-help groups 3

5. Clients feel the Department does
not inform them of their rights
egpecially ‘special needs" 4




Comments From Inmates
Number of Inmate Comments

Comments from Interviews

1. Manipulation is an important
factor 4

2, Self-help groups are not a good
idea for ex-inmates 1

3. The help inmates give each other
is the only thing that really
helps 2

4, Realistic life situations in
correctional institutions are
important so that inmates can
learn to cope with the real world 6

5. Inmates must have meaningful
activity 3

6. Counsellors don't know their clients
and don't understand their problems 5

7. Inmates may have immediate problems
but it takes a long time to get to
see a counsellor 2

8. Counsellors are caught between the
pressures of both inmates and
administration 3

9., Guards, because of direct contact,
know inmates better than counsellors
do 2
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Questionnaire Data

We have presented only the highlights of the figures and
tables cited in this report. The adage that “a picture is worth
a thousand words" 1s especially appropriate here. The narrative
accompany ing the tables was included primarily to give those who
might be reading this report and who are unfamiliar with intexr-
preting graphs and tables some idea of now to go about making these
interpretations from this type of information. The others, for
whom all this may be "old hat", can have their choice of either
going directly to the tables or reading the summaries of them in
accompanying interpretations (or viewing both and checking out thg
consistency of our interprstations with theirs).

We have used two symbols throughout the tables and
figures. These are as follows: "N" refers to the percentage of
subjects in each one of the three groups who answered the partic-
ular item. In order to determine the actual number of persons
who responded to an item, one would have to multiply the total
number of persons who returned questionnaires in that group by
the percentage of persons who answered that item. "T" refers to
the total number of different responscs to a particular item and
this symbol is used wherever the subject has had the opportunity
to endorse more than one alternative in an item. 1In these cases,

the number of responses is greater than the number of responding
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individuals,

On each table and figure we have indicated the numbers
of the questions from the questionnaires from which we derived
the data for the tables or figures. The symbols "E", "S", and “"C"
before the question numbers refer to the employee, supervisor or
consumer questionnaire respectively. Also the symbol "S.D." is
used to refer to standard deviation on all figures that report
means.

Preceding the narrative and tables and figures is an
organizational diagfam which gives an overview of the categories

into which the questionnaire data can be classified.
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General Information

Table 5 indicates that the three groups being compared
were of similar age. As one might expect, the supervisors were
the oldest, an average of six years older than the employees
whom they were supervising. The consumers fell midway between
the two.

Table 6 compares the groups on the basis of sex.
Although there were roughly similar proportions of males and
females within the employee group, there were more than twice as
many males who attained the rank of supervisor than females.
Also of interest in this Table is the fact that almost three
times as many female consumers responded as did males, although
one would have expected that there would be equal proportions of
either sex contained within this group.

Some interesting results are presented in Table 7. As
one would have expected, most of the people in two of the groups
were married; however, there were very few who were married in
the consumer groups (about half as many as among the supervisors).
The consumers also had the highest rate, by far, of being either
separated, widowed or divorced than did the other two groups.
These results have face validity in that one would have expected
more problems in these regards from those receiving social ser-

vices than from those who were involwved with the dispensing of
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these services.

Table 8 describes each of the three samples on the
basis of the number of dependents they claimed to have. Despite
the great difference in income between supervisors and consumers,
they both reported the same mean number of children.1 The em-
ployees reported the fewest number of dependents but we strongly
suspected that the difference between the employees and the super-
visors in this regard was primarily a function of the difference
in ages between the two groups. Since employees are an average of
six years younger, they have not had as much of a chance to have
as many children as the supervisory group.

Table 9 summarizes an item which was only included in
the employee and consumer questionnaires. It was eliminated from
the supervisor questionnaire in order to cut it down to a basic
minimum number of questions. We were afraid that if we were to
ask the supervisors too many questions, their rate of returns
would be lower. Surprisingly, the largest proportiorn of persons
among the employees and consumers stated that they had spent
most of their youth living on farms. This percentage appears to

be disproportionate to the actual distribution of the population

lI have heard enough supervisors in this sample (whom I know per-
sonally) complain about the high cost of supporting a family.

