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ABSTRACT

The central concern of this dissertation is the new social work gradua.t
in the year immediately following qualification; and the research
investigation pursued five main aims:

1. Quantification of the work patterns, occupational mobility and
wastage amongst new social work graduates.

2. Examination of the work experiences of beginning social workers
in their first year of practice.

3. [Identification of the factors that produce werk satisfaction and
dissatisfaction for novice social workers.

4, Testing of the hypothesis that a relationship exists between
participation in group consultation sessions and the retention
in practice of social workers in the year following qualification.

5. Assessing whether group consultation is @ gainful experience for
novice social workers.

The theoretical exposition underlying the above took work satisfaction
as the dominant thewe; and against this, the subject of transitions
was discussed and the role of support networks. Superimposed on this
was the issue of work per se, and its function in meeting the needs of
employees.

The research design of the study was longitudinal and was conducted
over the period of a year {1976). Out of a population of 417 social
workers who qualified in South Africa at the erd of 1875, 214 (51 per
cent) told of their work experiences at July 1976: and 192 {46 per
cent) did so at December by way of questionnaires.

In addition to this, during 1976 ihe researcher Jed a fortnightly
consultation group over twenty sessions, with fifteen new graduates.
Questiommaires were administered to members after every session, and
the researcher transcribed a verbatim record for each session from
tape recordings.
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The major findings which emerged in accordance with each of the study's
aims were:

1. The percentage of new graduates who had never entered social work
employment was high (25 per cent); five per cent aefected from
the profession; and one per cent was practising out of South Africa.
Turnover within the profession calculated to fourteen per cent.

r

Over seventy per cent of the new graduates experienced appropriate
favourable working conditions, and were deriving personal satis-
faction from their work. Graduates tended to seek work in the child
and family welfare field with the intention of gaining broad general
experience. But jobs were alsa accepted for their potential to
satisfy higher order needs such as achieving personal development,
and performing interesting work.

Reliance on colleagues was the major source of support, and respond-
ents experienced more supports as practitioners than they d<d as
students, with 1ibrary facitities in the employing organizations being
regarded ac inadequate. Insufficient supportive facilities was the
main reason for job terminations.

Respondents generally considered theiv university education had
equipped them well for practice - they were able to apply their know-
Tedge, values and skill, but this was mainly within the context of
social casework, Whilst continued academic discipline was not
demonstrated by way of graduates pursuing their professional reading,
they did consider themselves to be strongly identified with the
Profession,

3. A discrepancy existed between what respondents had experienced in
the wark situation, and what they fmagined would cause work satisfac~
tion or dissatisfaction in any social work job. Actual job accept-
ance and actual job terminatian did not occur for the reasons they
perceived would produce work satisfaction or dissatisfaction.

4. A relationship, albeit negative, was found to exist between partici-
pation in group consultation sessions and the duration of practice.
Turnover and wastage was higher amongst members of the consultation
group than for the composite sample. The explanation offeraed
concluded that termination could be a positive adaptation to a
negative work situation, or to a potentially better wark situation.
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5. A1l the group consultation sessions were assessed as worthwhile
by at least 75 per cent of the respondents, and this was based
on the extent to which they gained reality-orientation, release,
support and self-reappraisal.

The findings presented above are based on the results for total samples
of the study, but within the text, population and sex sub-groupings are
differentiated.
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CHAPTER ONE

INTRODUCTION

1.1 MOTIVATION

The rational and the reasonable have for too long determined the solution
of manpuwer problems. Rather study the subject than hypothesize conditions
to govern it, advocates Mencher (193, p.33).

Manpower demand and supply, quantity and quality is a major world wide
problem. The social welfare field, 1ike many disciplines is in the wmidst

of manpower strass, or a manpower crisis, although the latter term ig
possibly erroneous sirce the temporariness characterizing a crisis has long
ago been renounced. (25, p,21). The manpower issue is not unly a problem
for the social work profession but for the nation {354, p.467} and empirical
research has not been commensurate with its severity nor has it embraced the
many facets of the subjrct,

In 1969, the late Dr, Winckler of the Department of Social Welfare and
Pensions made a plea for systematic research into the shortage of social
workers and their wastage, as well as for a national recruitmant campaign
to be launched {350, pp.2-6); and in the mid-1970's Auret gt al., in
their collection of facts as a committes of enquiry into separate Tegisla-
tion for the social work profession.* found there was a constant shortage
of social workers. They discovered that R.47 per cont of sovermment sub~
sidized posts were constantly vacant; and that a 100 per cent turnover of
social work staff could be gxpected evory three years, with many actually
Teaving the profession, and furthermore 50,4 per cent of rvegisiered social
vorkers were not employed as such {266, p.94; 3652, p.2i).

% Hersafier referred to as the Aurst Committee (2h6)

.
Y

k
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In 1975 a grant from the Human Sciences Research Council to Mr. B.W. McKendrick
of the School of Social Work at the University of the Witwatersrand enabled

a nation-wide study to commence on the Selection and Training of Sccial Work
Manpower in South Africa.

Falling under this project are a number of sub-studies. A dissertation by
Wrs. F. Hilsen entitled "First Year Social Work Students at the University
of the Witwatersrand: Selection, Education and Achievement® has recently
(1977) been completed (121); and the present study is another component of
the umbrella project. Such an interlocking group of studies is believed to
lead to an increasing depth and comprehensiveness in theory and in study
design (241, p.33)

to

What happens to the new graduate in the transition from student
competent practitioner is the concern of this study and the year following

upan qualification is the target.

The new sociat work graduate holds particular interest for the writer. This
group transports current educational doctrines into current social work
practice. They are the fledgling group to whum the comuunity looks to assess
returns on its maturing financial investments in education, and yet there

is & high attrition rate, Social workers drift in and mainty our of a highly
porous field, Many never practice at all after qualifying, job changes ave
frequent within the profession. and defection from the profession is extensive.

Ia order that an occupational group can expand to meet the demands for its
services, employment conditions must be sufficiently advantaneous to attract
outsiders and to minimize reluctance Lo move out, {22, p.A90Y,  Recruitment
and its companion, retention, apply not only to the esployee but also to *he
trainee and during his career each will pass through a number of progressive
phases, gach characterized by twn pussible directions. He can leave the
social work sub-culture {Subsequent re-entry would imvediately place ham with-
in the sub-culture), or he can remain therein, and he is influenced argely
by a "ouil-push” phenomanen or twoe opposing "pulls”. The pull trom wutside
the profession and that from withini o a pull from one sector in the face
of a push from the other. Hasic to both Ties a system of sSupports, re-
inforcers or attractions, the strength of which could sway his cheice of
direction, Weak supports in the profession may make the individual vulner~
able to the pull from outside the profession, and conversaly. strong ones
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may serve to retain him within it. The diagram belaw illustrates these
features:
PR R
Lavoun roncs
z
R :
S0t  satons (— b < i
> > @
L e et N B
P g
> e B e

FIGURE 1 : SOTTALWURK : TRANSITIONAL PHASES B3 ISAARAGES

(6 OF_THE LITERATHRG

AN

Social work manpower research has largely addeessed itself to recruftment
per se and training of students, and there have bean studies concerning
characteristics of the experienced graduate. and sex steventypes and sexism
are currently popular topics, Occupational mobility and wastege bhave also
received due consideration and McKendrick's study on this subject provides
valuable indigenous material (186), as does the report of the Auret Comnittee
which also iivestigated continuity of social work services (352, p.21),




Whilst only an analysis of entries to and withdrawals from the fabour
market can provide an accurate picture of net gain (234, p.117) efforts
aust be directed at minimizing the exodus from the Tield to increase net
gains (88, p.94). A two-pronged drive at conserving social warkers in

the field and simuitaneously attending to recruitment is called for,

People who are likely to develop "professional longevity" because they come
knowing of the demands and satisfactions, should pe recrufted into social
work. {138, p.21). But little is still known of the actual work experience,
particularly job satisfaction, morale, and motivation, and especially at
different levels of professional advancement. More information however
exists on the s*resses in the profession (206, p.3) and the remedy of
differential usr ¥ manposer is being iterated, to unburden professionals
of mundane tasks . - narimize use of their skills in efforts to promote
manpower retention. Winckler's paper {352} in 1876 calling for personnul
o man probation services and the subsequent draft legislation (286),*
suggests that this field may be amongst the first to absorb such trained
non-professionals in South Africa.

Social work manpower research has therefore aimed chiefly at the student
or the professional, but there has been little focus on the beginning
practitioner and attaining allegiance to the profession at this tevel of
carear development.

Pins in 1966 pointed out there had been nu major study of what happens Lo
the products of undergraduate jmogranmes in social welfare (234, p.118);

and Haines, a year later, urged a ook at wh: happens to the mewly appointed
social worker in the early years of employment {164, p,17). Jn 1870
Wasserman published a paper in which he identificd arcas of conflict exper-
ienced by social workers aged 27~86 years who were in their early carews
(335},

Literature on the emerging discipiine af transition dynamics strosses the
need for support systems at esch Tife phasc. and counselling and consilfa~
tion fall within this purview {5). In an adtempr to champion the cause fior
group consultation in social welfare opganizations particularly for now
graduates, the writer addressed 2 vegional conference at the Deparbm:

of Social Welfare and Pensions on thic subject in 14/ (455,

*  Legislation enacted 30 June 1978, but net yet enforced (84; 216; 285)
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Around this time, Hare, a South African social work teacher, was conducting
research into consuTtation/tutorial facilities for final year social work
students, and to reinforce her work had Ted a few consultation groups with
new practitioners and concluded that they could serve a very valuable
function (110).

In 1975, one of the vecommendations a~ising out of a pilot study by Taback,
and which afforded momentum to the present study, was that supportive
groups be made available to new social work practitionmers (298, p.31).

1.3 AIMS uF THE STUDY

The study is encased by two broad objectives. The first atiends to the
work histary of new social work graduates and freezes attention mainly on
the naturz of the work experience. The second isolates a feature of the
work erperience, viz. personal development via group consultation, and
examines it intensively for its role in affecting wor! adjustment. These
objectives can be detailed into five main aims:

t, Quantification of the work patterns, accupational mebility and wastage
amongst new social work graduates.

2, Examination of the work experiences of beginning social workers in their
first year of practice.

3. Wdentification of factors that produce work satisfaction and dissatise
faction for novice secial workers.

4, Tasting of the hypothesis that a relationship exisis botweon participa=
tion in group consultation sessions and the retention in practice of
social workers in the year following qualification.

5. Assessment of whether participation in group consultation is a gainful
experience for novice social workers.

1.4 METHODOLOGY

AT1 social workers who qualified in South Africa al the end of 1975/beginning
1976 constitute the research popilation.*

*  Excluding graduates of the University of South Africa {see p b0}

"

4.2




I

S

6.

During their “inal year at university, the researcher ascertained which
members of the population would be willing to comprise the research
sampie, and to this group two questionnaires were mailed during 1976.
One was sent in July, i.e. approximately six months ofter qualification,
and the other in December to ascertain information after approximately
a year out of university.

In addition to the af - a group of fifteen new graduates from (uliimately)
a single university, v. oateered to participate in twenty, one-hourly
consyltation group sessions, held fortnightly during 1976,

Results from the questionnaires were coded and processed by computers and
tape recordings transcribed vevbatim served to record the process of the
consultation groups. In addition, questionnaives were administored to

members after esch group session, A content analys?s was made of the verbatim
records in order to quantify the group expevience and assess the researchar’s
perceptions of it against those of tha group membors as reflacted in their
questionnaires.

1.5 POTENYIAL SUERULNDNS OF THE STupY
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2. Universities differ in the times they hold their graduation ceremonies -
that is from immediately after the examination results are kaown, to
some time during the following year. This study is ccncerned with social
workers who qualified at the end of 1975 and graduated possibly during
1976. Adherence will however be kept to the terms qualified and/or
graduated at the end of/in 1975,

3. Graduates are drawn from fifteen universities and one college, but the
term university will be applied to the training centres of all the
graduates.

4. Pariicipants refers ¢o members of the poputation who returned a postcard
(see page 61) supplying a contact address for 1976.

8. Respondents refers to the group of participants wha later formed &
sample of the study hy completing ane or more quastionnaires.

: The term respondents will be used interchangeably with
social warkers, social workers qualifying and,
of/in 1875, practitioners.

6. July sample, alsc designated fhe obtained sample. refors to re

) which vas
dinto twoe

who replied to the first questionnaire (abbreviated as
posted during July 1976 {see page 64). It is sub-divid
groups:

a) respondents who had never worked in s vemunerated socisl

work job by July or August 1975 {see page
respondents whn had, after qualifying. ahtained cocial

work empioyment, frrespective of how Tnng they were in

L this employment and whether or not they weve still fn ¢
field of social work at a Tater date in 1476,

b

7. December sample refers to respondents wha replied to another auesticnmaire
relating to the study.

In December 1976 a questionnaire which was a yepeat oF the € L
guestiannaire (abbreviated Qlr) was mailed to the sample ded|qnaten
above as “a)" and a d1fferent questionnaire, i.e. referred to as the

designated as "b)" above (see page 65).
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Sample "a}" at July and December 1976 is referred to as the never
having worked/practised sample.

Sample "b)* is referred to as the July_or December (as the case may be),
having worked/working; having practised/practising sample.

The consultation group is a derivative of the July and December samples,
and in comparing the consultation group with them, the July and December
sampies are referred to as the composite sample; 1otal sampie:
normative group.

The study deals with sub-samples based on population group, language
group and sex {see page 70).

Population groups are distinguished 1.e. White, Black (a1l African
respondents), and Srown (Coloured and Asiatic respondents).

Two language groups are distinguished but for Whites only i.e. Eaglish
and Afrikaans. When the term population group is used it incorporates
the White (English) and White (Afrikaans) divisions, and this Tanguage
division will not always be deliberately identified. Hence four popuia-
tion groups comprise the study sample.

The total sample is sub-divided into male and female sub-totals. A sex
breakdown is nat given for each of the four population groups.

Where differences between the population groups and the sexes exceed the
arbitrary figure of fifteen per cent, they will be commented upon
{see page 72},

The male gender will be used when referring generally to the respond-
ents, but for specific illustrations the apprepriate gender will apply.
The researcher/writer is referred to in the female gender.

Supports/supportive facilities are anything that the respondent
perceives as strengthening him in a particular situation such as work,
so that he is encouraged and reinforced to cope with the situation.




Figures given in parentheses throughout the text are keyed to the
bibliography and whilst every effort has been taken to ensure com-
prehensive acknowledgements, “..... it is tmwpossible to ascertain in
a man's thought what is truly his and what he has assimilated from
events and persons around hin* (90, p.63).




CHAPTER TWO

TRANSITION : FROM POTENTIAL
STUBENT TO POTENTIAL EMPLOYEE

2. TRANSITION DYNAMICS

A transition is defined as “a discontinuity in a person’s life space"
{130, p.5), and every transition contains “opportunity vaiue" for the
individual to grow and deveiop, having been subjected to some degree of
stress and strain which are condifions of a transitional experience.
Stress is the external stimylus and strain, the response, Stress camnol
be avoided but the degree of stvain can be controlled and managed.

For an experience to be classed as transitional, Hopson and Adams peint
out that two conditions must exist:

i )} opersonal awarensss of a discontinuity in one's 1ife space;
ii ) new behavioural responses as the situation 15 new, or the requirved
behaviours are new, or both.

When a person undergoes a transitional experience without being aware of
the extent of the discontinuity or new behaviours required, adaptation
problems are 1ikely to result. Caoping nn the other hand is eoffected by:

i ) managing feelings, i.e. by utilizing them and not being overwhelmed
by them;

i1 ) producing the behaviours required by the new situation;

111} utilizing the opportonity value inherent in the new situation for
persanal growth,

Hopson and Adams say that coping is usually seen in relation to the first
two peints above, but it should always include growing as a resylt of the
iransition.




Irrespective of the cause of the change in one‘s 1ife, a seven phase
cycle of predictable reactions and feelings will be triggered off in
the individual, causing the level of self-esteem to vary with each.
These phases are:

1. Immobilization and a sense of being overwhelmed, the intensity of
which is a function of the unfamiliarity and negative expectations
held.

2. Minimization where the change or disruption is trivialized or even
denied.

3. Depression as the individual faces thet there has been a change and
he is often frustrated in knowing how best to cope.

»

Accepting reality where there is a process of unhooking from the past.
Feelings rise and optimism is possible. A clear "letting go" is
necessary.

6. Testing of oneself in the new situation. Much personal energy is
available, and anger and irritability are easily aroused.

6. Seeking meaning which is a cognitive process of understanding how
things are different and why.

7. Internalizing these meanings and incorporating them inte one's
behaviour {130, pp.3-15).

Adams and Hayes say that when the transition is seen primarily in terms

of a loss e,g. death or retrenchment, the individual's major concern is
disengagement from the past, and the early stages of the transition cycle
receive primary attention. When gain characterizes the transition as in
starting work, or prometion, the latter phases of finding and adjusting to
a new identity are the focus of attention. (4, pp.219-220}.

2.2 CAREER CHOICE IN GENERAL

The moves from school to university, through university and from university
can be regarded s various transitional phases each having cpportunity
value for growth. Such devel~pment may alse result in changing needs and
wants or wishes.*

*  Hopson uses “wants” and “wishes"” in preference to "need" which he says
implies that without it survival would not be possible (129, p.173}.
The more cotloquial meaning of need is retained in this study and it is
used interchangeably with wants and wishas




Hughes writes about the mobilization of the individual from his home to
an occupation, or from one job to another ending in personality change
(131, pp.760-761}; and Thompson and Riley discuss this point in relation
to the student who they say grows intellectually and emotionally during
training, and his aspirations and vocational needs quite likely will
emerge in an unanticipated new focus (305, pp.22-23).

Recruitment programmes are aimed at certain personality types who can
perform the requirvements of a vocation, and selection is aimed at applic~
ants exhibiting such traits, actually or potentially. However, young
post-matriculants admitted into training courses may develop and change
over their years of study, and they may at the end no Tonger approximate
the ideal "type" for the job.

It would therefore be necessary for recruitment, selaction and in-
service training programmes to be dynamically constructed to anticipate
change and the anxiety it brings in its wake, and provide supports to
retain incumbents and enable them to make satisfactory adjustments and
reconcile different parts of the changing personality to the requirements
of the desired goals. Such supports are essential for another reason.
The entrant to university is usually highly movivated to succeed and this
must be sustained (121, p.259), and an excess of motivation can produce
undue stress (194, p.65) possibly explaining why expectations and perform-
ance usually decline rapidly during the first months{Budig and Rives in
121, p.123).

Taietz gt al. say that the process of selecting an occupation is ongoing
and evaluation occurs as the individual gathers new social experience, and
as his values and definitions of needs and goals are modifiad, With
increase in experience the occupational horizon expands but a paradox
develops where, because of the time, money ana effort invested in acquir-
ing these experiences, he is committed to an occupation and future choire
is restricted. Steps must therefore be taken to reinforce an accupational
direction once 1t has been estabiished {299, pp.45-48).

Selecting an occupation and selecting a mate are possibly the two most
crucial decisions in early adulthood, and in both we lack a comprehensive,
empirical validated theory of selection (138, p.17). Kadushin cites
theories of occupational choice such as Ginzberg and Super (296), and dis~
cusses the writings of McCornack and Kidneigh (183) and other proponents

s
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of the subject. He Tists some of the areas of general agreement concern-
ing occupational choice and these may apply to initial entry to a caveer
or subsequent choices within that career:

1. Occupational choice is a developmenta) process based on a series of
inter-related decisions each affecting and conditioning subsequent
decisions.

2, These decisions are compromises between competing needs, interests,
values and aptitudes within the individual, and are then furthar com~
promised as the individual assesses the reality of different occupa-
tions.

3. Stages occur n the occupational choice developmental process, with
the movement being from fantasy to reality.

4, Occupational choice is part of the total development of the individual,

and adfustment to a vocation is one aspect of tetal personality adjust-
ment.

o

Consc'ous and unconscious factors affect the process of occupational
choics, but choice is ultimately a function of the egn. The healthier
the ngo, the more likely the chaice is to be less compulsive, less
timited in possibilities, less neurotic in purpose and more realistic.

L3

Given adequate information about the variaety of occupational choices
and the opportunity to select his occupation, the individual will tend
to move towards the oc~upation that best suits his persenality and
needs,

~

Gccupational choice is not only influenced by individual character~
istics but also by the attitudes and values of the persan's veference
group.

8. A distinction is made between occupational preference and choice.

Choice 15 regarded as implemented preference. Howeve , some profergncas
may never be implemented and some "choices” may be imposed {138, pp,17-
18).

Pins who also cites various theorists en occupational choice, including
Kadushin, delineates four characteristics of individeals and of accupations that
affect career choice. In individuals these are information on the occupa~

tion; technical qualifications; social role characteristics; and the

reward value hierarchy. Regarding the occupation itself, the individual is
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influenced by formal opportunities or demands; functional or technical
requirements; non-functional or social regquirements; and the amount and
type oi rewards (232, p.27).

2.3 SOCIAL WORK AS A CAREER CHOICE

Other people and chance factors are also seen as being influential in the
choice «. a career (44, p.69; 232, p.78; 138, p.21: 96, p.53) but un-
fortunately for social work, people have traditional information on the
profession which comes through the mass media or conversation and this can
be damaging {243, p.107). Kadushin says social work is at a disadvantage
because of its low visibility, and few people have had opportunity for
personal contact with social workers as occurs with teachers, doctors and
ministers (138, p.19).

Francel classifies entrants into social work into those for whom social

work is their primary choice of career and who would have been welcomed

into many occupations; and those for whom social work was a residual choice
due to limited choice after other failures and rejections, He adds that
individuals in thig latter group may later adapt well, whereas many in the
first group may never adjust (81, p.82).

People are drawn to those occupations where they can implement their

values, express their interests and fulfill their needs. It {s the desire
for instinctual gratification that determines cccupational choice (138, p.19),
and Gockel, for example, believes that social work is being used to translate
the impuise to participate in activities such as civil rights into a career
choice (88, p.39). Polansky says social work provides for a chance for sub~
Timation; or it may, on the other hand, be ego-supportive by assisting to
bind anxiety. Both, nevertheless, result in work in which the individual
dedicates himseif to helping others through a relationship., He continues,
that the chance for sublimation is prevalent in most persons in the helping
professions and 15 called “orai~dependency striving.” This is the need to

be loved and given to, and it also energizes concern for othors and Babeock
says social workers have the wish to give {14, p.418), while Polansky speaks
of the vacarious pleasure derived by others’ needs being met.

He says the hest recruits to socfal work are psychologically healthy and well




adjusted individuals, but many of them flee from direct practice into
administration, research and teaching, as often practice is too painful
because their defences against their own problems, which echo the clients®,
are tooc weak. Some remain and cope with rigid defences which curbs their
empathy. Practice may be boring to those who can not recall what they
have never experienced. This taken together means that practice can be
less enjoyable if it pains too much, or if it does not pain at all.

Top practitioners are likely to be reasonably well adapted people but
complex personalities who have learned to master their anxieties. Many
remain in the profession because of the experience of solving and resolving
their own problems through the 1ives of their ciients (236, pp.301-304).

Hence many recruits enter in the hope of relieving their own unresolved

or interpersonal difficulties (243, p.111; 14, p.418) but the marginal

nature of the profession for many, serves to increase their insecurities
{81, p.86; 342, p.161).

Individuals do not merely choose their profession or employment, but they
are chosen by 1t and recruitment programmes and selection procedures operate
initially, while continuation in the discipline is beset with routine
evaluations.

In 1975, 1 237 students were registered for first year social work courses
at South Africa‘s sixteen residential training centres. Of this group

76 per cent were White, seventeen per cent Blatk, and eight per cent Brown,
In a select sample at one university, over ninety per cent had entered
university tnmediately after completing their matriculation (188, p.131).

2.4 EDUGATION FOR SOCIAL WORK PRACTICE

Education for socia) wark in South Africa does not only need to address
1tself to the changing needs of the society as in other countries, but te
different rates of change, different levels of development and different
cultures of practitioners and clients all within the same society. Although
officialdom calls for uniform training for purposes of registration of
soctal workers (361, p.237) and for implied contral {286) this is undestre~
able and curricula based on vecognised principles of education need to be
structured to meet the needs of the specific people served and of the
practitioners offering service.

fk~vﬁ~.~ amelide




Griffiths, based on his work with minority groups, alerts readers that
educational aims should be to standardize competency for beginning

workers and this may mean that the kind and level of supports and not only
the matertal taught may need to be differentially provided (102, p.a2).
Submitting to this would force accrediting systems to refocus as they tend
to largely assess teaching programmes on input rather thar output (10, p.22).

2,40 Aims

Social workers can only be effectively trained through courses based on
the integration of theory and practice and the aims are threefold:

. to impart the necessary knowledge

.+ to develop skill in the practice of social work

« %o help students, to incorporate the philosophy, attitudes and

self-understanding essential to their function as professional
social workers {314, p.9).

The procest of achieving the above are imbadded in the aims of professinnal
education expounded by Charlotte Tawle, and adopted by many training
institutions and educators in developing their teaching philosophies.
These aims are:

1

%o develop in students the capacity to think critically and analyti.~

ally and to synthesize and generalize.

2. to develop feelings and attitudes that will make it passible for the
student to think and act appropristely.

3. to develop 8 capacity for estah)ishing and sustaining purpeseful work~

ing relationships.

4, to help prospective practitionsrs develup social consciousness and
social conscience,
&, to orfentate students to the plage of their profession in the society

in which it operates, (312, pp.6-16)
2.4.2  Objectives
Teaching aims must be related to course objectives. Social work's special

area of competence must be defined and competency-based {(direct practice)
curricula constructad (59, p.28). Hoffmenn has designed such a field
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instruction curriculum in which objectives and requisite or operationci
learning experiences have been delineated. Such a framework also serves

as a model against which performence can be assessed (127), and hence
provide measurement of the Tevel of competence of & gualifying student-cum-
beginning practitioner,

Curriculum design should be undertaken by unjversities and social welfare
agencies together, giving fruition to the partnership and the inter-
dependency they claim. Furthermsre, the nature of the course should be
related to the functions students will have to perform and the level of
responsibility which they will assume in their first jobs, as well as the
amount of support they wil) have in continuing their edusatiun {314, p.306).
The successful after-career of the new graduate is belicved to depend
Jargely on the degrea of support and the opportunities for further learn-
ing in their first jobs and Griffiths theorizes that follow~up supports may
be even more important than the preparation and placement (102, p.42). The
ski11 which began to develop at the student level can dissipate ail too
quickly unless new workers are placed with experienced and sensitive
seniors who will help them consolidate this skill and learn good agency
practices. Loneliness, lack of understanding and overwhelmingly difficult
tasks in the face of no support are common causes of failure on the first
Job (314, p.72}, If first jobs are considered as part of the educational
process, so that planned help and teaching will accompany the first yeor,
this will have repercussions on the range of objectives aimed at in the
universities' programmes (314, p.306).

Yet in spite of the recognition accorded to such aspirations, it is from
within this purview that tensions arise amongst educativaal centres,
practitioners, social welfare organizations and the comuunity. 3choots of
soctal work accuse social welfare agencies of being inflexidble and vut of
touch with current changes and devalopments in Lhe provession, and agencies
criticize them for being inflexible and out of touch with sacial work prac~
tice and for being elusive about specifying what kind of product thoy turs
out. Schools of social work counter-attack that agencies similarly do not
specify the kind of product they fee) is marketable (55, p.3&¢).

Unfversities claim to be traieing students for “responsible entry® inte

L)
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practice, who are equipped with beginning competence* as a basis for a
creative career. This means their objectives are related not only to
preparing students for practice as it is, but ¢« it might become. The
implications are twofold. Firstly, practice may havs *o alter to
accommodate a different type of society; and secondly, practice standards
may currently be falling short of the ideal.

Wright says that training must not follow the average practice of the
field, but should rather reflect the best even if it causes discontent;
because it is in this discontent that the seeds of progress lie (356, p.3);
and Meyer states that it is not the function of the university to train
students to adapt to traditional practice, unless it {5 relevant to the
current society. She sees the universities' role as opening minds and
producing the anaytic tools with which students will probe their practice
(197, p.486); and Eriksen emphasizes the quality of original Tearning so
that it will be retained, selectively retrieved and appropriately irans-
ferred to an ever changing pattern of concrete situations (65). Pins says
that professional education should not be evaluated by how much the student
knows at graduation but by how well equipped he is to grow in professional
statyre after gradvation (234, p.12{).

Social welfare organizatfons on the other hand complain that secial work
education does not prepare students for practice, and Pins says age .ies
need to communicate with social work educaters and be specific and con-
siste.t about the nature and degree of knowledge and skill they require
of staff (235, p.14), Kindlesperger talks about the remarkable amount of
information that 1is discardad with entry into practice; and that new
learning takes place in the employment situation bt screened by the prac-
wical issues related to the vocational adjustment (150, p.45). Although
in-service training should be to consolidate learning, Richan and
Mendeisohn say the practitioner hac to undo what has Leen lcarned at
universivy. Commenting on the strain between social work education and

*  Kindlesperger prefers the notion of “"responsible entry" to that of
"beginning competence” which are often used inter-changeably. He
believes it to be more Flexible due to the many ways the neophyte
can enter practice "whereas beginning cowpetence implies only that

one should be able to begin work in an agency”(150, p.49)
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practice, they add that while universities believe they are establishing
practice criteria, agencies have different ideas of their own, and they
patiently wait while the student undergoes the formal ministrations of
education and then seize upon the fledgling graduate to educate him in
terms of practice realities and sardonically they say, perhaps even “re-
educate® him (260, p.75).

Hosel identifies the formal and informal aspects of the organization
structure and the rewards and punishments that emanate therefrom as
determining whether training programmes will be carried over into prac-
tice. He suggests that part of the training should be to prepare students
for the negative reactions they might encounter; and also to involve
members of the formal structures in the training so that they are attuned
to what is being taught and why (207}.

Agency personnel, apart from resisting new graduates owing teo their own
feelings of insecurity, have expres<.. reservations concerning the comset~
ence of the new worker (Baker in 197, p.486). Richan and Mendelsohn say
that this coupled with stringent controls such as supervision, report
writing and meetings makes him feel his training has i11 prepared him for
the realities of work and that the agency mistrusts his competence {260,
pp. 101-102).

with respect to the beginning competence of the graduating student:
He usually looks forward to employment (with some ambivalence), has
confidence in his ability, and {s initially identified with the profession.
He is able to

Yestablish warm, meaningful velationships with a variety
of troubled people and can use these relationships plar-
fully and with empathy to promote personal growth and
positive environmental change.

There is less agreement on the levels of his knowledge
and the intricacy of his skill. It is commonly thought
that he should be able to obtain relevant sccial data;
see and handle obvious need for referral; and use 3
combination of biological, social, and psycho]ug1ca1
understanding in arriving at his assessment of the
person and his situation. He should be able to give
environmental-supportive treatment under supervision.
He may also be expected to learn from supervislan,
consultation, and his own study, even though it is
understood that there may be a period of temporary
regression in a new agency.”

(157, p.70)
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2.4.3 The Teaching-Learning Situation

The teaching arena may be formally structured or more experiential, and
Goldstein cites the Jatter to be the more important aspect (90, p.63).
Social work education makes multiple intellectual and emotional demands on
the Tearner, and Nathanson believes that self-comprehension/awareness is
inherent in the acquisition of all knowledge. Inteiligence and emotion
interact in both the class and the field, and the tutorial nature of field
instruction in client relationships creates the setting for the student to
arrive at major hanges in personal attitudes (213, pp.31-36).

Whilst the classroom situation and the field instruction experience combine
to affect the acquisition of knowledge and the development of skitl in its
application, the internalization of values and norms and of the professiona
culture is equally significant in the student's development. It is via the
supervision and consultation systems* that personal and professional
development occurs and becomes consolidated. Eaton writes of the relation-
ship in supervision recreating the first learning experiences in childhood
and associated conflicts; and for this reason it is a core experience and
major determinant in the student's development; and the faculty tutors can
help in the adjustment of the student to the emotional *mpact of social work
training {61, pp.15-16).

2.5 TRANSITIONAL PHASES AT UNIVERSITY

The student peer culture is also believed to be a potent force in a
student's development. Whiist Freedman discusses it in relation to the
"college” as a whole, it can also be applied within sub-cultures, such as
a department of sccial work.

Freedman believes the distinguishable student culture is a prime educa-
tional force at work and vesponsible for the assimilation of the student
inte the unjversity society. This acceptance inta the student society is
a foremost concern of incoming students, and failure in this ares could
severely hamper academic progress. In the passage through university over

*  To avoid apprenticeship and control connotations, the supervisor could
be better termed "practice teacher" or "field instructor"; and the
fasylty consultant who does have authority over the student, be known
as the “tutor”
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four years, students shift their energies, and in their second year more
emphasis is placed on academic work and time is absorbed with friendships
and associations with fellow students. The third year is characterized by
strong bonds and shared experiences and common values with a high degree
of order and solidarity, and educationaily it is the most satfsfying year.
Final year students are less involved in the university life. Imminent
qualification and the 1ife afterwards creates anxiety, this coming with

the loss of their chief emotional support - that of fellow students. They
are preoccupied with their future role and identity, and for many they have
not fully established a new identity having discarded their traditioral one
at a time when they need to integrate new experiences and make §mportant
decisions. They may react by being rebelljous rather than autonomous as
expected; dominating rather than self-assured; cynical rather than
realistic; and hungry for sensations rather than being able to enjoy them
in a relaxed way (82, pp.13-25).

It would seem that the first and the final student vears constitute the
most difficult transitional junctures. McKendrick writes of the first year
being the Tink between the student's previous Tife experiences and his years
of more advanced study, and that the first year of training “can make or
break the professional student” (188, pp.132-133}, and it is essential to
design his educatinnal experience to reinforce and support him in his chosen
profession.

Similarly the fourth year is the link between the student's previous student
experiences and his future 1ife where he will have to face independence and
responsibilities of employment, accommodation, finances, and marriage and
relinquish dependency on parents and the prote " .. university environment.
Karr and Mahrer say that this altering of one'. .>-somal environment is a
significant 1ife change and may cause excessive worry and stress as gradua~
tion approaches, and this may cause difficuliies with final examinations and
digsertation requirements.

They interpret “hat students with diffuse plans may be delaying recognition
of the transition and avoiding internal conflict. They advise that the focus
during individual tutorials should be on the fear of abandoning the adoles-
cent university period and having to plunge into the well~defined adult world
of mature responsibilities, rather than concentrating on specific problems
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and conflicts. Students must also be made to realize that these trans-
itional concerns are part of their graduating experience (144, p.288);
and in the emotiona) and social adjustment fo status passages especially
those demanding "letting go" behaviours, ritual, such as the graduation
ceremony has a valuable role (115, p.114).

2.6 RECRUITMENT - THE OTHER HALF

Entrance into the labour market, or at least exiting from university carries
feelings of ambivalence, fear and excitement for the new graduate. Positive
anticipation of work can dissipate and turn negative - to a pitch of disband-
ing the mission - if experiences of seeking a job are too painful.

Whilst the Jiterature abounds with writings on recruitment and admission te
social work training, there is a dearth of writing concerning recruitment
and hiring for employment. It seems that even in commerce and industry
very little is being done to improve recruiter skills in hiring, as the
recruiter's job is not complete "until the best qualified candidates have
not only been selected, but ire actually on the job" {21, p.481). Each
candidate comes to an employment interview with an image of the ideal posi-
tion against which he evaluates the jab affered te him, and tis perception
of the interview and the physical locale and the a~tions of people he en-
counters will largely determine his acceptance or rejection of the job

{21, p.482).
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The diagram on page 24 serves to summarize the transitional phases in
sequence, in the passage to and through university. It takes the
transition as far as gntering employment although this chapter only goes so
fat as to discussing the hiring of a social work graduate and not specific-
ally his acceptance of the job

:hu;i‘s;and‘%r
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CHAPTER THREE

THE WORK ETKIC

3. THE TRANSITION INTQ WORK

The transitional experience from student to employed practitionsr continues
through the pofnt of job acceptance as the new practitioner begins to incur
the reality shock of work, Furthermore, work is both a continuous and a
discontinuous state. The individual moves in and out of 1t daily which com~
pounds the transition, and daily eventualities are contingent upon his
personal needs and emotional equilibrium.

Employment is & major Tife task and whilst for the student, gualification
in a course of study may be the imminent goal, it is really the means to
the goal of practising one’s profession for remuneration. It therefore
holds that the entire purpose of all the previous transitions Ties in the
successful transition to the work situation,

Once in the work environment a whole set of Factors come into play that can
affect job satisfaction and work performance. These forces arise out of the
dynamic interaction of the person in the work situation.

3.2 WORK AND INDIVIDVAL NEEDS

Wormally the adult wants to work, he has a need to work, and he is deeply
frustrated in his growth impuises whep denied the opportunity (311, p.B).

For some jndividuals their work is the main source of need gratification
ant Polansky believes it may serve not only to reflect that one is held
together, but to hold one togebher {236, p.208), Other individuals may not
require their major needs to be met within the job context. This Kuhlen
found to be the case of young single teachers, where occupation was a
secondary source of need gratification (158, p.15).




The theory about man's needs that seems to be most often quoted in the
Titerature is Maslow's classification system of the need-hierarchy concept.
Needs range from the more potent but Tower order physiological ones to more
complex psychological, or higher order ones (180, pp.146~147). Once the
need for food has been met, other needs come into play. These are:

i) the need for safety

i1) the belongingress and Tove needs

111} the esteem needs which can be subdivided into:

a) desire for strength, achievement, adequacy, mastery
and competence, confidence, independence and freadom;

and
b) desire for reputation or prestige from others based on
| deserved respect
; iv) the need for self-actualization
3 v) aesthetic needs (180, pp.80-98).
)

Walton and Walz adopt the thaory of work adjustwent whave "each individual
seeks to achieve and maintain corvespondence with his environment"

(329, p.54). The individual's correspondence with his work enviranment is
determined by his satisfactoriness on the job and by his satisfaction with
it. Satisfactoriness refers to the extent to which he fulfills the require-
ments of the work environment, and satisfaction refers to his appraisal of
the axtent to which the work environment fulfills his requirements

(329, pp.54-55), Work satisfaction is, in essence "an emotional constella-
tion to which numerous elements contribute’ {329, p.54).

In the work context, the meeting of the different needs has many sources,
Lawler for example advocates that two types of rewards operate to meet
needs: Those that are extrinsic to the individual and given by others and
satisfy Tower order needs; and those intrinsic to the individual where he
rewards himself, this stemming directly from the work performsnce. Here
higher order needs are met such as self-esteem and self-actualization

i {161, p.92). Herzberg links job satisfaction with specific motivating
factors also using an intrinsic-extrinsic paradigm (125). Porter and Lawler
recognize organizational structure in need satisfaction. The tall organiza-
tion they say produces security and social needs satisfactions, whereas the
flat structure influences self-actualization satisfactions (244, p.188).
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The theories underlying conclusions such as these also provide insights
into job structure and personnel functioning

3.3 THEQRIES AND APPROACHES TO PERSONNEL MANAGEMENT

3.3.1  Qverview of Management Approache:

Joyce Warham gives an historical overview of approaches to management, The
eartiest which prevailed in the eighteenth and nireteenth centuries was

known as scientific management. The whole approach was founded on essentially
negative assumptions about the behaviour of employees and democracy was un-
acknowledged and authoritarianism stressed,

The human relations approach followed and dominated the management scene for
the first half of the twentieth century. The inter-relatedness of the formal
and informal structures was recognized, attention was paid to psychotogical
factors that operate in any organization and to relationships between indiv~
iduals and between and within groups. Promoting co-operation to get work
done was the philosaphy, and the success of the organization was the goal

1n both the above approaches.

In the 1960's the task of the organization - that is the work it has %o do
to remain in existance - became the supreme focus. This organizational
approach recognizes the organization as existing to perform work and calls
for a clear definition of objectives and means. Instvuments and people are
considerad, but in relation to the work that has to be done (332, pp.12-19).

3.3.2  Theovy X and Theory Y.

McGregor's classic Theory X and Theory Y models provide the thearetical
understanding behind these different approaches to organizational hehaviour.
Theory X assumes, erroneously, according to McGregor, that man has an in-
herent dislike for work and seeks to avoid 1t and he both needs and wants

te be controlied and directed to perform.