If they are having problems, then I am almost afraid to ask what
sorts of problems the consumers must be having in raising and
providing for their children.
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at present, but this may not have been the case more than fifteen
or twenty-five years agoc when many of the sample were under the
age of 15 (i.e., the province's cities were smaller then or they
may have lived elsewhere).

The responses to one of our items concerning the size
of the present community in which the respondents live was not
reported here because we found a small percentage (primarily con-
sumers) who made some obvious errors. These persons indicated
that they were currently resident in towns ranging in size from
50,000 to 100,000 which is impossible as there are no cities of
that size in the province. Wwhen we cross—-tabulated the towns
they reported to have lived in with the size of the communities
they checked off, this error became obvious (i.e., it was more
likely that the name of the communities they indicated was cor-
rect and the estimated size was wrong than the other way around).
Despite the fact that this error was slight, we deciéed to dis~
card this item altogether. Instead we classified the sample
according to the towns in which they specified they worked or
lived according to the population categories employed in the
item that was not reported. Table 10 indicates a breakdown of
the subjects on the basis of the population categories and also
on the basis of the. communities in which they either worked or
lived. This Table indicates that the majority of the groups live

in either Regina of Saskatoon. (It should be noted that we re-
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ceived a very small percentage of the total consumer returns from
Saskatoon). The interesting feature here is that the supervisors'
distribution among the different population categories was quite
similar to the employees'. The consumers, however, were Ruse
likely to be located in smaller areas consisting of populations
less than 5,000 (29%); whereas only 1ll% of the employees and 7%
of the supervisors were located in these communities. Presumably
the employees keep in contact with their clientele by commuting
to these smaller localities.

Table 1l gives a listing of the menbership in profes-
sional associations. Of the 94% of the employees who answered
this ftem, 48% indicated that they belonged to one or more
association. On the other hand, 100% of the supervisors answered
this item of whom 64% indicated that they belonged to a profes-
sional association.

This Table also shows that the most common employee
association was the Saskatchewan Psychiatric Nurses Association;
for the supervisors, the most common was the Saskatchewan Asso-
ciation of Social Workers. Although there were 55 associations
listed by the employees, 80% of the employees were membexrs of one
of the first four organizations listed. The supervisors listed 30
associations, the first four of which accounted for 76% of the

menmbership.
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TABLE 5

Comparison of Sample by Age*

Employee  Supervisor Consumer

Mean 33.7 39.8 36.8
Standard Deviation 10,94 9.44 14.72
Range . 20 - 65 25 - 64 16 - 57

*Response rate for each group on this item was> 98%.

Onm
1
=
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Male

Female
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TABLE 6

Comparison of Sample by Sex

Employee  Supervisor

N = 99,1% N = 100%

% %
51.2 70.5
48.8 29.5
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Consumer

N = 99,5%

25.7

73.8



TABLE 7

Comparison of Sample on Marital Status

Marital Status Employee Supervisor Consumer

N = 98.5% N = 100% N = 98.9%

% 3 %
Single 21.2 10.7 21.0
Separated 2.8 1.3 25.8
Widowed 2.2 1.3 8.1
Married 69.9 82.6 34.9
Divorced ’ 2.6 3.4 8.6
Other 08 - 106
E -3
S -3
c -3
110
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TABLE 8

Comparison of Sample on Number of Dependents

Number of
Dependents Employee Supervisor Consumery
N = 98% N = 95.3 N =94,1%
% % %
0 46,6 26.1 17.5
1l 14.8 i12.0 29.4
2 18.4 22.5 22.6
3 10.0 19.0 12.4
4 6.1 14.1 6.8
5 2.1 3.5 5.1
© 1.5 2.1 4.5
7 or more .4 .7 1.7
Mode 0 0 1.00
Mean 1.29 2.06 2.06
Standard Deviation 1.56 1.66 1.81
N\ E - 4
S - 4
C - 4
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TABLE 9