Theory Y on the other hand is based on a dynamic rather than static belief
systen that stresses human growth and development. The average person it

is postulated, does not inherently dislike work. He wiil exercise self-
direction and self-control in effacting organizational objectives and secur-
ing rewards, the most significant being satisfaction of the ego and seif-
actualization,
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Integration is a central principle derived frem Theory Y. It is the
creation of conditions by management in which workers can achieve their
own goals best by directing their efforts towards the success of the
organization, The organization too will achieve its objectives if the
needs and goals of its members are recognized, A sincere and joint effort
should be made to reconcile the needs of both as far as is realistic, Un-
fortunately, in too many organizations the requirements of the organization
are given priority automatically (185), as for example ir vork allccation
when an excellent field worker is promoted to supervisor in spite of
possibly mot wanting such a pest. The Peter Principle also applies where
in the face of the needs of the organization. individuals rise tc a level
where they can no longer perfornt competently, creating dissatisfaction for
themselves, their colleagues and subordinates.

3.3.3  Traditiopal Mode

With the assumption that the satisfied worker produces more, countiess
studies on job satisfaction have been undertaken and yet it s an area that
is st§11 unconquered and holds enormous controversy.

The traditional model of job satisfaction is concerned with the total feel-
ings an individual has about his job. When in total they are positive he

is job satisfied, and job dissatisfied when they are negative. Change in
any aspect of his job can change the direction of job satisfaction-dissatis-
faction. However, not only the nature of the job should be considered, but
also the individual's expectations about the job. This latter point gives
rise to the exposition of expectancy theary (103, p.x).

3.3.4  Expectancy Theory

Based on the theory of motivation, Lawler claims that an individual's
motivation to perform effectively is determinwd by two variables., The
first {s in the concept of effort, and reward probability. He expects that
if he directs a certain amount of energy towards performing effectively he
will obtain a given reward, The second variable is the concept of the
reward value or valence as assessed by the individual in reletion to the
satisfaction of one or more needs.

The rewards may be of two kinds, extrinsic or intrinsic to the individual,
the latter being the move satisfying because the connection between

]
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performance and their reception are more direct than with the externatly
mediated rewards. Intrinsic rewards also serve as excellent motivators
because of their high reward probability.

This has implications for job design. In order to motivate the individual
to perform and to arouse higher order needs satisfied by instrinsic rewards,
Jobs should possess three characteristics:

1) the individual must receive meaningful feedback about his performance

i1} the individual must feel the job challenges him to use the abilities
he values

$41) the individual must feel he has a high degree of self-control over
setting his goals and defining the means (161).

The foregoing would suggest that self-awareness would be a prerequisite to
work satisfaction. The individual should be able to specify what needs he
wants to meet e.g. feelings of accomplishment, self-fulfilment; he should
be able to evaluate hiz performance; and he should be in touch with his ex~
pectations and their realism.

It therefore follews than an individual should be invelved in designing his
Job to satisfy the mutual needs of the organization and himself. Lawler
supports participation in such decision-meking as it leads to increased
motivation (161, p.96). Olmsted too advocates the participation of persons
who are to be affected by any agency personnel policies (219, p.26) and
Townsend writes that decisions should be made as low as possible in the
organization (313, p.42).

3.3.5  Two-factor Theory

Since Herzberg developed the two-factor theory in 1955, many researchers
have used it as a basis in examining job satisfaction and dissatisfaction.
Rerzherg does not regard job satisfaction as being the opposite of job dis-
satisfaction. The opposite of jeb satisfaction is no job satisfaction, and
of dissatisfaction is no job dissatisfaction. He uses the pleasure-pain
analogy where the opposite of pleasure is not pain, but ne pleasure.

The primary determinants of job satisfaction are the intrinsic aspects of
the job which Herzberg calls motivators and these include achievement and
subsequent recognition, the work itself, responsibility and growth. The
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primary causes of dissatisfaction and unhappiness are extrinsic factors
which he has termed hygiene factors. These refer to organizational policy
and administration, supervision, salary, working conditions, security (125).

King, in examining several studies based on Herzberg’s two-factor theory,
indicates that the motivator and hygiene elements exist but that their inter-
action 1s clouded {151),

3.3.6  Satisfaction and Performance

In earlier years 1t was assumed that satisfactiun caused performance, but
another argument is that it is caused by performance on the basis that re-
wards cause satisfaction, and performance produces the rewards {162, p.210).

3.3.7 Satisfaction, Absenteeism and Turnover

Not only does a relationship exist between job satisfaction and performance,
but alse between job satisfaction, and absenteeism and turnover. This
relationship further gives indications about the type of emplnying organiza-
tion,

Where extrinsic rewards are distributed based on performance, and jobs

designed to provide intrinsic satisfactions, the poorer performers rather

than the better ones will display a high incidence of absenteeism and turn-
over. In an organization where no relationship exists between satisfactien

and performance and rewards are presumably not related to the latter, absentee-
ism and turnover are 1ikely to occur equally among good and bad performers.
Finally, where a negative relationship exists between satisfaction and per-
formance, absenteeism and turnover will be greatest among the best perform-
ers; and furthermore the poor performers will be getting more rewards than

the good performers (162, p.215).

3.4 J0B DESIGN

One theme common to all the theories, is that the potential for work satis-
faction is held in the nature of the job to be done by a particular individual
with particular needs he wishes to have satisfied.

Herzberg advocates creating on the job conditions for psychological growth.
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His approach is to enrich the job and give opportunities for decision—
making and the application of real skill (103, p.xiij. He also advises
against job enlargement (the term abundantly used in the literature) which
only means the job is structurally bigger. He discusses how horizental job
Toading merely serves to enlarge the meaningless of the job whereas vertical
leading provides motivator factors (124, p.100}.

The results of such job modifications are mare ikely to result in higher
quality work than in higher productivity, claims Lawler. But this high
quality work {s indispensable for an individual in order to feel he has
performed well and to experience feelings of accomplishment. Gredt quanti-~
ties of output produce lesser sati:’actions {161, pp.94-95).

In considering Job design Wild and Dawson advise that aspects of Jjobs should
be considered, rather than jobs as a whole, This includes the actual work,
supervision, ~alary and that these aspects should be matched with the
warker's characteristics to ensure favourable specific job attitudes and
overall job satistaction (346, p.197).

If personal growth and development of the individual is strived for via his
Job, it would then be necessary for him and management together to contin-
uously re-evaluate and redesign the job. As the worker develops so must
the job.

3.5  WORK SATISFACTION AND ADJUSTMENT: SOME ADDITIONAL DETERMINANTS

Salaries, fring fits, supervisor-worker relationships and other
factors represant important components of job satisfaction (224, p.21).
These will be contingent on the type of work situation, and England and
Stein write of the need to identify important areas of the work setting
for specific occupations and to control this occupational variable before
other variables can be examined (63, p.145). Caution should be exercised
in generalizing from broad theories to the social work profession,

Saleh and Otis found the level of job saifsfaction increases with age until
the pre-retirement perdod when it deciings (270, pp.169-170); and Nixen
says that in the Jabour market youth has a high turnover rate {217, p.710),
Lipset and Bendix too state that job mobility clearly decreases as age
increases (170, p.367), and in a study of social workers, Tollen found that
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the resignation rate was highest in the Tower age groups (307, p.14) and
MeKendrick too showed this {186).

Job mobility between occupations is Jess for professionals than for other
occupational groups and this is believed to be because of their Jengthy
training, However, shifts from job to job at the same occupational level
accurred most frequently in occupations with hiyn status (170, pp.370-371).

In spite of many studies concluding that work adjustment and satisfactions
are sex related (132; 158), Hulin and Smith do not see sex as a crucfal
factor. They rather recognise the entire constellation of variables viich
co-vary with sex such as salary, prometion opportunities, and societal norms
as causing the differences in job satisfaction (133, p.180).

Salayy satisfaction results when existing salary corresponds to desired

salary, and it should be regarded as a continuous variable ranging from
positive (satisfied) feslings to negative {dissatisfied) feelings (274, p.116).
Desired salar, vales may be unrealistic, as was found in 4 study of college
students. The incomes they thought they would be receiving in their chosen
careers ware ridiculously high and out of Tine with rational norms

{152, p.188), and Dunnette et al. found that coliage graduates in their

First jobs also ted higher salaries than they received (60, p.32).

The development of a self-concept is considered to influence job satisfaction,
as the status afforded one and the way of life that goes with it enables the
individual to play the kind of role he wants to play. Vocational adjustment
¢latms Super, 1§ the process of implementing a self concept and the degree

of satisfaction attained is proportionate to the degree of implementation
(296, p.189).

Work becomes a way of lift and work and T1ife satisfactions and parsonal
adjustment are intertwined. Wilensky writes how peeple with strong career
commitments are more 1ikaly to integrate Yeisure and work. Individuals
whose status claims and aspi-ations are blocked at work will withdraw from
the work area and satisfy their status strivings by climbing a compensatory
leisura ladder such as sceking office in woluntary associations. Here they
retain their identity and sotidarity (347, pp.558-559), Miller <ees this
response as the alternative to terminating employment. But with the dectine
in job satisfaction a corresponding decline in job performance is Tikely
(201, p.64),




. Creative leadership in the organization will greatly influence staff
satisfactions, Townsend discusses how too often staff are treated as
personnel and not people and they are adwinistered and not led (313, p.90}.
Management should concern itself with the development of people. Delegation
of important matters, and a belief in one's staff creates a climate in which
people can grow.

3.6 SUMMARY
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CHAPTER FDUR

PROFESSIONAL ATTRIBUTES, SOCIAL WORK
AND INDIVIDUAL NEEDS - THEIR CONGRUENCY

4.1 TRANSITION x WORK + SOCIAL WORK

A comman denominator to “transition” and to “work” is stress and strain.
The multiplication of transition with work increases the stress and strain.
Add to this "social work" with its specific host of variables - many stress
producing, and the result is a very vulnerable neophyte social worker who
has to adjust tn a social work job.

4.2 SOCIAL WORK: A PROFESSION IN PERSPECTIVE

The status of secial work in the community and its ranking in the hier-
archy of professicns is a subject that has veceived repeated attentien in
the Titerature. Tuis structural and somewhat egocentric concern is seem-
ingly a pe~inheral and superficial one when compared to more functional
isstles such as tecruiques of practice, effectiveness of service, individual
and community problems and sojutions therete. But without the siructure
the functioning would not occur and sound functioning is dependant on a
solid structure.

Attributes and characteristics common to all professions have been
delineated (10%1; 93; 249; 309; 255) and each discipline can use these
models for self amalysis. Such an exercise relates to manpower recruitment
and retention. A factual description of a profession would enable individ-
uals to summate for themselves the positive and negative features of a
profession in terms of their awn needs, and to ascertain the net rewards
that may accrue to them for need satisfaction and associated performance.
These are the elements that evolve the performanse-recognition-status cycle
and ultimate balance of manpower.

A profession as a system is more than the sum of its individual parts, but

-}
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it is these parts that constitute the system. In the coverage of pro-
fessional attributes generally and more specifically of the social work
profession, this chapter will concentrate on how these features relate
to individual needs, Maslow's need classification system as adapted by
Porter and Lawler will constitute the framework for discussion. These
are security, social, esteem, autonomy, and seif-actualization needs
(244, p.149).

4.3 SECURITY NEEDS

The basic impulse of any organism is to survive, and learning and know-
ledge underiie self-sufficiency and security and neutralize apparent
danger (311, pp.61-63; 180, p.85).

A profession 1s founded on a systematic body of knowledge (101, [.463
46, p.488), the strength of which influences its security and survival,
and tha* of its members.

Social work has not yet produced such a systematic body of knowledge.

The reasons include its concern with a wide array of human problems and

its reliance on knowledge from other discinlines; there has been lack of
clarity with regard to its characteristics and purpost; its helping

nature has resulted in feeling and doing rather than analyzing (42, pp.iii-iv);
and the gaps between theory and practice are another limitation (248, p.451).
The roles between social work and other disciplines are blurred and often
sncial warkers are unaware of what exactly their unique contribution is,

waich creates uncertainty and insecurity.

Kadushin believes social workers "know more than thay know they know" and
that they have created something better than they realize {140, p.50), but
there still remains a need to articulate more clearly and broadly the aims
and purposes of the social work profession; and the need for research is
paramount. Bartlett comments that sacial workers will perform with greater
security and competence when they understand better the position of their
profession in society, its -ubstance and its contribution (16, p.15}). But
as long as society continues iv relegate welfare to the residual side of
the residual-institutional continuum, the pu:ition of social work will
remain tenuous.
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Safety or security needs can be expressed in, for example, preferring a
Job with tenure and protection (180, p.87). In a discussion on the
importance of a profession, Kadushin concludes that in a depression the
functional importance and prestige of social work is likely to increase,
but in times of prosperity its utility way be questioned or rejected

{139, p,43). This has implications for practitioners who may fear un-
employment, but other factors also operate such as the Tevel of develop-
ment of the peopies of a country. In South Africa, in a twelve year period
(1963-1976) social work posts increased by 100 per cent to total approx-
imately 2 000 {352, p.18), of which ) 163 were government subsidized.
Furthermore there is a 3,5 per cent per annum increase in the subsidization
of new sonial work posts and vacancies ranged from 6,21 - 13,05 per cent
(256, p.94) which indicates prosperity for the profession and security

for practitioners in spite of the residual conception of social welfare
that characterizes Scuth African society.

4.4 SOCIAL NEEDS

Every profassion operates through a network of formal and informat groups.
The formal are usually the institutionalized practice settings, educational
and research centres and professional associations. The informal include
clusters of colleagues and select societies. The interactions af social
roles required by the forma] and informal groups generate a professional
sub-culture with values, norms and symbols unique to it (101, pp,49-52).
Goode regards a profession as a community which Jike other communities is
dependant on a larger society. Members have a sense of identity; continu-
ing status as few Teave once in it; common values; defined roles; a
commor: Tanguage partially understood by outsiders; power aver fellow
members; social limits; and control over selechion of trainees and soctal-
ization of recruits through the training process (93, p.194).

Goode says that the values of the professional community do not differ
drastically from those of the larger society {93, p.197) and Hughes reminds
us that the members are products of a lay society (1.1, p.764).

Sotial work values are founded on democratic principles. The widely adopted
Working Definition of Scciat Work Practice developed by the Natiomal
Association of Social Workers (in the United States of Amerdca} 1ists six:
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" 1. The individual is the primary concern of this society.
2. There is interdependence between individuals in this society.
3. They have sacial responsibility for one another.

4. There are human needs common to each person, yet each
person s essentially unique and different from others,

5. An essential attribute of a democratic society is the
realization of the full potential of each individuai
and the assumption of his social responsibility through
active participation in society.

6. Society has a responsibility to proyide ways in which
obstacles to this self-realization (i.e., disequilibrium
between the individual and his environment} can be
overcome o» prevented." (231, pp.38-39).

In a study on social workers' values, Varley verified that key values held
were:

t. A belief that clients have equal rights to service regardiess of race,
colour, religion, beliefs.

2. Social work is a helping profession and in his commitment to service,
the social worker may have to make personal sacrifices,

3. Social workers need to recognise people have common as well as indivia-
val needs, and that in helping cljents to solve their problems treat-
ment §s usually psycho-dynamic in nature.

4, Universalism operates where the worker maintains emotional neutrality
and a professional relationship {323, pp.103-104).

Polansky et al. mention power to help as a value, and it operates as an
important scurce of satisfaction to practitioners (242, p.78). The values
held by social workers do tend to differ from those of the wider society,
and they are jdentified with the interests of the least priviledged groups,
representing the unpopular point of view. As this group is not the group
from which social workers are drawn and in which they heve intimate
assaciations, they experience conflict (242, p.80; 139, p.41).

The community views occupations in sex linked terms and social work is
essentially a womens' profession in terms of both numbers, and the femineity
characteristics of the profession. In South Africa at March 1976, 88 per
cent of registered social workers were women (256, p.25).

Male social workers experience conflicts between thejr gender {dentity and
occunational status and these difficulties affect relationships with
colleagues, clients and the general community {142, p.441).
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Traditionally, people entering a profession that is inappropriately sex
typed have made efforts to reduce this by specializing in a more appro-
priately sex-linked area e.g. males hold administrative positions (142,
pp.444). Brager and Michee] further explain that women tend to choose
social casework and men community organization and group work as in our
society helpfulness, gentleness and passivity are more valued as female
than male characteristics and these qualities are congruent with social
casework and its helping nature, than the more scrutinizing response
needed from the other methuds and which males can offer comfortably
(31, pp.595-598).

Social~professional platforms in South Africa constitute a controversial
issue fraught with a history (113, pp.92-93) of the formation, disselution
and splitting of professional associations on racial and cultural grounds.
In 1877 McKendrick writes of at least six such associations existing in
the Republic (189, p.169) and officially prafessional associaticns are
encouraged and viewed as indispensable (256, p.138).

4.5 ESTEEM NEEDS

Authority is regarded as one of the attributes of a profession. The
professional has authority over his clients and a monopoly of judgement,
and clients gain a sense of security from the professional's assumption
of authority (101, pp.47-48). This authority in furn feeds the prestige
needs of the professional as a high correlation exists between power to
influence and prestige. Influence potential is therefore a function of
prestige and this conditions the effectiveness of the service rendered
(139, pp.37-38).

Pollack describes professional prestige as baing in accordance with the

E status of clients served, and the low opinion of the community of socia
vork's clientele is transferred to the profession {243, p.109). This
affects the individual as the prestige of an accupation reflects on the
person identified with 1t. Hence one's self-concept, relatiohships with
other professions and feelings about ona's job are Tinked to the prestige
of ane's profession {139, p.J7).

White says the amount of income may or may not be related to the prestige
of the occupation {343, p.21) but Goodall sees safary as an important index
of status (92, p.113). Greenwood claims that a professional performs his
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services primarily for psychic satisfactions and secondarily for monetary
compensations {101, p.53). Nevertheless, according to Goode, professional
communities obtain jncomes higher than those of other occupations (93,
p.195).

Soctal work has been described as a marginal profession, and this margin-
ality, amongst other reasons, comes from the Tow salaries of social workers
(242, p.80; 139, p.41).

Low salaries are rooted in social work being & women’s profession and in
the belief that women have only themselves to support or are supplementary
wage earners and should not compete with men {139, p.40). Beck further
argues that a residual attitudz exists to welfare in a capitalistic country
and there is less value attached to the humsnities than the sciences and
money allocation follows this thinking. Furthermara, social work vas
originally a volunteer endeavour and because social workers have difficulty
interpreting their esuteric profession to the public, the latter can not
comprehend why sociat workers should be patd for what many people do
voluntarily (19, pp.108~109).

Soeial workers' salaries are regarded as being in keeping with those paid
in gther womens' professions, and the men in the profession are affected
economically and as far as status is concerned anu feelings of personal
worth. Current American literature is intent on exposing many areas of

discrimination betwecr sy salaries included. It is claimed that
male social workers « ar salaries than their female counterparts
even when other varian.. 25 job tenure and mobitity are contre]ied

(24, p.4a7).

In South Africa Tikewise, no differential salary scales exist between the
sexes, but earning capacities of males are possibly greater owing to
promotion opportunities, This {ssue will be elaborated on under the section
on “Self-Actualization”. There are however, discrepancies in salary based
on racial idetity for social workers, doctars, nurses and teachers. In
August 1974, the government scales per annum, for social workers, were as
follows:

White R 3840 - RS 460 (4 year degree)
R 3480 - R 5100 (2 year dagres)

Coloured and Indian R 2700 - R 3 600

Black R 2400 - R 3 600

{113, p.92}

o %
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The values of our culture have bearing on the profession. Women are
socialized not to compete with men intellectually, and that their primary
attachment 1s to their families rather than to a career. For this reason
they are less committed to their work and less likely to maintain a high
level of specialized knowledge. This Yimits the competition between the
sexes (267, pp.421-429) and these factors as well as for example women
viewing their careers continuing intermittantly with child rearing have
implications for promotion opportunities.

Occupational status or prestige has enormous infiuence on recruitment

and retention but a cause-effect spiral operates. Areas of the Profession's
vulnerability are not concentrated at a single Tevel of the need hierarchy
but are interspersed and inter-related throughout with the esteem needs
seeming to mediate the flow.* Factors such as social workers' indecision
concerning exactly what their unigue contribution is (mentioned under
security needs), reappears to affect prestige, as does social work being a
women's profession {discussed under social needs). Similarly, issues to

be covered in terms of autonomy and self-actualization needs also have
baaring on prestige.