Population of Place of Residence up to Age

Population of Place
of Residence

Farm

Less than 500
500 -~ 1,000
1,000 - 5,000
5,000 - 10,000
10,000 - 50,000
50,000 - 100,000
Over 100,000

Moved more than three times

Fifteen

112

13

‘Employee

N = 98,5%

%

33.2
12,2
5.9
6.8
6.1
12.9
4.6
12,6

5.6

Consumer
N = 94,7%

%

30.3
14.6
12.4
6.7
2.8
5.6
3.4
10.1

14.0



TABLE 10

Communities of Present Employment or Residence

Conmmunities by Employee Supervisor Consumer
population N = 98.5% N =098.7%- N = 97.9%
% % %
Over 100,000 48.1 51.7 58.1
i) Regina 27.8 34.7 51.6
ii) Saskatoon 20.3 17.0 6.5
10,000 - 100,000 34.8 36.7 11.5
i) Moose Jaw 106.0 9.5 1.1
ii) North Battleford 6.5 7.5 7.1
iii) Prince Albert 11.0 12.9 0
iv) Swift Current 2.7 2.0 2.2
v) Yorkton 4.6 4.8 1.1
5,000 - 10,000 6.0 4.1 0
i) Estevan 1.1 o7
ii) Weyburn 4.9 3.47
1,000 - 5,000 3.2 3.4 13.6
i) Melfort 3.2 3.4 0
ii) Preeceville 0 o 9.8
iii) Tisdale 0 3.8
Less than 500 1.1 2.0 13.0
i) Laird 0 0 13.0
ii) Sedley 1.1 . 2.0 0
Northern Saskatchewan 3.6 i 2.1
Other 2.7 i 1.6

from which we determined the cities in which respondents

1 (o) were located
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TABLE 11

Professional Associations

Employee Supervisor

Professional Association T = 411* T = 136*
Saskatchewan Psychiatric Nurses

Association 57.2% 16.2%
Saskatchewan Association of Social

Workers 14.4% 32.4%
Saskatchewan Criminology and

Corrections Association 4.4% 7.4%
Canadian Association of Social

Workers 3.6% 19.9%
Others 20.4% 24.1%
Number of associations 55 30

*This total is greater than the total number of respondents
to this item since some indicated membership in more than one

organization.
E - 10
S~ 8
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Social Service and Consumer Organizations and Salaries

Table 12 gives a breakdown of the employees and super-
visors on the basis of the organizations by which they are cur-
rently employed. Although the largest proportion of persons we
contacted was employed by feder.l and provincial government
departments, 18% of the employees and supervisors were working
for non-governmental agencies. Despite the fact that the pro-
vincial Department of Social Services is by far the largest single
employer of social service personnel, it accounted for only
approximately 36% of our samples in either the supefvisory or
employee category. In other words, our study of the social
services in Saskatchewan did not become simply a study of the
Department of Social Services with a few other token organizations
included (as some of our critics facetiously commented w.uid
happen) .

Figure 4 describes the sample on the basis of the
salaries reported by the dispensers. Although there was some
overlap, there was a substantial difference between the supervisors
(mean = $1,080.49 per month, standard deviation = $255.0l1) and
the employees (mean = $713.47 per month, standard deviation = $201.35).
The reason for the employees' mean being comparatively high was
that a small proportion of this group reported earnings of rather

large salaries (e.g., medical doctors). Therefore, it would be
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more meaningful to cite the modal salary for the employees which
was in the $600.00 to $699,00 range.

The distribution of salaries among the supervisors also
deserves mention. A small proportion of supervisors were earning
relatively low salaries. The majority of these were supervisors
in the smaller agencies. Apart from this, the distribution was
bi-modal. This sugaestec to us that we may have two distinct
sub-groups within the supervisory category, both of whom would be,
nonetheless, supervisors. An examination of the positions
described by the supervisors suggested that this interpretation
is probably true. The lower income supervisory group (modal
income of $900.00 to $999.00) were supervisors of employees,
whereas, the higher income group bracket (modal $1,100.00 to
$1,199.00 were usually supervisors of the former kinds of super-
visors.

The means for the highest salaries employees and super-
visors could be earning within their particular job classifi-
cations were somewhat higher than the means for the present
salaries of each group. The mean for the highest salary for each
group is as follows: employees - $805,64 per month, standard
deviation = $197,23; supervisors - $1,143.93 per month, standard
deviation = $252,87,

Both employees and supervisors were asked to specify

their job classifications. The responses to this item proved to

lle
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be very difficult to meaningfully organize as over 160 separate
classifications emerged from the two groups. A comparatively
large number of people were employed under a few job titles such
as Social Service Worker I; many titles, however, were restricted
to only a few employees. Respondents were asked to be as gspecific
as possible, but problems still arose, for example, from some
stating their classifications as being “"Social Worker" while
others stated their classification as "Social Worker I". We had no
method of discerning whether the two titles referred to the same
jobs or not. Many job classifications included the titles
"gupervisor", "director" or "counsellor“. Obviously all of these
classifications did not refer to the same types of positions, but
in many cases may have been different titles for similar positions.
In some smaller organizations, almost all employees seemed to be
"supervisors" or ndirectors” of something. Asking respondents to
state their job classifications did very little to help us to
understand the work that was being performed as the possibilities,
which we could not distinguish, ran from the extremes of very
different jobs being performed under very similar titles to very
similar jobs being performed under slightly or very different titles.
The employees were asked to designate their work as being
full-time or part-time. Very few (7%) worked part-time. Of those
who did, many were psychiatric nurses. It did not seem -necessary

to ask supervisors whether or not they worked full time, as super-
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vision of other employees can logically be considered a full-time
responsibility.

Table 13 shows a breakdown of the dispensers according
to their previous employment experience. The largest number of
employees had previously been involved in nursing. Supervisors
were most likely to have had previous employment in some field
of the social services. It was not surprising that 18% of the
supervisors as opposed to only 8% of the employees indicated any
previous experience in administrative areas since supervisory
positions have administrative responsibilities., Although a
fairly large percentage of both groups of dispensers stated that
they had previously worked in “"other" fields than those listed
in Table 13, no pattern emerged for either group. Office work
and "labouring" jobs were, however, frequently mentioned by both
groups. The biggest surprise regarding this item was the rela-
tively high percentage of both groups who had indicated they had
previous experience in "direct sales”. This was essentially a
"garbage item" which was included as an alternative and had little
more justification than to £ill in space. We had not expected that
there would be such a high percentage of former salesmen in these
two groups.

The supervisors reported that they had worked an average

of eleven years with their particular organization (standard
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deviation for this figure was 9.7). Although they may have worked
for several years with one organization, many may have been employ-
ed in several positions as they worked their way up to being
supervisors.

Table 14 gives the breakdown of the consumer sample on
the type of groups to which they belgﬁqed. Most of the 33% who
specified that they belonged to an "other" type of organization
were members of single~parent groups.

Table 15 lists the sixteen groups from which the consumer

-sample was obtained showing the percentage of the total sample

who responded from each group. Ninety-eight percent of the con-
sumers who returned their questionnaires answered the related
question., The highest percentage of the total returns was
received from Central Community Services located in Regina.
Messrs. Tom Brown, Al Skagen and Chuck Kowalski deserve special
mention for the assistance they provided us. With their help,

we were able to make the contact with the majority of the con-
sumer organizations listed. Without it, we would have had little
hope of receiving as much cooperation as we did from these

organizations.
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TABLE 12

Present Employerx

Employerx

Provincial Government
Departments

Culture and Youth
Education

Northern Saskatchewan
Public Health

Social Services

Core Services

Agencies

Miscellaneous

Federal Government

Private Agencies

United Appeal Supported

Non United Appeal Supported

L ]