4.6 AUTONOMY NEEDS

Community sanction is considered an attribute of a profession (101, p.48}
and Goode writes about the compiex inter-relationships that exist. The
profession is granted a wonopoly over its skills and therefore must be
consulted by the containing community. Little legislation is passed
without being Targely shaped by that profession, but professional and
comnunity values correlate, and in order to maintain respect from the
community the profession will justify to the community every provision
of its code of ethics, invoking ethical notions that are also accepted
by the Targer society (93, pp.194-197).

The social work pro¥ession and the larger society do not always mirror
each other and strain arises, the degree depending on the issue ai hand,

*  Figure 4 {p.54) shows that all the Factors have bearing on esteem
and autonomy, but often jn the 1iterature the %wo are used {inter-
changeably aithough autonomy gives rise to prestige and consequent
esteen
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When social work deals with some of the problems frightening to the larger
society it is sanctioned and rewarded, but this Jegitimization is not forth-
coming when the profession exposes the 11s that society prefers to keep
hidden (252, p.28).

Social workers are traditionally employees of organizations sponsored by and
accountable to the larger community. Hence the right of independent activity
as a professional is curtailed by the values and purse strings of an elitist
group. Opposing bureaucratic and professfonal values and demands which Green
classifies into four main areas (100, pp.71-74) create conflict for the
professional.

4.6.1 The Professional and the Bureaucracy - Conflict Areas

1. Bureaucracy and service: The professional often views the bureaucracy as
an impediment to service owing to its rigid emphasis on procedure and
eligibility requirements. This conflicts with the worker's value of pro-~
viding unlimited servis 'sed on the client's need. Furthermore, the
formal siructure of re g service Timits the worker's autonomy in
making appropriate decis.uns about professional matters.

2. Bureaycratic authority and the social worker: A large bureaucracy is

usual"y characterized by regulations, procedures and a system of hier-~
archical controls and supervision, which 1imit the worker in being able te
use initiative and self-dirvection in exercising his skills. Further it is
possible for a social worker to be hired, evaluated, promoted or fired by a
supervisor or executive who s not qualified in social work and who may
demand the meeting of organizational rather than professional standards.

Bureaycracy and colieague relations: Bureaucracies do not only formalize

relationships between staff and clients, but also between colleagues.
Colleague relations are alse affected in situations where senior em-
ployees, regarded as professional only by virtue of their experience,
are threatened by younger but trained staff. The professional social
worker may seek membership of groups with shared values and this

allegiance may be with groups completely outside of the organization,

ol

-~

Bureaucratic authority and the client: The more sacially threatening
the clients, the more authority the organization serving them may hold
and the more complex is the sanctioning system. This means that despite
his professional training, there are definite controls imposed on the
social worker's service to the ¢lient
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4.6,2 The Professional and the Bureaucracy - Accommodating
Opposing Demands

In order to function effectively within the professional and bureaucratic
systems with their contradictory demands, the social worker must attempt

to integrate the two roles demanded of him and %0 minimize the conflict.

For the social warker his autonomy means maintaining professional standards,
being creative and rescurceful and having oppertunities for professional
development. The organization on the other hand, strives to maintain ad-
ministrative standards and the ratfonal co-ordination of activities, and

to develop responsibility and loyalty in its employees. (100, pp.82-83).

Green says certain types of professional social workers can be identified
based on their patterns of reacting to and coping with the above generated
conflicts.

1. The social worker as "victim" over-identifies with the client of the
formal organization, who is often a consistently disadvantaged individ-
ual and victim of society; and the worker regards himself as a victim
too of the bureaucratic authority and procedure.

2. The “immature” professional is characterizad by lack of integration of
professional principles. He lacks certainty in his skills and know-
Tedge and cannot accommodate organizational demands without giving up
professional standards. He may react by rigidly adhering to organiza-~
tional procedure; or by rebeiling against the organization.

3. The social work “reformer” tries to sustain humanitarian sentiments
against both the organization and the profession. As conforming is a
means to adapting to bureaucratic settings, this group of reformers
may find themselves at odds with other professional social workers and
obtain Vimited support (100).

Compton and Galaway alsu make reference to personality types and cite five
different bureaucrats (46, pp.479-480).

1. Functiona] bureaucrat: 15 a professional who happens to be working in
a socfal agency. He s a competent person whose very practice forces
the organization to overlook certain violations of agency norms.

r

Seryice bureaucrat: 15 orfentated to helping his cliant, but sees him-

self as part of a bureaucracy, which he regards as an essential medium
for practice. He 15 nevertheless ambivalent about his identification
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with the organization and retains his professional peer ties.

3. Specialist bureaucrat: is concerned with reconciling “the bureaucracy
to men and men to the bureaucracy”. He sees rules and regulations as
necessary 0 quide his professional judgement, but he will never be
fully encompassed by them and he will usually rely on Ms professional
courage to sacrifice bureaucratic norms when they interfere with his
professional vunction.

Comptan and Galaway believe that most social workers are specialist
bureaucrats, but Billingsley considers that the majority of social
workers fall inte the functional and job bureaucrat categories (26,
pp.405-408) .

4, Exgcutive bureaycrat: is intent on managing - 2n, money and materials”.

Where the functional bureaucrat is oriented to his profession, the
service bureaucrat to those he serves, and the gpecialist bureaucrat to
the profession and the bureaucracy, the executive bureaucrat seems
oviented primarily towards the exercise ' f power. He is an innovator
but does not appreciate innovation from subordinates, Whilst he is not
rigidly bound by agency rules, he ensures their onforcement on others
and he runs a disciplined agency.

5. Job bureaucrat: is the professional who sees his career investment in
the buresucracy, His concern is with the security of his carwer which
he will safeguard with the meticulous application of regulations and
adherence to norms. His success is in supervisory and administrative
posts,

The above taxonomy reflects the worker having developed a consistent ad-
Justment to the organization, wheveas Green's personality types seem to

reflect the process of accommodation with no assurance of functional ad-
Justment occuring.

4.6.3 The Professional and the Bureaucracy - Gonflict Reduction

Professional-bureaucracy conflict can be reduced with appropriate inter-
vention at the lavel of the organjzationa} structure

4.6.3.1 Governing Body and Volunteers

Conflict can exist hetween the professiomal social worker and the board
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member, and other volunteers serving the organization. Auerbach says the
social -orker sees them as persons seeking power and status and often need-
ing to escape personal pressures. Social workers regard bozard members as
not having the knowledge basis for policy decisions, especially in organ-
izations rendering a more highly specialized service (11). Erika Theron
says we cannot operate without the volunteer, and they and professionals
each have specific functions. The volunteer also, is often more exper-
ienced than the young trained worker (300), which creates conflict for

both regarding professional autonomy and demonstrated competence.

Rein calls for training efforts directed towards the elite decision makers
(and sees schools of soc7al work as having this responsibility}. This group
ne longer only comprises the traditional board member, but also Tegislaters
and policitians in the public sector (252, pp.22-23},

4.6.3.2 Executive Personnel

In social work too often administrative positions are held by non-
professional personnel, who tend to identify with the governing committee
and support bureaucratic norms, rather than with the professional staff
(155), In many instances this chief executive is more powerful than the
board and can maximize his power at their expense too {279). Green suggests
the development of administrators who are at the same time professional
colleagues (100, pp.80-81).

4.6.3,3 Non-professional Personnel

Rein says organizations tend to change after new technologies and leaders
have been introduced, as often new procedures are necessary to utilize
the new technslogies (252, p.22). A new technology which has been widely
introduced in recent years 1s that of non-professional persosnel ax social
work atdes. The implications are that organizations will have to change
their outlook and programmes in order to use them effectively, and also
the role of the social workers will have to be clearly defined. Such
differential use of manpower could well be instrumental in reducing con-
flict and enhancing social workers' job satisfaction.

Richan urges that instead of trying to recruit more people into the pro~
fession, better use should rather be made of non-professionals {259, p.395).
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Wilensky and Lebeaux identify such personnel as for example women beyond
their child bearing years, and indigenous persons to be trained to work
with the poor where social workers are both scarce and reluctant to prac-
tice (348, pp.xli-x1iii).

Richan proposes a system of functional differentiation between personnel.
It is based on client vulnerability and worker autonomy. Briefly the
thesis advanced is that as client vulnerability increases, the need for
worker autonomy increases. The concept of worker autonomy implies practice
' grounded on professional knowi-dge, skill and inner discipiine, as opposed
to practice shaped by organizational controls and procedures.

He distinguishes diffarent categories of non-professional personmel:

The specialist he sees as working with vulnerable clients who require a
routine service that is externally controlled and not reliant on worker
autonomy. He feels a person with technical skills and knowledge could
function adequately in this rote.

The sub-professional - an undergraduate oriented to a professional educa-
tion could perform the same tasks as the professional, but with Tess
vulnerable clients.

The aide would have Timited responsibilities and work with the Teast
vuinerable ciientele. This role could be filled by volunteers (259).

Kidneigh suggests another approach to effective manpower utilization by
giving attention to duty functions and more so specific duties rather than
the full cluster comprising a job. He identifies charocteristics required
of individuals as retated to the job demands, and provides guidélines for
assessment. Such characteristics are:

the degree of originality and initiative required; Jjudgements necessary;
extent of independence needed to execute the job; whether the need is
present for an intensive rejationship or a more superficial contact (148).

4.6.3.4 The Supervision System

Organizational culture is affected by its supervisory system, and it in
turn reflects the culture of the organization. It is also the vehicle for
changing the culture (283, p.53),

&
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The system of prolonged, if not indefinite supervision is axiomatic to
social work. Often it is maintained more for bureaucratic than professional
reasons and is not used for professional development. Rapoport in fact sees
it as producing stress, as the dependency it evokes is a detriment to self-
depandence and full professional maturation (248, p.454).

Compton and Galaway s~y that the supervisor has two contradictory functions.
The one is helping the superv.see to perform effectively for the benefit of
the client and himself; the other s to administratively hold the supervisee
responsibie for the job, maintain standards, and to evaluate his work against
them. Sometimes supervisors are more interested in their own job security
than the client's need for service or the worker's need for support and
Tearning opportunities. Owing to the stresses and problems of the super-
visor's job, certain agencies want to do away with supervision. These same
writers add that whilst the supervisory process can be altered, the super-
wisory function cannot be abolished. Doing away with authority relationships
does not necessarily change either people or structural constraints, or
result in more effective work. Leadership will always be necessary to inter-
weave into the job the personal needs, attitudes, commitment and skill of

Jjob incumbents (46, pp.482-483).

Hanlan also sees the supervisory function as necessary for the purpose of
co-ordinating attivities via a hierarchical structure, but he believes a
different structure could de-bureaucratize the organization. He puts forth
the alternative of a4 collegial structure where staff interact as peers
rather than as super- and subordinates in an agency line of command, and
the superviser would take on the role of cansultant rather than enforcer
of rules which would contribute to staff development (107, pp.496-497).

Siegel and Colarelli advance a system of consulting supervision. The
employee determines the goals he wants to attain and uses any procedure

to meet them. He is not accountable to the supervisor for procedure but
for results in conformity with his set goals. The supervisor as a con-
suftant can acce.t or reject his ideas, and her orientation is to help

the employee become aware of patterns in his personal style and how they
assist or hamper him in his goal realization. Such a scheme it {s believed
increases self-esteem, independence and creativity as well as strengthened
commitment to the task.
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Three major controls operate:

1. The employee is responsible for achievement of his goals and for the
consequences of his action.

2. The supervisor is obTiged to discuss any reservations and the employee
is obliged to consider them.

3. As he selects his own methods, the employee's Tearning and development
is maximized. He is utilizing his personal style and this is con-
sidered the main tool with which change is accomplished.

Consulting supervision is only likely to be successful if the organization
values growth in its employeez: dis sufficiently flexible to tolerate
personal styles; has a system independent of the supervision consulting
cituation to assess productivity; and if the employees have goal setting
skills and technical competence in their work (283, pp.52-56).

The control of society is channelled via organizations, and the degree to
which professions are bureaucratically based will determine the nature of
the controls conducted. Hence both externaily and internally generated
controls are applicable to social workers whe are largely employed in
bureaucracies and subject to such professional and organizational control.
Although social workers view themselves as unbureaucratic (259, p.397),
Billtngsley found them to be more pureaucratic than professional, and more
s0 than was the case in other bureaucratically based professions (26,
pp.403-404).

Toren says that whilst external controls are enforced by supervisors, they
are not non-professionals (309, p.153). This is an anomaly in social wark
however and Wilensky and Lebeaux state that all professions are anti-
amateurs but in social work the trained and the untrained work alongside
and sometimes the untrained, who are usually older and more experienced,
supervise the trained (348, p.304).

It is hypothesized that the more prestige a protssion achieves, and the
stranger its inner fraternity, the less it will be concerned about negative
public images and opinions of other professionals (348, p.314). But social
work, being a women's profession, has a high staff turnover which reduces
colleague solidarity which could protect professional autonomy. Simpson
says that if people do not stay the staff is fragmented. Informal group
norms do not develop and without these, excessive formalization of
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procedures may result (284, p.24 ,. With regard o his image the pro-
fessional bureaucrat is Tess directly dependent on the professicnal
community for career advancement, but on the opinions of peers and
superiors (93, p.197) who for social workers are not necessarily part
of the professional community.

This section on autoncmy needs commenced with a paragraph concerning the
formal discipline and accountability existing between professisns and the
containing community via, for example, codes of ethics and ifcensing
bodies. Professions that are organizationally based may be less subjected
to these exacting devices than are professions characterized by private
practice. The latter usually have stringent codes of ethics and tests of
competence and are usually supported by legal procedure {259, p.400}.

The Social Work Profession in South Africa is interesting in terms of
formaj sanction. With the promulgation of the National Welfare Act,
No.79, 1965 (215) provision was made for the establishment of a social
vork commission to deal with matters pertinent to social work; as well as
for the statutory registration of social workers. However, practitioners
fi1ling subsidized posts only, were required to be registered, hence the
community served by non-registered sccial workers and even imposters was
unprotected and these practiticners remained secure as they were rot
subject to any control provided they did not hold themselves ocut to be
"registered social workers".

In July 1977, three draft bills were promulgated:®

i, Social Workers and Associated Professions Act, 1978,
i1, Fund Raising Act, 1978.

111, National Welfare A:t, 1978.

Taken collectively and individually, these caused tremendous controversy

in the community, particularly the sub-community of social workers. Main
reasons included the themes of coersion and control that resonated through-
out the legistalion providing the social work profession with enovmous
power and at the same time rendering the larger community impotent and

* gggiequently enacted (30 June 1978) but not yet enforced (84; 2153

4
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subject to stringent control. The Bills further created insecurity with
definitions regarding social work per se being both broad and very vague;
and no definition was provided for "associated workers® and “associated
professions” which were used interchangeably; and only the white popula-
tion group was referred to (286).

In efforts to shape separate Tegislation for the social work profession,
a committee of enguiry presided over by social workers had previously
publishud 1ts report (256), the bulk of which was ignored in the draft
legislation,

In South Africa the social work profession and its autonomy is currently
in a precarious position. It has no code of ethics, registration is not
all-embracing, and control is mainly exercised from without in terms of
tegislation, or government policies influencing methods practiced and
determining clientele served. In spite of being supported by a community
that is both uninformed about maiters of welfare and social work and which
adopts 2 laissez-faire attitude in this connection, secial workers paradox-
! ically have 7ittle autonomy in practice. The subsidization scheme and a

‘ highly bureaucratized macro-weifare structure ensures control. The Auret
,; Committee contends that social work will "come of age" as a profession in
i South Africa with social workers being able to yepulate their own affairs
through a multi-racial social work council (189, p.170).

I a7 SELF-ACTUALIZATION NEEDS

The concept of a career is appiicable to a profession and it implies a
calling characterized by a 1ife devoted to “good works". A total personal
involvement js implied where the work 1ife invades the after work life and
the professional's work becomes his 1ife, and he performs his work for

. psychic satisfaction (101, p.53).

A career is a succession of related jobs arranged in & hierarchy of prestige
through which persons move in a predictable sequence, Associated predict-
able rewards foster a willingness to train and achieve and to defer immediate
gratifications for later pay-offs {347, pp.554-555),

Self-actualization concerns individual growth and the unfolding of cne's

fullest potential. It is manifested in the desire for worthwhile accom-~
plishment, in feelings of self-fulfiiment and in opportunities for persona

Yora
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growth and development.

Accomplishment {s Tinked with status and positioi. and in social work

men hold the prestigious administrative and teaching posts (156, pp.423-424).
Auret explicitly states that in considering promotions preference is given
to men (256, p.125); and Winckler speaks of designated senior posts that
"should be occupied by men....Seme of these positions are, nevertheless,
very suitably filled by women” (350, p.5}.

Whilst the Tliterature puts this down to unfair discrimination, and writers
such as Kadushin (142, p.442) and Zeitz and Erlich (362, p.434) cast doubt
on the quality of the male social workers, Degler is cited as saying that
women are interested in jobs and not careers (223, p.459). Studies have
shown that the demands of child care are a major factor limiting women's
participation in the profession (156, p.423; 186), but even for childless
women their career prospects are Vimited (223, p.458), and part-time posts
are not abundant in social work.

In South Africa as in other countries, prometion usually means to a super-
visor's post. Social workers are not promoted within their functional role
without their duties and station having to change (256, p.128). Austin
discusses the implications of this. She says it is assumed that the
praciitioner in any profession is the most important person because he
administers the service to the c¢ijent, but in social work the most promis-
ing workers are drawn off inte indirect work and practice is in the hands
of the beginning workers with average ability so that practice can only
reach a certain Tevel of competence, so retarding attainment of profession-
alism for social work {12, p.404),

Seif~-fulfilment occurs with the taming of the many inherent stresses in the
social work profession. Babcock writes that work serves as an executant
function of the ego in which a high degree of integration is achieved Tead-
ing to ego satisfactions such as the mastery of a task; gains in prestiges
and satisfying relationships with colleagues (14, p.416). The social worker
must have a high deygree of maturity coupied with persenal and social re-
sponsibility, in order to master the controlled, conscious, and imaginative
use of self. Successful practice also depends on his ability to integrate
professional values, attitudes and knowledge with his private value system
and functioning. Understanding the stresses is necessary far this end
(248, p.450), and some - such as the structural stresses in social work -
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have already been examined in the foregoing sections. However, difficult-
ies also arise from the actual nature of the work, Teading to work in~
hibition. Babcock relates this to worker motivation and elements of the
Job (14, p.418).

Personal growth and development is inextricably bound with one's adapt-
ation to the work experience and the facilities available to offect this
adaptation. Supervision is a valuable and effective racility and is aimed
at increasing self-awareness and ways of working; providing learning
opportunities and teaching about people and society and th: helping process;
and rendering support. However, according to Schour it should not continue
for more than five years in order to prevent dependency (273, p.427}.

Babcock demonstrates how this operates in relation to a new graduate who
needs to be guided towards achieving autonomous practice. She says the
worker learns with a secure teacher-supervisor who is unafraid of the
worker's overdependency and defensive withdrawal from the supervisor. She
expounds on dynamics operating in her discussion of worker motivation and
Job elements:

In reconciling self-need to client need. workers feel closer to clients
than to collemy.ss. They fear supervisors and feel more inadequate than
they do with their clients. Owing tc his basic narcissistic need to be
needed and therefore wanted, the sociz] worker may over-identify with
the client. A supervisor with deeper insight and a willingness to help
can serve to pnint out worker motivation. and subsequent behaviour.

Confusions in knowledge Babcock sees as another stress factor in work
inhibition, Intellectual recognition is frequently confused with wisdom
and real ynderstanding, and the lag between intellectual comprehension
and emotional understanding {s often greater than is realized.

Recording is another source of anxiety expressed in work inhibition, and
failure to record may be due to feelings of inadequacy and hence fears
of revealing oneself.

Goals of the worker are also important and an area responsible for
workers Teaving the field as they create in the worker concern about
where he is going and what personal goals can be achieved (14).
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Person~focused supervision as opposed to administrative-focused supervision
can be an important source of work satisfaction as it provides opportunity
for self-actuaiization, It is particularly important for the new graduate
in helping him towards competent and autonomous practice, but when contin-
ued over a long period it may stifle initiative and create dependency and
affect job satisfaction,

Holman writes that it may shock management, but the especially endowed
graduate needs more supervisory attention than the average, and not Tless
than is commonly assumed and acted upon. This graduate develops ideas and
alternatives about an issue, and he needs the opportunity to discuss them
and their feasibility with a supervisor selected to meet his needs, and who
is interested in his career develapment, and who will periodically assess
his progress with him (128, pp.31-35).