Miscellaneous

140

Employee
N = 97.9%

9.2

13.0
3.7

9.3

5.3

120

Supervisor
N = 98.7%

%

67.3

w
™ ® W
o~ O

o7

4.1

13.0

16.6
6.9

9.7

2.1
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TABLE 13

Previous Employment ExXperience

Employment Field Employee Supervisor
% : %

Nursing 22,5 20.1
Social Services 18.3 38.3
Direct Sales 14.1 11.4
Human Services other than

Social Services 13.8 18.8
Teaching 12.5 12.1
Administration | 9.8 31.5
Agriculture 7.2 6.0
Religious Field 2.3 5.4
Other 26.2 28.9
E - 26
S - 13

122

142




Type of Group

Anti-Poverty
Foster Parents
Inmates

Other

TABLE 14

Type of Group to Which Ccnsumers Belong

123
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TABLE 15

Consumer Group Membership

N = 98.3
Consumer Group %
Central Community Services, Regina 23.9
Saskatchewan Valley Anti-Poverty Association,

Laird 13.0
Marianna's (Single Parents), Regina 12.0
Joint Action Co-op, Regina 10.3
Preeceville and Area Self-Help Group 9.8
Battlefords Self-Help Group, North Battleford 7.1
Unemployed Citizen's Welfare Improvement Council,

Saskatoon 6.5
Seekers of Security Welfare Rights Centre, Regina 4.3
Tisdale Low Income Group 3.8
Swift Current Anti-Poverty Association 2.2
Humboldt Improvement Council 1.1
SCAPO, Moose Jaw 1.1
WOW Garments, Regina 1.1
Rights of Social Security, Yorkton 1.1
Duck Lake Willing Workers .5
Nipawin Ongoing Social Action Group .5

C - 21 (b;
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Criteria for Hiring and Promotions

Figure 5 denotes the relative importance of two major
criteria in the hiring of social service personnel. The super-
visors rated both related experience and educational background
as being of approximately equal value, as did the employees (the
latter rated both «f these criteria as somewhat more important
than did the former). The consumers, however, rated related
experience as being more important than educational background,
although the difference between the ratings was not great. The

other criteria mentioned were:

Employees Supervisors
Ability to relate to people, Personality, aptitude,
seniority, personality, ability to relate to clients,
maturity, interest in one's interest in clients, maturity
work. and understanding, inter-

personal skills.

when the question was asked "what should the criteria for
hiring be?", social service-related experience was consistently
rated by all three groups as being more important than educational
background, although employees and consumers both seemed to think
that related experience was more important than did the supervisors.
The consumers rated related experience much higher than they did
educational background. As one would expect, the responses to the
"other" category for this item were similar to those listed in the
question referred to above. (See Figure 6.)

Table 16 indicates that most employees considered that

the qualifications for their positions had remained the same since
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they were hired; however, almost half of the supervisors indicated
that these qualifications had changed in the past five years.

Table 17 shows that the proportion of employees who in-
dicated that the qualifications for their positions had increased
was twice as great as those who felt the qualifications had
decreased(but this proportion should be interpretea with caution
since only a small percentage of those employees who could have
answered this item did). The proportion of supervisors who
indicated that the qualifications for the positions which they
were supervising had increased rather than decreased was more
than four to one.

The purpose of the related question here was to find out
the specific ways in which qualifications had changed. The most
common employee response related changes to increases in educational
requirements (e.g., to MSW, university degree, BSW). There was
also a significant incidence of employees who described changes -
of a more subjective nature such as requirements for intelligence,
adaptability, imagination and interpersonal skills. For example,
one person stated that his position had changed from;

", ..being oriented towards custody and
autocratic discipline to emphasis on
developing relationships and positive
discipline, supervision and under-
standing." (comment of a correctional
officer)

Supervisors also mentioned that educational requirements have generally

been increased with a trend towards professional social work
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qualifications rather than general university degrees. Also
stressed were certain subjective personal characteristics such as
maturity, motivation and flexibility.