Other individual and group means to professional development are:

Consultation, which is similar to the above described type of super-
vision but the consultant has no administrative responsibility for the
supervisee and his work;

In-service training, or in-service education as Miles prefers to cal®
it (229, p.7) which is more than an orientation to the organization
Pins sees it as preparing staff for a variety of tasks related to a
specific setting (235, p.6). It should have the same purpose as basic
training - i.e. to broaden knowledge, deepen skill and focus on
attitudes. It alsc aims at developing morale and identification with
programme objectives and responsibility towards them (314, p.147).

. Staff manuals about the agency‘s purpase and personnel principles can
serve as invaluable in promoting confidence {25, p.542), especially if
constructed on sound educational principles (314, p.148).

«  Staff-development which is described by Mitchell as being a continua-
tion of the process already begun on a formal course (229, p.10).
Conferences, lectures, seminars and workshops contribute not only to
individual development, but to total staff development, and staff
should be granted absence from the agency and helped to feel study is
important.




4.8 WORK SATISFACTION AND TRANSITION

In the transition to a contented and preductive employee, special features
of the work situation are influential. Issues such as supervision, worker
autonomy and prestige, colleague relationships, and the knowledge of
practitioners are some of ihe parts that combine and interact to produce
job satisfaction, which is idiosyncratically defined according to individ-
ual needs.

The needs of the new graduate should be identified and it is essential
that attempts are made to meet them in order to assist him towards a
successful transitien,

Studies (269; 341; 104) have shown a relationship between job satisfaction
and staff-turnover, and social work as a profession Tooks towards manpower
retention and recruitment for its image.

4.9 SUMMARY

The diagram on page 84 serves to provide an holistic picture of the
content of this chapter. It is a summary of the main issues discussed
and does not purport to demonstrate all the permutations of the pro-
fessional characteristics and needs variables in interaction.
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4.10  CONCLUSION

In his movement to Social work employment from university, the new graduate
is beset by the stresses inherent in the transition and the resuitant
strain which he encounters. This can be further aggravated or alleviated
by various featvres in the job situation which can ultimately determine
whether the -nsition has been a positive or negative growth experience
for him.

In order for the neophyte to attain job satistaction and be productive in
spite of the impinging stresses, suppori systems should exist in the job
context to envelop him and so ween him »-om his fami)iar past and pourish
him in his present uncertainty.
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4.90  CONCLUSION

In his movement to social work employment from university, the new graduate
is beset by the stresses inherent in the transition and the resultant
strain which he encounters. This can be further aggravated or alleviated
by various features in the job situation which can uitimately determine
whether the transition has been a positive or negative growth experience
for him.

In order for the neophyte to attain job satisfaction and be productive in
spite of the impinging stresses, suppori systems should exist in the job
context to envelop him and s¢ wean him from his fami}iar past and nourish
him §n his present uncertainty.
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By strengthening the fledgling in the transition he will be better able
to cope with the reality shock of work. This would serve to increase the
probability of the subsequent retention of & productive practitioner
within the social work profession.

R




CHAPTER  FIVE

RESEARCH DESIGN AND METHODOLOGY

e S

5.1 STUDY PREMISE

Western Society displays greater interest and concern over what a person
does than what he is3 »nd what he s is Targely a function of what he
does do. His very be’-g is conditioned by the nature of his work, and

his experjences at work, and the rewards he takes away with him. The
work arena is one of the most important and pervasive aspects of a persons
il Tife.

! A man and his job seldom co-exist in a cocoon of harmony and many elements
impinge. The social work practitioner for exampie is subjected to the
demands and inherent stresses of the profession itself and the organization
of the work force within the profession.

In terms of transition dynamics any person commencing any work, and social
work at that, is vulnerable to some degree of stress and strain. But the
opportunity value presumed to accompany a transition can be capitalized
upon, and an individual can »2 assisted by support systems to grow and
develop and nurture his self-actualization needs and to be that better
being.

5.2 RESEARCH AIMS

The research investigation contained in this dissertation was designed to
study the transition to work from university., From a total population of
beginning social workers, a sample to comprise a demonstration project® was
isolated and afforded the facility of a consultation group experience.

*  See p.59




Paradoxically this was to ensure continuity in the transition. Within

a student's undergraduate programme, supervision and consuitation are
established features which contribute greatly to his professional growth.
It therefore followed that their continued availability even if in an
amended form could sustain the beginning worker to negotiate the reality
shock of woik.

The new graduate’s continued service in the social work profession is the
key issue of this study, and its central aim is to identify the factors
that contribute to or mitigate against this during the year immediately
following qualivication.

In addition, the research study set out to test the hypovhesis that a
relationship exists between participation in group consultation sessions,
and the duration of practice as a social worker within the year following
upan qualifying.

Literature emanating from social work per se. industrial psychology,
business and perscanel management, and organizational theory was incorp-
orated into the study to provide a theoretical backdrop for ard impetus
te the results.

5.3 RESEARCH RATIONALE

Condsicted over a period of a year, this research study is longitudinal in
design, or what Kshn calls a panel or cohort study {143, p.60). For the
sample of new graduates. the year was punctuated by a measurement at sin
months, and then at a year after leaving university.

In this Jongitudinal type of research investigation "it is possible to
separate the data for any specific subgroup and to study it intensively -*
(143, p.61). The results of the demonstration group, that is those new
graduates who underwent group consyltation, were analyzed within the
entire sample, and then extracted for separate study to establish where
they weasured up to the norm of which they were a constituent.

The consultation group itself also falls under the “change oriented design"
{143, r.51) of longitudinal research where it spanned twenty fortnightly
sessions of an hour in duration.
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In their plea for more research into the emerging discipline of trans-
ition dynamics, Adams and Hayes write that:

"The gcial research that has been done on the processes
[3 1*1ons and, more general]y, on individuals®
rdaptation responses, {s far from adequate.
Me . 3@ efforts involve the subjects' self-
v ving of their experiences....(which) are highly
swgective and personalized....the transition ex-
perience itself distorts the individual's perceptions....
An independent observer might well describe these
phenomena (differently)}....Thus, longitudinal studies
gre needed which are based on independent sources of
ata.”
(4, p.221).

The above named writers advocate the need for research to determine whether
or not strain reduction techniques do actually reduce the incidence of
stress encountered in a transition (4, p.221).

Whilst the vesults from the study sample were derived from the self-

reperting of experiences in two questionnaires, data for the consultation

group was obtained from twe additional sources:

1) A further seif-assessment about the group in a questionn: ire
administered after each group session;

2 ) the researchers’ assessment of the group - hence an independent
source of perception of the same phenomenon.

The stress reduction techniques to which Adams and Hayes refer are:

i the work setting and negotiating it
i1} support systems for development and use
111} increasing self-awareness
iv ) exercise
v ) autrition
vi ) letting go of the pra-transitional state of affairs
(3, pp.158-167)
Four of these six techniques (i, i3, i1, vi) were actively employed

in the consultation group, but ironically the group began by relaxing
over coffee and cake!
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5.4 TYPE OF RESEARCH

As with most social work research, the present study would be denoted as
applied or operational research where the intent is to acquire knowledge
for use in social work, rather than for the sake of urderstanding alone
(173, p.4).

With a charter to “convey, accurately, the characteristics of a situation
or of phenomena..." (143, p.57) the study could be classed as a survey or
field study (302, p.276) whick is diagnostic or descriptive in nature.

This classification is applicable to administrative or professional issues
and the aim is not theory development. The ohjective is a qualitative

and quantitative description of a situation, and it has value for planming,
policy selection, and programme implementation. The study may allow for
the examination of one unit or one population studied at one point in

time (143, pp.52-53).

In isolating one such unit viz. the consultation group, the above ¢lass~
ification continues to apply in determining the type of research it
represents. In addition the consultation group carries another labe
consonant with its specific design, purpose and sevting, and that is as a
“demonstraticn project®.

Whilst Wolins uses this term synonymously with “the field experiment™
(356, p.251), Thomas regards the demonstration as a form of field ex-~
perimentation. Both are research methods with great usefulness for
applied disciplines as they combine elements of planned change with
techniques of determining the outcome of the changes (302, p.295).

Taken individually, the field experiment aims at testing an hypothesis

of practical or theoretical significance through the experimenter's
manipulation of an independent variable in the customary setting of the
individuals (302, p.276). The demonstration project on the other hand

s & mixture of practical innovation and research. It involves the actual
manipulation of some aspect of the social setting by a person who has
authority and responsibility for the activities conducted in the setting.
It alsc has the purpose of testing an hypothesis of practical concern
<bou  the outcome of the study, often with tmplications for social action
such as the introduction of a new service within the setting or outside
of it. Moreover, the demonstration generally invoives the manipuTation




of relatively complex components of natural social settings without the
use of a control grcup design. When a control group is not used, it is
impassible to draw valid inferences, but what the demonstration lacks as
a method of proof, it gains as & means of producing insight and discovery
(302, pp.290-292).

5.5 POPULATION, PARTICIPANTS AND STUDY SAMPLES

5.5.1 Population

During 1875 the researcher ascertained* from the sixteen universities**
in South Africa, the names and addresses of all the students in their
final year social work classes. In October 1975 the researcher wrote

to each student setting out the aims of the proposed study and its design;
asking for their participation in the study; and requesting them to fur-
nish a contact address for 1976.%** To facilitate answering, a reply

paid postcard was included with the letter.**** Non-respondents received
follow-up / reminder letters.™*** AJl correspendence with students/new
graduates was conducted in English and Afrikaans.

In early 1976, after supplementary examination results were known, the
researcher again inftiated contact with the sixteen universities to
ascertain the names of the students who had qualified at the end of
1975 / beginning of 1576 (hereafter referred to as end of 1975),wkwikx
This Tigure totalled 417 new graduates out of 466 students who sat for
the qualifying examinations; and universities were thanked for their
co-operation, ¥¥Fxeas

* See Appendix A(i); A(ii): A(411) - salmon paper

hid Seventeen universities in South Africa offer a first degree/diploma
in social work. However, as the University of South Africa is a
non-residential university, and its graduates are atypical of the
other sixteen universities, it was excluded from this study

Fkx See Appendix B - orange papar
bkl See Appendix C - arange paper
ki See Appendix D - urange paper

whwkwk  Sae Appendix E(1); E{i1) ~ grey paper
Fhkxkkk  Sea Appendix F - be1ge paper
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of relatively complex components of natural social settings without the
use of a control group design. When a control group is not used, it is
impossible to draw valid inferences, but what the demonstration lacks as
a methad of proof, it gains as a means of producing insight and discovery
(302, pp.290-292),

5.5 POPULATION, PARTICIPANTS AND STUDY SAMPLES
5.5.1 Population

Buring 1976 the researcher ascertained* from the sixteen universities**
in South Africa, the names and addresses of all the students in their
final year social work classes. In October 1975 the researcher wrote

to each student setting out the aims of the proposed study and its design;
asking for their participation in the study; and requesting them to fur-
nish a contact address for 1976.*** To facilitate answering, a reply
paid postcard was included with the Tetter.**** Non-respondents received
follow-up / reminder Jetters.***** AV} correspondence with students/new
graduates was conducted in English and Afrikaans.

In early 1976, after supplementary examination results were known, the
researcher again initiated contact with the sixteen universities to
ascertain the names of the students who had qualified at the end of
1975 / beginning of 1976 {hereafter referred to as end of 1975),¥kekik
This figure totalled 417 new graduates out of 466 students who sat for
the qualifying examinations; and universities were thanked for their
co-oparation, ®rekik

¥ See Appendix A{i): A(ii)s A{{i{) - salmon paper

** Seventeen universities in South Africa offer a first degree/d1p1oma
in social work. However, as the University of South Africa is a
non-residential university, and {ts graduates are atypical of the
other sixtesn universities, it was excluded from this study

i See Appendix B - orange paper
ki See Appendix C ~ orange paper
ek See Appendix D - orange paper

P
skdok See Appendix E(i); E{ii) - gray paper
wHdkkwk  See Appendix F - befge paper




61,
5.5.2 Participants

Of the 417 new graduates eligible to participate in this study, 302
(72 per cent) returned the veply paid postcard. Positive responses
were received from 279 (67 per cent) new graduates; three refused;
and twenty refused but furnished a contact address. This latter group
were taken by the researcher to be participants in the hope they would
reconsider their decision and respond to the questionmaire that was to
be mailed at a Jater stage.

Hence the first questionnaire (QI) was mailed to 299 new graduates which
is 72 per cent of the population.

5.5.3  Study Samples

Of the 299 new graduates to whom the first questionnaire was mailed, 214
resporded, which is also 72 per cent, but of the "drawn" sample.

Being a longitudinal study with successive measurements applied, additional
samples were derived from the original "obtained" sample of 214. These
will be identified in the discussion on research tools later in this
chapter.

The eonsyltation group is a further sub-sample, the details about which
follow.

5,5.3.1 Consultation Group

The researcher’s Tetter t1 the fisnl year social work students in October
1975, inter alia explained her intention to establish a group of twenty
new graduates with the purpose of offering group consultation. Persons
interested in joining the group were asked to respond oh the reply paid
postcard referred to on page 60.

Forty~saven students repiied that they would be interested in joining the
group in 1976, Three months later,* however, this figure dropped to 21.%*

* Sea Appendix 6 - blue paper

*%* At the time of the first group session, only twenty had reguested
group membership. Three dropped out of the group after the first
session, and one requested membership and joined the group after
the first session

t§~.7~-..uli
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§.5.2 Participants

0f the 417 new graduates eligible to participate in this study, 302
(72 per cent) returned the reply paid postcard. Positive responses
were recaived from 279 (67 per cent) new graduates; three refused;
and twenty refused but furnished a contact address. This Tatter group
were taken by the researcher to be participants in the hope they would
reconsider their decision and respond to the questiomnaire that was to
be mailed at a later stage.

Hence the fir-t questionnaire {QI) was mailed to 299 new graduates which
is 72 per cer. " the population.

§.5.3  Study San;les

Of the 299 new graduates to whom the first questionnaire was mailed, 214
responded, which is also 72 per cent, but of the “drawn® sample.

Being a lengitudinal study with successive measurements applied, additional
samples were cerived from the original "ebtained" sample of 214. These
will be fdentified in the discussion on research tools later in this
chapter.

The consultation group is a further sub-sample, the details about which
Follow.

§.5.3.1 Consultation Group

The researcher's letter to the final year social work students in October
1975, inter alia explained her intention to establish a group of twenty
new graduates with the purpose of offering group consultation. Person
interested in joining the group were asked to respond on the reply paid
postcard referred to on page 60.

Forty-seven students repliad that they would be interested in joining the
group in 1976. Three months Jater,* however, this figure dropped to 21.%*

* Sea Appendix G ~ blue paper

*% At the time of the first group session, only twenty had requested
group membership. Three dropped out of the group after the first
session, and one requested membership and joined the group after
the first session
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Reasons included graduates not working in Johannesburg as previously
planned; students having failed their examinations and therefore being
ineligible; and change of mind.

The 21* group members came from five training centres:
University A - 1 graduate
University 8 - 1 graduate
University € ~ 1 graduate
Uniy_esity D - 1 graduate

Yniversity € - 17 graduates

The graduate from University A missed the first group session, attended
the noxt three and then withdrew from the group.

The graduate from University B missed the first session and then withdrew.

The University C graduate missed the second group session, and also with-
drew from the group after the fourth session.

The participant from University D was requested by the researcher to leave
the group after the fourth session as it only then came to her attention
that he had failed his examinations and was not qualified,

After the first session two graduates from University £ withdrew, and
another approached the researcher tn join the group.

At the stage of the fifth group session, the group membership was comprised
of University E graduates only. It was stabilized at fifteen graduates
until the tenth session, when one member withdrew. A further member did
not attend the Tast four sessions but let it be known that she still
regarded herself as a member of the group. fhe group membership was thus
taken as fourteen at the time of terminating.

*  See ** on page 61
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5.6 RESEARCH TOOLS AND SAMPLE DERIVATIONS
5.6.1 THE QUESTIONNAIRES

5.6.1.1 Questionnaires to Members of the Study Samples
5.6.1.1.1 Constr  lon

Questionnaire I (QI}* was designed to gather information concerning
graduates who had never entered social work practice, as weli as those

who had. In the case of graduates who had never practised, the researcher
sought, via the questionnaire, to establish their reasons. In the case of
graduates who had entered practice, the researcher sought, via the
questionnaire, to determine the work experiences of the new graduate
within the first six months after qualifying, where inter alja she

sought to identify areas of satisfaction and dissatisfaction. She further
attempted to examine the transition from student to practitioner hy
focusing on the university experience in terms of how equipped graduates
considered themselves for practice. The comparison between supportive
facilities received as final year students and as new graduates was
included in the questionnaire design, as well as requesting respondents’
preferences on this matier

Questionnaire [T (QII}** was constructed to examine the graduates' work
experiences after they had been in the field or out of university for
approximately a year. As the first questionnaire had included the individ-
ual's current situation and also his immediate past, this second question~
naire Tikewise examined the current situation but also enquired into the
graduate's foreseeable future plans.

Both questionnaires were based on the researcher's perception of the
situation from her own experience as a practising socfal worker: from

the consultation group; from literature; from a pilot study on the topic
conducted in 1975 (298}; and from her experience on the staff of the School
of Social Work at the Unfversity of the Witwatersrand,

*  See Appendix H(i); H(i{) - yellow paper

**  See Appendix I(i); I{ii) - pink paper
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Pins's classic study, Who Chooses Sacial Work, When and wny /232),
which is largely modelled on Merton et al's., The Student~Physician,
coustituted an important source in contributing to the questionnaire
design of the present study, as well as McKendrick's dissertation on
female social workers' employment patterns and work satisfactjons (186).

5.6.1.1.2  Pre-test

The first questionnaire was pre-tested on 2 group of eleven practising
social workers who were asked to treat the situation as if they had
qualified the previous year. The group was representative of all four
population groups and of the English and Afrikaans languages.

Trhree suggestions were made with regard to Afrikaans terminology and
changes were implemented.

As the second questionnaire Targely mirrored the first, four practitioners
participated in the pre-test. No alterations were recommended.

5.6.1.1.3  Administration

In July 1976, QI was mailed to 299* new graduates throughout South Africa.
Reminder letters** and an additional copy of the questionnaire were sent
‘to non-responders, Stamped salf-addressed envelopes were included with the
correspondence.

Replies were received from 214 persons, and it is these respondents who
constitute the main sample of this study. This is 72 per cent of the }ist
of 299 participants, and 51 per cent of the populetion of 417 new graduates.

Selltiz gt al. warn the researcher to expect Tow returns of between ten to
fifty per cent from a questionnaire mailed to a random sample of the
population. Bearing in mind ihat the present study was not aimed at &
random sample, both the above return rates were nevertheless in excess of
this expectation (278, p.241). Jenkins further predicts that in a "survey
of alumni of an undergraduate social welfare programme, for exampie, it
would be anticipated that those graduates who remained in the field, who

* See p.61 for the derivation of this figure
#*  See Appendix J ~ yellow paper
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went on to graduate school, or who got good jobs would be more Vikely to
answer than those who were either not employed or had moved to other
fields" (136, p.133).

In December 1976, Questionnaire I repeat {QIr) was administered®

to 66 respondents who had indicated at July 1976 they had never practised
as socia) workers. This questionnaire differed from the original QI only
in that it did not re-request hiographical particulars that were already
on record and would not have altered, such as population group, or univers-
ity where qualified,

To this repeat Questionnaire I, 55 (83 per cent) respondents repiied, and
of this group only two (4 per cent) had since commenced practice

To these two respondents and to the remaining 148 respondents who had been
in social work employment at July, QII was mailed during December 1976.
Reminder Tetters** and additional copies of the questionnai:e were sent to
non-responders. Stamped self-addressed envelopes were included with the
correspondence.

Of the 150 new graduates who were sent QII, replies were received from 139
(93 per cent) indicating a panel loss of seven per cent.