Table 18 reveals that more employees felt that there
shouldn't be any changes in qualifications for their positions
than did supervisors (who were split abouc evenly on this question}.
When we asked the question "if the qua.ifications for the positions
have not been changed and you think they should be, how should they
be changed?", employees specified that there should be an increase
in educational qualifications such as univeristy degrees or social
work-related degrees. A substantial number also indicated that
there should be more training related specifically to the work that
will be carried out on the job (i.e., administration, human relation-
ship skills, individual casework, group work and special education).
This was much the same point as was made by those who stressed the
importance of job related experience (Figure 6). On the other hand,
among the supervisors, a stronger stress was placed on the necessity
for professional training in social work. They alsoc mentioned the
relevance and the importance of having a "correct attitude". Some
of the supervisors considered practical experience to be more im-
portant than educational qualifications.

Closely related to the areas concerned with criteria for
hiring and job qualifications is the importance of various criteria

for determining promotion within an organization. The attitudes
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expressed by employees and supervisors were highly similar regarding
the criteria they felt were being used for promotion within their
organizations. Both tended to agree that "on the job performance"
was the most important criteria and that "previous work experience"
was the least important. Supervisors, however, considered length
of time on staff as being less important than did the employees.

A "garbage item", "knowing the boss" was purposely inserted here

to make sure that we weren't having a "motherhood" effect occurr-
ing (i.e., there is something good about everything that we were
citing - nothing was bad). That the two samples rated this
alternative as low as they did, made us confident that the entire
range of the scale (from most importart to least important) was
being used. Personality, initiative and other characteristics,

all of which could easily have been incorporated into those
categories listed for this item, were mentioned in the "other"
category. It was a case of giving different names to the same
concepts. This information is summarized in Figure 7.

Figure 8 representing the information from the question
mwhat should the necessary qualifications for promotion be?" was
probably the most impressive of all. The three groups defined
attitudes which were highly consistent with one another; their
profile of ratings were virtually identical. They unanimously

agreed about the importance of merit and personal attributes; and
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on the relative unimportance of seniority and “"knowing the boss". The
nother" items listed here were similar to those cited in the
previous paragraph (personality, originality, initiative. etc.).
Figure ¢ compares employees and supervisors on the relative
importance they assigned to various motives for entering the social
services. It should be kept in mind that this comparison is be-
tween employees' personal reasons for entering the field and the
motives that supervisors felt should be important. The reason
rated as most impcztant by poth groups was "desire to help people”.
The lowest rating (as one might expect) was associated with "no
other employment avg{lable“. The one major way in which the
employees differed from the supervisors was with respect to a
motive concerning "better ability to facilitate social change".
The results here are consistent with those cited in Figure 15
which indicate that supervisors were more concerned with social
change than were employees. Consumers were asked a similar
question but rather than being required to rate motives, they werxe
simply required to check off those items they considered to be
important. The responses were similar to those cited in Figure 9.
Eighty-four percent (the largest number) of the consumers in-
dicated that desire to help people'was the most important motive
followed by "to better be able to bring about social change" (43%).
“area of interest" (27%) and "1ife experience" (23%) were of
intermediate importance, while "salary", "status" and "no other
employment available" were all cited as being of very low importance

(less than 5%).
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TABLE 16

Have Employment Qualifications Remained
the Same as When Staff Were Hired?

Employee Supervisor*
N = 88.9% N = 94,.0%
% %
Yes 82.8 59.3
No 17.0 40.7

*Supervisors were asked whether the qualifications for
the positions they were supervising had remained the

same over the past five years.