As can be seen from Figure 5 on page 69 which is a summarized picture of
the population and sample darivitives, 214 new graduates constituted the
original sample of the study in July 1976, and by December 1976, 192*** new
graduates had answered a second questionnaire. Hence it was not possible

to establish a longitudinal profile for 22 members (10 per cent) of the
ariginal sampie.

With regard to the sample being representative of the population, of the
§1 per cent who completed the first questionnaire, 46 per cent alsc completed
a second questionnaire.

* See Appendix K - brown paper

i See Appendix L - pink paper

**%  The two graduates who commenced practice after July, in fact
answered three questionnaires, The figure of 192 is calculated
from 139 {QII) + 55 (QIr) - 2 (QIr)
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5.6.1.1.4 Processing and Analysis of Data

The guestionnaires were designed so that responses could be coded and
electronically processed.

A complete set of the results of guestionnaires QI, Qlr and QII were
printed for each of the following sub-groups* of respondents:

Males

Females

White (English)
White (Afrikaans)
Black

Brown

In addition, a computer printout of QI and QLI was obtained for the
consultation group members only.**

The computer programme utilized was the Statistical Package for the Social
Sciences; and results were printed in the form of descriptive statistics.

Tests of significance have not been utilized in the present study as they
are deemed pretentious in their automatic application in social research.
Merton et al, explain that their usage and value lies in studying the
probable correctness or incorrectness of single isolated statements and

not for loosely inter-related hypotheses which must be Jooked at in combina-
tion. Researchers should strive instead to effect internal consistency in
their results, and to produce results that can be consistently replicated
{185, pp.301-305).

5.6.1.2 Questionnaire to Members of the Cobsultation Group

5.6.1.2.1 Construction

The researcher based her consultation groups on the approach of Emmanue! Tropp
(317; 318; 319). Tropp identifies four gains that can be derived from «
group experience, viz. reality-orientation, release, support and self-
reappraisal (318). It was hence appropriate that these gains should be

*  See p.70
** QI and QII of the member who left the gro. after the tenth session
were included in the computation

Lo
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5.6.1.1.4 Processing and Analysis of Data

The guestionnaires were designed so that responses could be coded and :
electronically processed.

A complete set of the results of questionnaires QI, QIr and Q1 were
printed for each of the following sub-groups* of respondents:

Males

Females

White (English)
White (Afrikaans)
8lack

Brown

in addition, a computer printout of QI and QIT was obtained for the
consultation group members only.**

The computer programme utilized was the Statistical Package for the Social
Sciences; and results were printed in the form of descriptive statistics. il

Tests of significance have not been utilized in the present study as they
are deemed pretentious in their automatic application in social veseavch.
Merton et al. explain that their usage and value lies in studying the
probable correctness or incorrectness of single isolated statements and

not for loosely inter-related hypotheses which must be looked at in combina-
tion. Researchers should strive instead to effect internal consistency in
their results, and to produce results that can be consistently replicated
(195, pp.301-305).

5.6.1.2 Questionnaire to Members of the Consultation Group

5.6.1.2.1 Construction

The researcher based her consultation groups on the approach of Emmanue) Tropp
{317; 318, 318). Tropp identifies four gains that can be derived from a
group experience, viz. reality-orientation, release, cupport and self-
reappraisal (318). It was hence appropriate that these gains should be

* See p.70
** QI and GIT of the member who left the group after the tenth session
ware included in the computation &)
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reflected in the questionnaire to ensure validity.

Section A of the questionnaire* measured members® expectations for each

session, f.e. - what they expected to gain from the session; and Section
B their assessment of the session, i.e. what they did in fact gain or not
gain, The four categeries of gains apply to the questionnaire as follows:

Reality-orientation: A 1, 4, 8

B 1, 2, 7, 8, 9, 10, {7, 18
Release: A2, 3

B 3, 4, 5, 6
Support A 6, 7

813, 14, 15, 16
Self-reappraisal: A 5, 9

811, 12, 19, 20, 2t

6.6.1.2.2 Pre-test

The guestionnaire was pretested on a group of nine professional social
workers after a staff group which had the function of in-service training
with a focus on w.rk with clients, The rendering and receiving of support
and the development of self-awareness were also Seen as proximate functions
of this group.

The response to the researcher's questionnaire was positive, and no
alterations were deemed necessary,

£.6.1.2.3 Administration

The questionnaire was administered after every one of the twenty group
sessions and was completed by members before leawing the group.

6.6.1.2.4 Processing and Analysis of Data

The researcher coded the questionnaires manually and obtained results in
the form of descriptive statistics.

*  See Appendix M ~ blue paper
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5.6.2  MECHANICAL AIDS

) gach of the twenty group sessions was tape recorded, and verbatim records
transcribed by the researcher.

Content analyses were made of all twenty records; as well as a summary
of each session.

Thomas, with reference to single case experimental work, comments on and
sanctions a heavy reliance on visual inspection of yesults. The main
criteria of change is whether or not a practical and useful difference

has vesulted from the intervention, based on inspection of the data, with-
out statistical tests (303, p.279). In an attempt to heighten the accuracy
and width of perception of the results pertaining to the group, both
quantitative and qualitative results were obtained. These were based cn
the guestionnaires, the content analyses of the records, and the summaries.

i
i

5.7 SUMMARY

The figure on page 69 aims to provide an holistic overview of the main
study samples.

~ <
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CHAPTER SIX

MEMBERS OF THE STUDY SAMPLES :

PRESENTATION AND DISCUSSION
OF QUESTIONNAIRE FINDINGS

6.1 INTRGDUCTION

Pluralism characterizes the population structure of South Africa. Popula-
tion groupings, language distinctions, and many associated religious and
cultural differentiations intersect the society into a web of complexity.

The research results which follow, will, where appropriate. be analysed

against the framework of:

a) Population groupings, as this particular feature of the society is a
major determinant of Jife patterns such as education and work opportun-
ities and experiences. The groups that will be distinguished are White,
Black (consisting of all the African graduates), and Brown (comprised
of the Coloured and Asiatic groups);

b

Eny)ish and Afrikeans languages, as pertaining to the White respondents,
since these two groups also have different values, cultures and
traditions.

To facilitate writing, the population groups will be regarded as four
in number viz:

1 White (English)
11) White (Afrikaans)
111} Black

W) Brown

Sex differences will he tabulated. As can be seen from Tables I, II and
I11, the males form a smalt sub-class of the study samples - the ratio
to females being approximately 4:8 on average over the July and December
samples. In an attempt not to complicate data even further (already
having a population group and language breakdown), sex differences

:& )::L‘géb
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CHAPTER  SIX

MEMBERS OF THE STUDY SAMPLES :

PRESENTATION AND DISCUSSION
OF OVESTIONNAIRE FINDINGS

6.1 INTRODUCTION

Pluralism characterizes the population structure of South Africa. Popula-
tion groupings, language distinctions, and many associated retigious and
cultural differentiations intersect the society into a web of complexity.

The research resulis which follow, will, where appropriate, be anaiysed

agafnst the framework of:

a} Population groupings, as this particular feature of the society is a
major determinant of 1ife patterns such as education and work opportun-
ities and experiences, The groups that will be distinguished are White,
Black (consisting of a}} the African graduates), and Brown (comprised
of the Coloured and Asiatic groups}i
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English and Afrikasns lanquages. as pertaining to the White respondents,
since these twe groups alsn have different values, cultures and
traditions.

To facilitate writing, the population groups will be regarded as four
in number viz:

i ) unite (English)

1) White {Afrikaans)

iif} Black

iv ) Brown
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Sex differences will be tabulated. As can be seen from Tables I, II and
ITI, the males form a small sub-class of the study samples - the ratio
to females being approximately 1:8 on average over the July and December
samples. In an attempt not to complicate data even further {al. ady
having a papulation group and language breakdown)) sex differences
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will only be presented as such, and not cross-tabulated with popula-
tion groups.*

As all** tables are structured in terms of population group and sex, this
fact will not be commented upon in table headings to further simpjify
reading. Figures that depict a sample refer only to the total sample and
do nct differentiate population group and sex.

Since the study deals with crude data, in the computing of percentages,

all figures are worked to the nearest whole number. Where discrepancies
arise between arithmetical summations end electronic calculations, the
latter takes precedence. This means, for example, when sub-totals are
converted to percentages, the percentage aquivalent may be one unit greater
or lesser than the sum of the measurements constituting the sub-total.

Results obtained from two questionnaires administered approximately six
months and then a year after the new graduate h.d qualified, will be
presented in the following sequence with discussion interspersed:

SECTION A

Demographic data on respondents as they constitute the total sample of
new social work graduates.

SECTION B |

Data pertaining to respondents who had never practised in remunerated
social work during 1976.

SECTION €

Data pertaining to respondents who had practised in remunerated social
work employment by July/August 1976%%* - {,e, approximately six months

* Tables 1 {p.73), II and IXI (p.74) are the only cross-tabulation of
sex, and population groups

il Tables XVI (p.126) and XVII (p.129) refer to the total sample only

**%  See pp.64-65 and p.6Y
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after qualifying. The first social work job presumed to have commenced
six months earlier, was taken as a reference point for much data collection
and jnterpretation.

Data was also obtained a year after qualification i.e. approximately
December 1976, where the present social work job was examined after respond-
ents were presumed to have been in the field for a year. Fur 86 per cent
of this December sample, the present job was also the first Job.

SECTION D

Selected data »ertaining to members who participated in the consultation
yroup, in order to test the hypothesis that a relationship exists between
participation in group consultation sessions and the duration of practice
as a social worker within a year following upon qualifying.

In the main, discussion will focus on the tatal group, bui where differ-
ences in the population groups or between the sexes are fifteen per cent
or more, these will be commented on. However, owing to the small size of
the Brown group (see Tables II and III, page 74), comparison is inhibited
and this group will therefore receive minima) attention.

The number of respondents who had entered social werk employment, for
example, corresponds to this fifteen per cent as follows:

White (English) = 6 respondents at July and December
White (Afrikaans) = 14 respondents at July and 12 at December

Black = 2 respondents at July and December
Brown = { respondent at July and December
Male = 2 respondents at vuly and December
Female = 20 respondents at July and 19 at December

In 3ections A, B and C, discussion will first be on the group as a whole,
and then move to a comment on population group differences and finally
sex differences.

B
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6A SECTIGN A

DEMOGRAPHIC DATA ON THE SAMPLE OF NEW SOCIAL WORK
GRADUATES

6A.1 POPULATION AND STUDY SAMPLES

The study samples at July and December 1976, as representative of the
population of new social worl graduates, appears in Table I below followed
by an explication of those who had and who had never practised (Tables II
and I11).

TABLE § ; SAMPLES OF THE STUDY AS REPRESENTATIVE OF THE POPULATION

Popuiation of sodlel warker Study semple at July 1978 | Suscy somple ot Decomber

who qualifiod at the and of as reprosentativa of the 1975 85 ropresentstive of the
1976 popuation populstion
POPULATION GROUP
metos | femates | totat rales | famaos | total males | fometes | total
BRI IR IR TR I
i gt
WHITE {ENGLISH) cafozfefiafaa] 20 oz laafanf aap sr (ot Qoo| s a7 [a2] 40 |66

wHITE (aFRIKAANS) B 28 | 06 | 215 | 62 J241] 68 §10 {50 110 66 122 {55 §13 [ 10 fro1 47 fataf a7

BLACK 20t osfs2 127217 fos fao|13] 26] 21 {20 §oo | aof 1o fes 2t |2
BROWN o4f o1 16 fo4 2o} o5 for 125 ) oo 68y 10 {50 Noi [ f o7 [4a] o8 [a0
TOTAL 58| 4|3 | 88 117§ 100 f24 {41 [100] 5a)21a |51 29 | 41 J16g faz fre2 | 48

Details of work experiences approximately six months and then a year after
qualification were known for 214 and 192 new sccial workers which is 51
per cent and 46 per cent of the population respectively.

From the figures reflected in Table 1 it can be calculated that of the tota
sampie the White group constitutes 86 per cent at July and 85 per cent at
December, and that the White {Afrikaans) group alone is mere than fifty per
cent of the total sample. The Black group at July and December respectively
romprised ten per cent and eleven per cent; and at these same dates the
Brown group was five per cent and four per cent respectively., The July
percentage of males:females was eleven per cent:89 per cent: and at
Dacember it was thirteen per cent:88 per cent.

i
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TABLE Il : SAMPLES OF rHE STUDY AY JULY 1976 b
‘Saimple Who had practisett by [§ Sample wha ha' 1w Dractised Total sampla at July 1876
iy 1976 by July 1975
POPULATION GROUP
males | taroaies | ot f rates Jroruates | worat | rmales | remates | votat
Y EREI O EY DIEN A R K Nﬂu% H
5 whITs (eNGLisH) o2 Jor a7 [25 a0 f2e § -1 - Yua e fazf sm o2 forfaefas]en [ h
whie (arrikaansid o7+ fos | ez (65 keorfuo Joa] oo f37 (o6 fasf es | 1s [osbira| msfiza fer |
BLACK o6 |oa | 10"|a7 | 6" f10 fo3} o5 fos o5 Foaf oo Nos [maf 15| 06f2r {10 s
i aRowN « | ~4os Josdos foagorf o2 fos |osfos| oo ot ook o |oaft0]es i
o ToTAL 14* oo 12" 1 Jran*hioo §r0) 16 J66 § 85 Jae| 1ea za { 111190 ] 60 ] 214 Jrco

* “Two graduates, s Whita {7 *Mkasne] malo and 5 Blick famale
comemenced sociol Work smploymisnt aftor July 1978, and
tholr pertulars concerning work huve Bereatsar buon coded

u .

therofare alrers at follows <

from 07 to 08 Wnite (Afrikaans] males : Tow) 90

Fom 10 to 13 Black femates : Towl 18
trom 14 10 15 malot + Totsl 16
fram 134 1o 135 famales + Towi 138

Retpontients sats! 150

TABLE (0 : SAMPLES OF THE STUDY AT DEQEMBER 1976

‘Samplo gt Dtcombur 1975 §  Sampio at Dacumber 1676+ § Tora!sampl ot Decsmbsr 1976
) practie

POPULATION GROUP
mwies | famoios | toai  § les | fomoles | toiel @ males 1 fomas | toat

A R EN DNEE BRSNS T

WHITE (ENGLISH) o2 {or a7 Ja7 o Jasf~[ - Jro [ 1o frof 1ofozfoi]|ar|2afanice

whiTe (arpicaanst 3§ o8 |os | 72 |6z |80 |sa fos| oo |29 {s6 Jaet sa 13 [ o7 f10r) 63 fi14 |66

BLACK o5 foaf11 Los {15 (12§03} on Joz | oa yos| caBas |osfua|az] . f11
« §~ ot fosloa josgorf oz foa |06 Jos| cfor | 01§07 0a o8 fos
TOTAL 16 {11 124 {80 120 hooBoa| 17 | a4 | 8 fua] voof2a | 13 teaf | 182 100

Questionnaires at July and December could not be matched for ten per cent
of the sample. Of these 22 persons who were lost to the study after July,
all were female: two - White (English), eighteen - White {Afrikaans) and
two - Brown,
4]
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Of this group, thirteen had never practised by July and nine had done so.

6A.2 BIOGRAPHICAL PARTICULARS

6A.2,1 Qualifications and Length of Study

For 82 per cent of the sampie, the minimum length of study for their social
work qualification was three years. Furthermore, this applied to ninety
per cent of the White (Afrikaans) graduates, ail the Black respondents and
all the males.

The majority of respondents {61 per cent) held a Bachelor of Arts (Social
Work) degree, and 83 per cent held a degree as opposed to a diploma. Two

Black respondents (13 per cent) held a dipjoma.

6A.2.2  Age and Sex

TABLE_ (V : AGE AND SEX OF RESPONDENTS

AGE IN YEARS

POPULATION GROUP

20 20,6 21 41,68 22 - 22,84

n{ 24— 24,9' 26— 25,1 28— 260} 27 51us
%

[REN LS DS KR D noJ% En (% HN %

N
WHITE (ENGLISH) 1t fos |17 (o8 15 f o7 fos oz ko )~ de} ~ - 1 Joa Jor B [2a
warte (arRikaans) B 27 |13 173 30 {20 joo fos Loo for Joo for [ oo oo tot oo fo2 Qw2 | e
BLAGK « | - Jo2 {01 fos [0z Jos fo2 Joz |0 Jos| 02 fo2 jor Joz for Bz |10

BROWN o [oo fou |0t oz (@ Joz jar fo p- f-| - f~ |- foz ot B0 ]os

suB-ToTALMALES § o2 (01 Joo foz for {oo for Jor for Joo foa [ 02 foz lot fos o2 Bas | 11

sup-ToraL femates § a7 £17 [0 142 ko {10 {13 jor joz |o1 forf oo oo foo for foo feo| ae

TOTAL 3 {12 fos f4q fas {10 T1s Jor Jos [ot Jos| ez Joa [0z [iz [os [F214 [ 100

Frow Table IV it can be calculated that the bulk of respendents (134 or
63 per cent) were aged below 22 years. This is due to the preponderence
of Whites in the sample, since Whites tend to complete their tertiary
education at a younger age than other groups. The median age of the
White respondents was 21-21,9 years, while the median ages for Black and

Lo,
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Brown respondents were 24-24,9 years and 22-22,9 years respectively.
Females were considerably younger than wales, the median age of the
females being 21-21,9 years compared with the males at 24-25,9 years.
This Tatter finding may be due to proportionately more males attempting
other careers befere choosing to study social work.

Overall, the comparative youth and consequent general 1ife inexperience

of respondents means that employing agencies can not assume that these
young people have had time to work out the normal problems of young adulti-
hood. They may be uncertain of their career choice and questioning of
their own values and those of the profession, at the same time as attempt-
ing to adjust to employment {157, p.71). In-service training and super-
vision are essentfal to helping the neophyte to develop and integrate the
intetlectual and emotional sides of the self.

The predominance of females in the sample also has implications for
respondents® work patterns, as the working careers of females tend to be
intermittent, with family and child-rearing demands taking precedence.

6A.2.3 Marita) Status

At the start of their working careers, 181 new graduates (85 per cent)
were single and 32 (15 per cent) married. By June a further nine (4 per
cent) had married. At December the percentage of single to married re~
spondents was 78:22, and one respondent had divorced.

Change in marital status was largely within the White group. Whilst no
differences in marital status existed between the population groups at
January ner June, by December 76 per cent of the Whites were still single
compared with 95 per cent of the 8lacks. No differences in marital status
occurred between the male and femaie groups.

6A.2.4  Respondents as Parents

Of the 214 respondents, seven (3 per cent) were parents at January 1976 and
six (3 per cent) at June 1976. Eight {4 per cent) of the group of 192
respondents had at least ome child at December 1976.




68 SECTION B

QATA PERTAINING TO RESPONDENTS WHO HAD NEVER PRACTISED
IN REMUNERATED SOCIAL WORK EMPLOYMENT DURINE 1976

68.1 SAMPLE

Table II (page 74} shows that six months after qualifying as social
workers 66 graduates had never practised their profession, which is 31
per cent of the total sample. After a year (Table III, page 74) this
figure was 53 (28 per cent), with the circumstances of eleven persons
(a1l female) unknown,

At July and December, 83 per cent of these graduates who had never
practised were White; and at both these dates the Black and Brown groups
comprised nine per cent and eight per cent respactively. These figures
differ only very slightly from those of the obtained sample as do the
percentages for the saxes. At July the male:female percentages were
fifteen:86; and at Decembar they were seventeen per cent:83 per cent

Regarding graduates who had never entered social work practice, there was
Tess than fifteen per cent difference between the sexes. In July, the
group of respondents who had never practised comprised ten males which is
42 per cent of all males, and 56 females (29 per cent), and both sexes
contributed one member to the social work work force after duly.

68.2 BIDGRAPHICAL PARTICULARS

3 68.2.1 Qualifications and Length of Study

As in the total samplie, the majority (95 per cent) of the respondents in
this sub-sample held a social work degree, obtainable within the minimum
period of three years for 94 per cent of the respondents. Only five per
cent of this sub-sample held a diploma, compared with seventeen per cent
of the obtained sample.
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68.2.2  Age and Sex

The age of this sub-sample follows a similar pattern to that of the
obtained sample with 64 per cent aged below 2Z years. Whites were
ounger than Blacks and females younger than males.