E - 35
S - 19
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TABLE 17

Direction of Change in Employment
Qualifications for Employees’

pPositions
Employee Supervisor
N = 3.3% N = 46.3%
% %
Increased 61.3 85.5
Decreased 32.3 14.5
E - 36 (a) & (b)
S - 20 (a)
133




TABLE 18

Should There Be Changes in Employment
Qualfications for Employees?

Employee Supervisor
N = 76.6% N = 59,1%
% %
Yes 22.5 47.7
No 77.2 52.3
E - 37 (a)
s - 21 (a)
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anl;ties of I@Eortance for Effective Social Work

Figure 10 refers to the relative importance of various
qualities to competence in the social services. All groups re-
garded "one's personality" as the most important variable with
respect to competence. The consumers considered life exXperience
to be more important than did the other two groups (presumably
pbecause the former felt they had more of it than the latter). On
the other hand, both supervisors and employees considered that
educational qualifications were more important than did the
consumers {again, presumably because the former felt they had
more of it than the latter). Surprisingly, the consumers rated
previous work experience as being more important than did either of
the other two groups. Supervisors indicated it to be the least
important quality (which is quite surprisihg, since probably they
had more work experience than the other two groups) .

Figure 1l represents the rating of the relevance of
various fields of study of social work education to social work.
All groups seemed to agree fairly well on the medium relevance of
family services, community planning, group work and physical
rehabilitation. The consumers had a consistent tendency to
identify all of the areas of education listed as being slightly
more relevant to social work (with the exception of community

planning and group work) than did the dispensers. The consumers
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identified child welfare and study of the recipients of social
service as being the two most relevant areas, while the supervisors
and employees indicated group work and family services.

Figure 12 compares the consumers and employees on their
attitudes about the usefulness of various skills. The profile
of both groups was much the same, Both attributed the highest

'

importance to human relationship and counselling skills and less
importance to the need for supervisory skills (though we would
have expected a different answer had we asked this of some of the
supervisors) and the skills of speaking and writing well (although
the latter skills were regarded as being useful, they were not
regarded as being as useful as eitherx. the relationship skills or
counselling skills).

Consumers and employees were also asked about the rele-
vance of certain kinds of knowledge to social services (Figure 13).
Consuvmers rated legislation related to social services as having
the greatest relevance. Their lowest rating went to social work
policy although this was also considered to have some importance.
Probably contributing to their high rating of the importance of
legislation is the fact that active campaigns are currently being
carried out by consumer groups to make their members more aware
of their rights.

The employees rated “knowledge of community resources"

as being of relatively high importance (although this categoxy
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was not substantially differently rated by the consumers). While
the consumers felt that “the system" had to be changed before
social work education would be of any effect, the employees felt
far less strongly about the necessity for social change than did
the consumers.

Figure 14 is a rating by supervisors of the various kinds
of academic qualifications with relation to competence in the
social services. The most highly rated were graduate or under-
graduate degrees in social work; the lowest rating was assigned
to grade 12 and "no minimum qualifications". The special note
of interest here is that welfare worker techuologists received
only slightly lower ratings than the BA graduate in social
sciences and slightly higher ratings than the general BA graduate.
Ranking these 2cademic qualifications on the basis of their means,
their ordering was similar to how their relevance to social ser-
vice positions would have been ranked, for example, by the
Public or Civil Service Commissions. This shows that, in the
case of the largest employer of social service personnel, quali-
fications are ranked correspondingly to the way supervisors feel
they should be ranked.

In another question, the majority of the consumers in-
dicated that university social work training (37%) and classes

in areas specifically related to a person's job (43%) would be
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the most important kinds of academic training for social service
personnel. Both technical institute or community college pro-

grams (13%) and just any university training (1%) received very
low endorsement from the 95% of the consumers who answered this

item. (See Table 19).
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FIGURE 11
Relevance of Various Fields of Study in Social Work ®=ducation to Social Service Fositions*
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FIGURE 12

Usefulness of Various Social Service Skills to Social Service Positions*
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Relevance of Knowledge of Certain Areas to Social Service Positions*
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TABLE 19