6B.2.3 Marital Status

At January, 32 per cent of respondents were single and at December 77 per
cent. These figures are similar to those of the obtained sampie. Unlike
in the obtained sample where no difference existed between population
groups at January, in this sample 84 per cent of the Whites at January and
eighty per cent at December were single compared with one hundred per cent
of the Blacks at both dates,

Herberg explains that when marriage precedes education domestic function-
are arranged to permit absences from the home and usually husbands are
permissive and encouraging about their wives working, whereas the effect
on career aspirations can not be predicted for women who marry after
leaving university (123, p.19).

The date when marriage coincided with training for the present sample is
not known and could have preceded qualification by a “tolerable" few
months, or taken place immediat2ly afterwards. Even in noting Herberg's
explanation with reservations, the facts are that at most, a difference
of four per cent existed between the married graduates who had never
practised and the obtained sample, and the sample who had commenced
practice.*

6B.2.4 FRespondents as Parents

Of the seven respondents in the obtained sample who were parents at
January, four (§7 per cent) were from this sub-sample of graduates who had
never practised. This sub-sample also comprised three of the eight parents
at December which is 38 per cent. Hence, no marked differences exist
between this and the obtained group or the group that had practised.¥*

* See p.82
¥ See p.82

&g




68.3 REASONS FOR HAVING NEVER PRACTISED

Graduates offered the same reasons at July and December for having never
practised, and Table V is compiled from the larger {July) sample.

TABLE V : RESPONDENTS WHO HAD NEVER PRACTISED IN SOCIAL WORK EMPLCYMENT :
THEIR REASONS

POPULATION GROUP Sub-total | Subtotall
REASONS FOR HAVING e i ‘Block 0 Brown  §§ males Tomales [f TOTAL
NEVER PRACTISED (Engiist) §iAtrikaens)
G nje Inladndgl) vlg Il gll vie

Baby / child / ehildren to care for o1 [os Joi o2 Jor |17 o120 = | =~ joa| o7 o4 o8
Fuit-time housewifs ozfirfortoa - - fot{2 ~| - fod{ o7 o04{0a
Pregnent 01 fog foa | o7 Jot |17 |- ~ ~ | = o5 { 08 05 { 08
Undlargalng military trefring =i~3~-t-1-{-1-1-K-1-1~-1{-f§-1-
Could not obtzin & satisfactory post 03 [25 o8 |19 fJoi | 67 f01 20 3|30 fnaf2 16| 24
‘Entered smployment out of sochi work [l 06 |42 [13 J a0 Jorj 17 Jot f20|foaf 30 fa7 | a0 R
Continuod swdying 03 [75 f20 &2 [03) &0 Jos (ro0f) 0B ar{ es 48| 0
Travatling { on vacetion -1 -q-§1-3-3- =1 = lo2]04 o203
TOTAL RESPONSES 23 182 fea |128 §10 f167 {00 [1603) 16 160 B2 {145 )} 87 [147
N OF AESPONDENTS * 2 4 08 o8 10 B8 (-]

* rofative tcequenciss calcuited

The most oft-given reason (given by 70 per cent of respondents) for having
hever practised was that respondents had continued studying. This holds
for the White (English}, White (Afrikaans) and Brown groups, and rates
second for the Blacks next to being unable to obtain a satisfactory post.
Salaries are commensurate with the number of years of social work study,
and salaries can therefore be improved with additional study.

Although 42 per cent of the 24 males ir the study were not in practice,
ninety per cent of these males had continued their studies and could well
commence social work practice at a later stage,

Of the whole group, 24 per cent gave as a reason for having not entered
social work employment, their being unable to obtain a post to their tiking:
and thirty per cent were more cemented in their withdrawal from the pro-~
fession by their having obtained employment outside of social work.

whilst 67 per cent of the Black group could not obtain a satisfactory post,
only 17 per cent entered emplayment out of social work compared with 33 per
cent of the combined grovp of Whites, and thirty per cent of the males and
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females. With the Black group being restricted in geographical mobiTity,
it is possible that this affected their oblaining both a satisfactory
social work job and satisfactory employment outside of the profession.
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6C  SECTION _C
DATA PERTAINING TO RESPONDENTS WHO HAD PRACTISED IN
REMUNERATED SOCIAL WORK [MPLOYMENT DURING 1976

6C.1 SAMPLE

Biographical details are compiled from a group of 148 respondents, and
information that is work related is based on the responses of 1560 new
graduates who had all commenced socia] work employment by August 1976;%
and also on the responses of 139 of these same graduates who replied to
the December guestionnaire.

The composition of this sub-sample is retlected in Tables IT and III
{page 74) where it can be noted that the White population group comprised
86 per cent of hoth the July and December samples and the ratio of White
{English} to White (Afrikaans) is approximately 1:2. The Blacks con-
stitute ten per cent at July and twelve per cent at December, and at both
dates, the Brown group forms three per cent of the sample.

At July and December, the percentage of males is nine per cent and eleven
per cent respectively; and for the females it is 91 per cent and 89 per
cent respectively.

Overall, this sub-sample mirrors both the total sample and the group that
had never entered social work employment

6C.2 BIOGRAPHICAL PARTICULARS

6C.2.1 Qualifications and Length of Study

In this sub-sample, 76 per cent held a three year qualification compared
to 94 per cent of the group that had never practised. A difference also
occurs in the type of qualification held as 23 par cent of this group held
a diploma as did five per cent in the group that had never practised.

*  See p.74
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i These findings suggest that holders of four-year degrees (i.e. degrees of
honours status) arve more 1ikely to enter practice than to engage in further
study. Social work diplomates (whose avenues to further study are largely
blocked by the lack of an academically acceptable matriculation) also

appear more likely to enter practice immediately on obtaining theiy diplomas.

6C.2.2 Age and Sex

The median age range intc which 63 per cent of the group fell was 21-21,9
years. This was also the median age range for Whites and females, For
Blacks and Browns, the median was 23-23,9 years and 22-22,% years respect-
ively, while for males it was 25-25,% years. Tiis pattern of age is
similar to that of the total sample.

6C.2.3 Marital Status

The marital status of this group of graduates who had practised mirrors
that of the total sample with virtually identical figures.

6C.2.4 Respondents as Parents

The total sample of respondents who were parents was small (4 per cent)
and they were evenly distributed amongst the three sub-samples.

6C.3 SOCIAL WORK EMPLOYMENT DESCRIBED IN NATURE

6C.3.1 - Employment Commenced and Terminated

From the figures reflected in Table VI (page 83}, it can be calculated
that by March, 140 respondents (93 per cent) had attained employment in
social work. In the Black sub-group this applied to 75 per cent, whereas
in all the ather groups over ninaty per cent of respondents were in
empioyment., Over the span of the year che largest turnover of jobs
oceurred before August and 150 social workers held 168 social work jobs
in the period between qualifying at the end of 1975 and August 1976.
Extending the calendar to October 197€,* 171 social work posts were held

*  The questionnaires showed that no jobs were commenced or terminated
after October
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Whilst the turnover rate was similar for all population groups in the
present study, it differed for the sexes. Thirty-three per cent of the
males compared with eighteen per cent of the females terminated their
first social work jobs. However eighty per cent of the males were re-
employed in a second social work job compared with €3 per cent of the
female resignees.

Of the 29 social workers (19 per cent} who terminated their first social
work jobs, nineteen or 66 per cent sought a second. Three terminated their
next jobs and two began in a social work post for the “hird time. Eleven
persons (of whom only one was a male) were thus known o have been lost to
the social work profession which is seven per cent of the sample.

Whilst the subsequent occupations of all eleven graduates is not known,
five secretarial posts were recorded, two ¢lerica) and one as a research
assistant (pot in social work). It is possible that the remaining three
were not working at all.

Tollen who conducted a study on the turnover of 1 700 North American socia
workers between 1957 and 1958, found that 46 per cent of those resigning
turned over within the profession, ten per cent obtained employment out-
side and the other 44 per cent (of whom the majority were women) were not
re-employed. He also found that the majority of resignees later desired
to return to the field (307, p.14).

This figure of eleven new graduates (5 per cent of the total study sample}
who did not resume another social work job after termination, in conjunc~
tion with the 53 graduates who had never practised (25 per cent of July
total sample and 28 per cent of December total sample), constitutes a
minimum or known manpower wastage of 30 per cent.

Considering Table VIII {page 87) at least two graduates {1 per cent) were
practising out of South Africa, which further escalates the loss to 31

per cent. This is a known sixteen per cent of the population who quaiified
at the end of 1975. These figures should be regarded as conservative for
generalizations after 1976, as since the June 1976 riots the exodus from
South Africa, for Whites in particular, has been proncunced.

In comparing these results with a study undertaken by Radin in the United
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States of America, the wastage is extremely high. Radin's sample con-
sisted of 730 graduates who were out of university for between one to
four years and 91 per cent were working full- or part-time in social work;
2,4 per cent were employed out of social work: and 6,6 per cent were un-
employed (245, p.104).

6C.3.2  Contract of Employment

The mode of employment contract is permanent as opposed to Iocum tenens
posts. Whilst nine persons did not respend to this item, nineteen grad-
vates (13 per cent) were shown to hold Jucum tenens positions in their
first social work jobs. Eighty-nine per cent of these posts were held by
seventeen White respondents, and eleven per cent by two Black respondents.
A1l but one of the respcndents were female.

Three or sixteen per cent of the respondents who had second social work
posts had Jocum tenens posts. Both the graduates who commenced their
third jobs were employed on a permanent basis.

In toto then, thirteen per cent of all the jobs held were on a locum tenens
contract.

6C.3.3 Terms of Employment and Salaries

6C.3.3.1 Full-time Empioyment

Caleulated from Table VII on page 86, the median monthly salary scale for
the whole group in their first social work jobs was R250-783; and
R300-345 for second jobs.

Whilst the median salary earned by Whites was R300-349, Brown graduates
received R250-299 and Blacks R150-199. These large discrepancies in
salary are characteristic of the political structure of the country

which influences salary structures. There was no difference in the
salaries of the males and females at this early stage of their profession-
al careers.
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TABLE VH : SALARIES FOR FULL-TIME SOGIAL WORK EMPLOYMENT

GAOSS SALARY IN RANDS PEl MONTH

eoputaTioN GhRour oo M go.. 0 sl m‘.m
N

N ICHE] KX ER BN KRS DS KK KIS

wHTeEnGLE B @ 1 —| - | - o 11} fie fa foa] 2 for [os = Eae
socond | - — |~ oz {so oz jm]- |- R oe |10
wee §-]-1-1-]- ol |- -] -1-f-1-{-]-[-Qo =
whiverarricansl B B of of o[- do wfasfas |ar oo} w0 |~ |- Jor o1 Jor [osfae |io0
woons § - - o o e f-t-]-|-}- ~ |- |mo
auack wa Bor| oo o fzfoofor for [~ - |- t-]-{~]-|-]-{-]-]-Fmsim
wond § < | === o feode (- -{-]-4~]-t--1-0-1-1-|-§esjue
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seand & <1 o for — fos |20 for |o0 Joo | 14 -
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6C.3.3.2 Part-time Employment

In their first social work jobs, four respondents (3 per cent) were
employed part-time, Their population groups, sex and manthly salary were
as follows:

One -~ White {English) female - R 100-149
One - White (English} male - R 200-249
One - Hhite (Afrikaans) female ~ R 200-249
One - Black female - R 50-89

0f a1l second social work jobs, one (5 per cent) was a part-time post,
occupied by a White (Afrikaans) female who earned R 100-143 per month.

Three per cent of all posts held were hence part-time.




87.
6C.3.4  Geographical Base of Employment
TABLE VIl : GEOGRAPHICAL LOCATION QF SOCIAL WORK JOBS
GEOGRAPHICAL AREA WHERE BASED

SOPULATION GROUP § Job Cope Natel | Oronga § Transvasl § Soutn | Other  § No TOTAL

Number Frae Wast response.

state Abley
e =3

NN TR Nl SN (B in]Bhin|BEn %
WHITE (ENGLISH) e Morlw|orfe| -] ~l22{66] -] ~fo2 o0sfo1| oafgas} 00
wond [l | ] ~f o] ~Joauwod - -f -] - ~| -Roa] 00
third wlwl = = =] «f =] «f | =~ ~| =)ot [1008:4] 100
WHITE (AFRIKAANS) first 3130 g0d [0aJO7) 08 E41 {8 fo3 | 03| ~ -] o1 cileo} 100
second |§ 05 | 55 fo1 [oo ] <] wfoajw ]| ~f | 02| 18§ 1|10
BLACK flest 04 |26 Jo3 {19 Jo2¢ 13 (05|31 =1~ - | -109%2| 13§ 16} 100
wond f 01 | @ for faal ~f wlosjam] -] -f |~ -] <§o3f100
BROWN fiest o |ofoa{sod - -] ~| -F§ -] ~) -] ~]or| 20§ osf100
swoond B - ~forjoel -~ -] - ~] ~BO1} 100
third wl o] el oo}~ -} =] =]~ ~HoO1| 100
SUB-TOTAL MALES first o4 $27 Jos faz Jorjor o4 j27 - | ~F - |~ Jo1 fo7g15] 00
wcond M O1 F25 |0t f25 § —| —JO1 |28 | - ~F ~ [~ JO1}25004] 100
SUB~TOTAL FEMALES B Zirst 42 fa1 §12 |op Jo8 | o8 84 (47 o3 fo2 foz [o1r |04 [ 03/1I5] 100
swor o Bog [ao for jor § —| ~Jorfar f] - F ]~ [or[o7@i5] 100
I ) -] ~fot |eg f~] ~] ~1-Jor]c0f02}10¢
TOTAL Tirst 46 [a1 [17 {11 Joo [ 06 |68 )46 fo3 {02 J o2 fo1 fo6 | 03501100
tecand o7 |37 Joz fst - - Jos{a2 -1 ~| ~f~%02[11}Q1e]t00
thirgd ~f~f ey~ ~for 60§ =] - « |~ 01| GO002]100

With 68 new graduates (45 per cent) taking their first jobs in the Transvaal,
this prov:nce hosts almost as many graduates as the or er three provinces
coliectively 1.6, 48 per cent. Furthermure, only one of the four English
universities is in the Trans.sal, yet the majority (56 per cent) of English
speaking graduates commenced social work employment in this area.

For the other population group. the geographical area of employment largely
coincides with the geographicel distribution of the universities serving
the groups.

One-third of the male graduates had obtained employment in Natal, and almost
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half the females were working in the Transvaal.

Decails are not known regarding the nature and size of geographical bases,
but Kristenson in North America says that as most graduates had cheir
field practice as students in urban centres, they are prone to gravitate
to metropolitan areas for employment. This affects practice as there is
a tendency to change jobs, with status-consciousness being rife and there
are Timited workers available for less metropolitan areas (157, p.70).

6C.3.56 Fields of Practice

TABLE IX : FIELDS OF SOCIAL WORK EMPLOYMENT
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Table IX shows that most (85 per cent) social workers are absorbed into
the field of child and family welfare in their first social work jobs,
and in tneir second jobs (B8 per cent); and the statutory field {s the
second Targest attraction. McKendrick alse found that {nexperienced
social workers tended to work in the child and family welfare, and stat-
utory fields (186, pp.218-220). The above pattern applies consistenily
for the different population groups and hoth sexes.
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Kristensen links the attraction for the child and family welfare field
with the relative youth of the new graduate. Workers' interest in
children stems from a number of reasons such as ease in communication,
potential for serving as an ego-ideal to a chiid, patience and physical
endurance. At the same time child welfare work reactivates unconscious
childhood conflicts (335, p.97) as well as those relevant te their
present circumstances such as emancipation from parents and identity
establishment (157, p.70}, which need to be worked through in supervision.

Schmidt nominates the use of authority and its integration into the
professional self as a great source of anxiety and stress for the new
graduate in a child welfare setting. She believes that he will only be
able to meet the pressures and responsibilities of his job in an atmos-
phere where supervisors are concerned with his development, and in part-
icular the development of two qualities: competence and conviction
{272, p.130).

However, this attitude anc the type of professional growth-producing
supervision advocated by writers such as Babcock* and Schour** does not
seem to meet with support from all agencies. In a trenchant article
Baxter writes that the ¢nild welfare agency's responsibility is tu ensure
"adequate orientation, to teach its own policies and practices, and to
provide for the cuntinuing development of all staff* (17, p.79). She
feels ‘5 1s unre.listic to expect agencies to build the “bridge between
education und prausice as now seems to be necessary’ (17, p.79}). The
expectations whic', agencies hold are that a graduate commences work having
left behind adolescent needs and behaviour; that he is clear that he is
not a perpetual student but an empToyed worker and helping person whose
responsibility towards the agency lies ahead of the agency's responsibility
to him {17, p.77),

*  Sea pp,50-51
**  See p.96




6C.4 CHOOSING SOCIAL WORK EMPLOYMENT

8C.4.9  Job of Choice

TABLE X : RESPONDENTS JobS SEING QF THEIR CHOICE OR NOT
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The majority of respondenis were in work positions of their choice in
their first and present jobs (85 per cent and 76 per cent respectively).
In respect of their first jobs, White (Afrikaans) respondents were most
Tikely to have jobs of their choice {94 per cent) whiie Black respondents
were least 1ikely {50 per cent) perhaps because Black persons in South
Africa are restricted in geographical mobiTity which curtails their job
choice.

6C.4.2  Field of Choice

Of the 22 graduates who in their first jobs were not in the field of
their choice, and of the twenty graduates to whom this applied in their
presant jobs, seven (37 per cent) of the former and seven {35 per cent)
of the latter would rather have worked in the field of child and family
welfara.

ml/"@ "




Previously* it was determined that the child and family welfare field
is the largest employment area for new graduates. It alse appears it is
the most popular fieid,

Interestingly, the statutory field which is the second Targest absorber
of new graduates was not nominated as a preference.

6C.4.3  Factors Influencing Job Acceptance

Parsons and Wigtil recogsise that in our society a person may hold a
succession of jobs during a working 1ifetime, and they postuiate occupa-~
tional mobility as having sociological as well as psychological dimensions.
The former reflects the changing economic structure and the latter the
occupatienal devetopment of an individual. They further believe that the
init{al job choice will be determined move by sociological variables

such as location, salary, service and working conditions, than by psycho-
logical variables. Any changes that occur after the finitial selection

will be more a product of psychological factors such as the nature of the
work and concomitant rewards {225, pp.321-330).

Table XI on page 92 reflects that a total of 1 263 responses were recorded
from 180 graduates with reference to their first jobs, and nineteen grad-
uates offered 179 reasons for accepting their present jobs.

Opportunity to gain broad general experience in their first social work
jobs was responded to by 72 por cent of the respondents. If one considers
the child and family welfare and the statutory fields as offering broad
general experience, the abuve fisure coincides with the jobs held by {14
respondents (76 per cent) in these fields.** This particular reason for
Job acceptance rated high across a1l the sub-groups in the table.

Although fiftesn respondents were in generalized practice in their second
Jjobs, only seven (47 per cent) chose this tield far the reason under dis-
cussion. Eight respondents chose their present jobs for the specialized
element of the work, yet Table IX {page 88) shows that less than this
number were practising in a recognized specialized setting.

*  See Table IX, p.88
% See p.88
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Previously* it was determined that the child and family welfare field
is the Targest employment area for new graduates. It also appears it is
the most popular field.

Interestingly, the statutory field which is the second Jargest absorber
of new graduates was not nominated as a preference.

6C.4.3 Factors Infiuencing Job Acceptance

Parsons and Wigtil recognise that in our society a persen may hold a
succassion of jobs during a working 1ifetime, and they postulate occupa~
tional mobility as having sociological as well as psychotogical dimensions.
The former reflects the changing economic structure and the latter the
occupational development of an individual. They further believe that the
initial job choice will be determined more by sociological variables

such as Jocation, salary, service and working conditions, than by psycho-
logical variables. Any changes that occur after the initial selection

will be more a product of psychological factors such as the nature of the
work and concomitant rewards (225, pp.321-330).

Table XI on page 92 reflects that a total of 1 263 responses were recorded
from 150 graduates with reference to their first jobs, and nineteen grad-
uates offered 179 reasons for accepting their present jobs.

Opportunity to gain broad general experience in their first social work
Jobs was responded to by 72 per cent of the respondents. If one considers
the child and family welfare and the statutory fields as offering broad
general experience, the above figure coincides with the jobs held by 114
respondents (76 per cent) in these fields.** This particular reason for
Job acceptance rated high across all the sub-groups in the table.