Relevance of Various Types of Training
to Competence of Social Workers Cited by Consumers

Type of Training

Specific classes in areas of relevance
to the person's job

University social work training
Technical or community college program
Any university training

Other

c - 14
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N = 94.7%
%
42.7
37.1
12.9
1.1
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Means and Goals of Social Services

Table 20 gives the breakdown of the dispensers on the
basis of the kinds of problem areas with which they deal.
Employees were more likely to be involved with individuals and
families than they were in the other areas; the supervisors
indicated themselves to be very heavily involved in all of the
areas listed (consistently more so than the employees). Some
of the "other" responses which occurred here were: community
organization, public relations, court work, interdisciplinary
problems, and maintaining staff morale.

We also asked the employees about any volunteer work
they had done prior to their present job.1 Almost half of them
indicated that they had been involved in some form of volunteer
work which was primarily in areas of youth, recreation and church
groups. They were also asked whether they were working in other
areas, in addition to their present job. Of the 93% who answered
this item, 29% specified that they were. The work they were doing
was spread among a number of areas primarily relating to either
human services or the social services. It should be noted that the
majority of the 29% doing other work apart from the present job were
not being paid for it; however, 19% of the 29% indicated that they

were getting remuneration. It does not seem that any more than 5% of the

1
This data is not reported on a Table or Figure.
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social service staff is "moonlighting". If anything, this per-
centage probably overestimates the number who are engaged in
employment apart from their regular jobs since some respondents
to this item seemed to have interpreted it wrongly, believing that
it referred to the kinds of activity involved in their regular
employment.l

We were interested in discovering the importance of various
goals of social services by comparing what employees were doing
in their specific jobs to what supervisors and consumers felt
social workers should be doing (Figure 15). The most important
goal cited by all three groups was that of helping people become
self sufficient (although, surprisingly, the consumers rated this
item of a slightly lower importance than either of the other two
groups). It is quite noteworthy that the supervisors' profile
was highly similar to that of the consumers even though consumers
generally have only indirect contact with supervisors. Supervisors
and consumers rated "changes in welfare philosophy", "increasing
opportunity for éocial—political participation of disadvantaged
groups" and "improving the organization and delivery of social
services" as important; however, the employees' rating of the

importance of these areas in their specific jobs was much lower.

1
The reason being that the hours they described totalled to the
proverbial 40 hour week.
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This does not at all deny the existence (a minority) of employees
who may be very outspoken (even militant) about the necessity for
social change. The point is that employees, as a whole, agreed
with the other two groups on the importance of more specific,
client-oriented goals, but felt that the other goals mentioned
above were not particularly relevant to their jobs.

Figure 16 compares the three groups with respect to their
ratings of the relative importance of various kinds of inter-
vention. Again, supervisors and consumers were asked what the
importance of the categories should be and employees were asked
the importance of these categories as they related to their specific
jobs. The profiles of consumers and supervisors were far more
consistent with one another than were either of these with the
employees'. Employees had a consistent tendency to rate all areas
other than counselling, therapy and rehabilitation of relatively
lower importance. Supervisors rated rehabilitation (which involves
more than counselling) as the most important. Consumers gave the
highest rating to the most concrete methods which included reha-
pilitation, child care, financial assistance, adequate housing
(rated by them as the most important) and job placement. In
other words, while the employees feel that, in their work, it is
very important for their clients to talk about their problems
(via counselling), the clients want practical things (adequate
housing, financial assistance, rehabilitation).

Figure 17 discloses one of the most interesting findings
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of the entire study. Employees and supervisors agreed very highly
with one another about the relative importance of various factors
when deciding upon a course of action with a client. Consumers
indicated a parallel profile when they were asked to rate these
factors in terms of how important each should be in reaching a
decision. The client was regarded as being the most important
factor, followed closely by the employee's own judgment. On the
other hand, the advice of the supervisors, agency policy and com-
munity expectation were all considered<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>