Although fifteen respondents were in generalized practice in their secand
Jobs, only seven {47 per cent) chose this field for the reason under dis-
cussion, Eight respondents chose their present jobs for the specialized
element of the work, yet Table IX (page 8bs shows that less than this
number were practising in a recognized specialized setting.

*  See Table IX, p.SR
** See p.B8




personal satisfaction; and opportunity for personal development - this
heing particularly high for jobs after the first., Weaver on the other
hand implies that in any jab, professionals seek interesting and meaning-
fu) work providing a sense of accomplishment {337) and McKendrick
consistently found that social workers, as a top priority sought interest
in a particular field that would afford personal satisfaction (186, p.308).

According to Meyer, having independent, innovative and nighly qualified
staff in the agency is often seen as a mixed blessing by the new graduate
expecting to encounter resistance and realizing induction by superiors to
be part of the system (197, p.485). High regard for the quality of work by
agency personnel was the second highest reason respondents gave in accept-
ing their present jobs and this was given by 47 per cent as opposed to
nineteen per cent in their first jobs. It seems as if with time and
experience this feature of the job became better appreciated.

In their first jobs White (English) graduates seem move sceptical of learn-
ing opportunities in the agency than do their Afrikaans counterparts.
Seventy~five per cent of tiir Afrikaans compared with three per cent of the
English graduates were influenced in job acceptance by their high regard
for the quality of work by agency personnel. Two riders apply o this
argument:

i Or-going in-service training provided (Afrikaans: 40 per cent - English:
10 per cent) and

i1 Supervision known to be of high quality (Afrikaans: 38 per cent -
English: 18 per cent)

More White {English) than White (Afrikaans) respondents accepted their first
Jobs for being the only post availabie {26 per cent and & per cent respect-
ively) and Table X (page 90) showed that 77 per cent of the Engiish com-
pared with 94 per cent of the Afrikaans graduates were in jobs of their
choice. This same situation applied on both varfables te 44 per cent of
the Blacks.

In almost half the items (48 per cent) Yisted in Table XI (page 92) a notable
difference arose between the responses of Black and White graduates for

their first job choices, and a definite trend emerged where in a1l but three
instancss differences between the population groups were caused by more
Whites than Blacks responding to an jtem. For example, interesting work

that gave promise of personal satisfaction attracted 63 per cent of the
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Whites and nineteen per cent of the Blacks; a satisfactory salary lured
43 per cent of the Whites and no Blacks; and the provision of on-going

in-service training influenced 43 per cent of the White and thirteen per
cent of the Black graduates to accept their jobs.

On the other hand, the three items where responses were weighted towards
the Blacks were “negative" reasons for accepting a position:

First post offered (Whites: B per cent - Blacks: 38 per cent)
Only post available (Whites: 16 per cent - Blacks: 44 per cent)

Conmitted to repay study bursary (Whites: 16 per cent - Blacks: 44
per caat)

These results indicate that Blacks, for reasons such as restricted
geographical mobility, were less self-determining in their job choice and
accepted a job because it was work, and not because of any attractive
features that could well serve to promote their job satisfactinn and
productivity.

For Brown gradu..as, the practicality of the agency's Tocation being con-
venient for travel was the most influential factor in their job choice.

Between the sexes some {nteresting differences e~.rged regarding first
Job choice. For 67 per cent of the males, opportunity for parsonal develop-

ment was influentia® « A with 49 per cent of the females. Sixty per
cent of the male re d fifteen per vent «f the females were
committed to repay . iries and this could account for fewer males being

in a Job of their choice as was shown to be the case in Table X {page 80).
Scope for promotion concerned forty per cent of the males and only seven
per cent of the females, but more females (46 per cent to 27 per cent
males) were interested in a specific field of social work.

Overall, the most influential factor in first job acceptance for the group
as a whole, the popalation groups, and both sexes was opportunity to gain
broad general experience. Otnar factors that met higher order needs such

as interesting work that gave promise of personal satisfaction, opportunity
For personal development and high regard for the quality of werk by agency
personnel {for present but not first job choice) emerged as strong determ-
inants {n job acceptance for the group as a whole. However, regarding the
smaller sub-groups, Black and Brown respondents were alse infiuenced by
practical considerations., Black graduates had bursary contracts to fulfi




and were restricted in choice by the number of posts available; and
Brown graduates were concerned about the agency iocation for travel
purposes,

Commitment to repay study bursaries on the part of the males was the
factor that caused the greatest difference between the sexes in accepiing
their first jobs.

As attitudes and responses o situations, as well as expectations are
coloyred by previous experiences, the influence of the university aduca-
tion as it affects the work situation will be incorporated under the sub-
section of “The Work Experience” which follows.

6C.5 THE WORK EXPERIENCE

Continuing on the theme of previous experience of an agency, and expect-
ations about work, Wasserman in the United States of america found that
new social work graduates whe had had no pubiic welfare experience as
undergraduates were disappointed in their work situatiens, disheartened
and overburdened largely owing to thwarted expectations. The new grad-
uates wio had worked in a public welfare organization previously aiso did
nat harbour realistic expectations initially and were consequently dis-
appointed in the work situation but they were not overwhelmed and were
able to adapt, and their capacity to cope in the past was useful in their
first jobs as professionals. The 56 per cent of vespondents in his study
who he found to be "utterly realistic” about conditions and circumstances
of work, also happened to be the most cynical (335, p.94).

In a study of new graduates in the commercial world, Dunnette et al. in
North America found discrapancies betwaen graduates' expectations of what
their jobs would be 1ike, and what they actually experienced. For grad-
uates who remained in their jobs and for those who terminated, the first
Job was found to bring disenchantment and severely frustrated theiv high
hopes and expectations of opportunities to use thefr abilities. The
authors suggest that supervisory cices were Influential here as often
Jobs are assigned that are so triv.al that they clearly undermine
capabiltties, or eise such specialized knowledge and skill are required
that failure is inevitable. Both strategies threaten self-esteem and
disenchantment arose with the failure to satisfy higher order need areas

%
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in which feelings of accomplishment are rooted, as well as perceiving the
work as interesting and that one has opportunity to use abilitfes and to
get ahead. Only salary levels came close to meeting expectations.

Members of their sampie who remained in their jabs reported that later
assignments of work more ciosely matched pre-employment expectations.

The authors suggest that people will stick with a job if they see it having
the potential to provide them with what they want (60).

6C.5.1  Supportive Facilities

Whilst social workers may derive support from a plethora of facilities,
formal supervision is the pivet around which professional training and
subsequent nurturing revolves.

Schour strongly believes that professional education does not prepare a
worker sufficiently for adequate functioning on the job, and proposes
that the first year of employr serves as a period of orientation and
integration. Sie sees it as tension of professional training and
considers it an internship cha.. .terized by real work responsibilities
but providing opportunity to bridge the gap between student rote and rale
of worker via high quality supervision. She acknowledges that the first
year's produntivity mey be lessened but feels the cost will be compensated
with the realization of the long-term goal of the development of pro-
fessionally competent workers {273, pp,428-425),

It is reasoned that agenties avoid investing in in-service training as
workers tend to leave the organization after a short perfod and the
training which 1s highly specific to the employing organization and there-
fore not easily transferable, is wasted (256, p.50].

The table which follows and discussion thereon examines the supports
received in the transition from student to worker, and Table XIIf on
page 101 reflects expectations and desires in this regard.
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The number of respondents in the White (English), Black and male groups
was the same for both first and present jobs, and yet more responses
were given in favour of the latter. This held for the Brown group too
where the number of respondents had decreased.

This consistent, if not augmented guantity of supports accumulated in
the present work situation may indicate:

an increase in supports given as the year proceeds; and/or

a wider network of support systems being established by the new
graduate with time; and/or

{ . better recognition and use of supportive facilities available to him

As final year students, respondents were recipients of much formal support
by way of supervision/consultation. A total was computed of all instances
of individual and group suparvision and consultation that were received
from university and agency sources and the relative percentages calculated.
i Supervision/consultation from universily personnel recejved a total of 237
retative per cent and from agency personnel 124 relative per cent.

More university than agency based supervision/cansultation applied to all
the sub-groups, Whereas a 35 per cent discrepancy existed between White
(English} respondents recaiving more university over agency supervision/
consuitation, the difference for the Blacks was 69 per cent and the White
(Afrikaans) 152 per cent, This suggests that White (Afrikaans) and Black
students {but to a lesser extent) are being trained for practice, not
essentially by practitioners in the field but by university staff who are
¥ often removed from practice realities.

Supervision/consultation from the agency elicited from graduates in their
first jobs a response of 200 relative per cent and 206 relative per cent

= in thetr present jobs which is less in both instances than what the
university experience provided to respondents as students. Hence with the
transition to work, support decreased and this was the case for all the
sub~groups with the males axperiencing the greatest drop in this type of
support. Perhaps this was a bid on thefr part and on the agencies' to
evoke autonomy in mates who tend to reject dependency.

Whilst agency based supervision/consultation increased between the first
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and present jobs for the group as a whole, and for White {(EngTish) and
Black respondents, it decreased for White (Afrikaans) respondents who
possibly sought autonomy earlier. Males and females received more super-
vision/consuitation in their present jobs, with the males having 59 per
cent more than the females at this Jater stage.

Towards the end of the first year of practice consultation uppeared to
surface more but no specific pattern could be established for the sub-
groups. Notwithstanding this, individual supervision still took pre-
cedence over the other forms of supervision/consultation in atl the sub-
groups over the three stages of respondents' careers, viz. as final year
students, in their first and in their presént Jobs.

The White (English) respondents who received group .ansultation independ-
ently negotiated at the time of their first jobs were all* members of
the researcher's consultation group, OFf the fifteen respondents who
indicated receipt of such consultation at the time of their present jobs,
fourteen were members of the research group.

The overall results thus far indicate that guastitatively more supports
were received after gradusting, and during the first year of practice
these remained constant or increased. Supervision and consultation - the
heralded teaching-iearning-supportive vehicles ~ were more forthcoming
during student training and decreased in the transition from student to
practitioner, Agency based supervision/consultation then inereased
between the first and present jobs. Apart from considering supportive
facilities quantitatively and qualitatively, combinations of specific
facilities may be operative in precarious balsnce ready to sway the work
expertence positively or otherwise,

Another major source of support for graduates praved to be fram other secial
workers both formally and informally, and in and out of the agency environ-
ment. Supportive communication and co-operation with colleagues was ex-
perienced by 76 per cent in their first jobs and 77 per cent in their
present jobs. Wasserman also found that new graduates relied on colleagues
for emotional support as well es consultaticn. especially when supervisars

*  The consultation group comprised fifieen members but one male did
not respond to the questionnaire
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were regarded as lacking in expertise (335, p.97). Spencer too writes of
the work group which serves not only as a source of support, but alse to
influence behaviour, with valuable potential to promote standards in
social work {291, p.6).

The Titerature (335, p.95; 256, p.131; 298, p.21; 280, p.74), paints a
dismal, non-professional picture of the working conditions social workers
are expected to endure, yet in the present study, in their first jobs 79
per cent of respondents and 76 per went in their present jobs experienced
appropriate favourable working conditions when these conditions are
measured quantitatively. For the Black group though, this appiied to only
38 per cent in their First jobs and fifty per cent in their present jobs.

In spite of fewer Blacks than Whites, and fewer males than females deriving
personal satisfaction from their jobs, a total of 113 graduates (75 per
cent) in their first jobs and 99 (71 per cent) in their present jobs were
experiencing personal satisfaction. This four per cent discrepancy can
possibly he accounted for in a pattern of job satisfaction as explicated

by Walton and Walz based on a study of new graduates who held an American
undergraduate social welfare degree. They found the period of greatest

Jjob satisfaction was in the First six months after employment, Thereafter
it dropped reaching the Jowest point between the first and second year.

In the instances of individuals remaining on the same job for more than two
years, satisfaction tended to rise again (323, p.56). In Radin's study of
graduates who had been in employment between one and four years, sixty
per cent were satisfied with their jobs, which she describes as an "over-
whelming majority" (248, p.104).
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Table XII on page 97, and Tabie XIII on page 101, are not comprised

of mutually exclusive responses, and an interesting pattern occurs
whereby several items that received high (total) responses in the former
table, show a decrease in the latter. For example, the various forms of
supervision and consultation were responded to as:*

First Job § Present Job

SuppaRTIVE
FACILITI IO IRED
Received 4161276 & a0n285
Wauld tike to have received M 305 | 205 ¥ se6 )21

* reiative frequency caloulsres on N of respanses

The histogram which follows illustrates further this inverse relation-
ship with reference to what respondents received and desired. It

refers only to the first job as the concomitant responses for the present
Job, in the main, vary proportionately. It is constructed by taking as

a reference point the highest percentage (79 per cent) in the total
column for the first job in Table XII, and all other percentages in

the seventies, and the corresponding percentage of supports desired

in Table XIII. Raw scores are given above each bar.

*  Cateulated from Table XII (p.97) and Table XIIT {p.101)
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The difference between supports respondents received and those they
desired ranged from 44-57 per cent which indicates that respondents
were satisfied with the supports they received in their first jobs,
many of which were in excess of what they wanted.

With the exception of two items in a selected range,* the converse does
not hold where if responses wers high in Table XIII (page 101) they would
be notably Tower in Table XII (page 97) ~ i.e. it did not follow that
respondents desired supports because they had not received them.

To begin with the first exception, which also happens to be the item in
Table XI11 that collected the highest response: 57 per cent of all
respondents would Tike to have received adequate library facilities in
the agency as only eighteen per cent (Table XII) were in receipt of such.

A manageable workioad was desired by 39 per cent of respondents but 59
per cent indicated they already had this. Similarly 39 per cent wanted
recognition of achievement by persons in authority, yet for §3 per cent
this was forthcoming.

The item receiving the fourth highest response (37 per cent), and this
was the longing for work done Teading to desired rhanges in the agency,
was the other anomaly where only 22 per cent perceived this occurring.

A lass than fifteen per cent difference arose between the 37 per cent of
graduates who wanted work assigned in accordance with worker preference,
and the 25 per cent who experienced this.

The percentage of respondents who desired the remaining** supports and
those who received them are respectively as follows:

Practical assistance with work - 35:57 per cent
On-going in-service training - 35:53 per cent

Individual consultation provided by agency
based personnel - 33:41 per cent

* As Figure 6 is constructed from eight items, here too the eight
highest rated items are considered and these range from 57-33
per cent

** An eight item reference point was selected, see above *
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It can thus be concluded that as respondents' requests for supportive
facilities are generally less than their indications of what they already
have, they are satisfied with what they have, and in some cases have more
than they desire.*

The item that received the highest response for the first job in Table XIII

on page 101 (adequate 1ibrary facilities) also received the highest response for
the present job, and this was the pattern in all the sub-groups except the
males, who in their present jobs wanted most to have adequate library

facilities in the agency, but this did not feature as strongly for the

first job. This particular item was aiso a priority for the White

{Afrikaans), Black, and female groups

The following brief discussion is selectively based on the supportive
facilities most desived by respondents. By way of a summary they are
ordered as follows:

Adequate Tibrary facilities available in agency
Recognition of achievement by persons in authority
Manageable workload

Work done leading to desired changes in agency

Practical assistance with work

A
B
[4
D
£ Work assigned in accordance with worker preference
F
G On-going in-service training

H

Individual consultation provided by agency based personnel i

These facilities can be distributed into three intersecting categaries

that contribute to the development of the person in the work situation.
Appropriately these categories correspond with the educationat, helping

and administrative responsibiiities of a supervisor (358) and are hence
amenable to intervention. These categories and their symboiic representation
of the above facilities are diagramatically presented as follows:

*  Respandents were not instructed to give mutually exclusive responses
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WORK FAOILITIES

The facilities identified as desired are afforded recognition in the
Titerature as areas to which attention should be devoted en route to
the enhancement of services to ciients,

Educationa] Facilities

The research questionnaire did not differentiate between in-service train-
ing and staff development programmes, and several writers claim there is a
distinction and each should be differentially used {229, p.10; 331, p.69).
Objectives, content and teaching techniques need to be related to the needs
of staff at various levels of career development. In-service training/
education is advocated for the new graduate to orientate him to the agency.
This should be reinforced with other staff development programmes taifored
to his needs and should include planned continuing education and the avail-
ability of library facilities, provision for participation in policy
decisions, and regular and plamed staff meetings.

Nurturing Facilities

From the respondents' requests for both individual consultation and recog-
nition from authority, it may be that they are in receipt of administratively
slanted supervision deficient in opportunities for personal development

and periodic evaluations,

Spencer found staff regarded consultation as far more important than
supervision (which is often used 33 a synonym for consultation)., Seniors
were consulted for three main reasons: reassurance, advice and backing
(294, p.7}.
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WORK FACILITISS

The facilities identified as desired are afforded recognition in the
titerature as areas to which attention should be devoted en route to
the enhancement of services to clients.

Educational Facilities

The research questionnaire did not differentiate batween in-service train-
ing and staff development programmes, and several writers claim there is a
distinction and each should be differentially used (229, p.10; 331, p.69).
Objectives, content and teaching techniques need to be related to the needs
of staff at various levels of career development. In-service training/
education is advocated for the new graduate to orientate him to the agency.
This should be reinforced with other staff development programmes tailored
to his needs and should include planned continuing education and the avaii-
ability of library facilities, provision for participation in policy
decisions, and regular and planned staff meetings.

Murturing Facilities

From the respondents’ requests for both individual consultation and recog-
nition from authority, it may be that they are in receipt of administratively
stanted supervision deficient in cpportunities for personal development

and periodic evaluations.

Spencer found staff regarded consultation as far more important than
supervision {which is often used as a synonym for consultation). Seniors
were consulted for three main reasens: reassurance, advice and backing
(291, p.7).
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The type of supervision and consultation that should be provided to
meet the needs of staff at different levels of professional development
has been discussed earifer; as well as employees’ need for sejf-esteem.

Hork Facilities

Intellectual and emotional/personal development germinate in the nature
of the work, and as the nature of the work also disseminates intrinsic

and extrinsic rewards, it is an area highly deserving of attention from
agency administrators.

Unmanageable workloads overwhelm new graduates (335, p.94}, and excessive
demands heighten anxiety (273, p.424) and threaten coping abilities. New
graduates are often trapped in a double-bind of having to submit to rigid,
competence-undermining, authoritarian supervision and at the same time

in the 1ight of manpower pressures be expected to perform tasks that would
overtax a highly skilled and experienced practitioner. Work that is
assigned with 1ittle consideration for the interacting needs of worker
and client militates against satisfaction. Frustration develops not to
menticn fatigue from having to channel energy and time into tasks.that
could be effectively performed by non-professional personnel. These are
important issues and ones that can adversely affect the retention of new
graduates in the social work profession,

In essence, this sectioen “hich covers supporiive facilities respondents
would like to have received, showed that the facilities respondents
wanted in their first jobs were the same as thnse they desired in their
prasent jobs. Furthermore, no resl differences arose between the sub-
groups, and the facility most desired was adequate library facilities
available in the agency.

On the whole, graduates were satisfied with what they were receiving,
and in areas where satisfaction was high, desire was Jow, However, when
desire for a facility was high, receipt of the facility was alse high.
These results therefore tend to indicate that not only were respondents
satisfied with what they were receiving, they were possibly also receiv~
ing more than they in fact wanted.

. ot
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6C.5.2  Social Work Practice

With the rationale that schools of social work have relatively little
external data about whether their goal of training competent social work
practitioners is being met, Radin undertook a study whereby practitioners
and supervisors were asked to rate separately the graduate’s effective-
ness {245, p.103). Whilst this sub-section of the present study and that
in which graduates evaluate their university education in retrospect do
not measure competence pgr se, they do provide an indication of whether
schoois of social work are educating for current: practice.

The results which follow indicate the extent to which new graduates in
their first and pr sent jobs considered they had opportunity* to apply

various facets of social work in practice.

6C.5.2.1 Secial Work Knowledge

PRQRTUNITY ScALE
easung oF Jo8 stacE o Opportanity Gt Opparsunity
CENTRAL TeNpRNGY L 1 L 1 ) ]
1 2 a4 5 6 7
nean o %
p x
wave fn x
srewnt x
Mol e x
Froane x
cuaR s e ® X
praans x X

Eintioh &ty
Porientdoh N 1 43

FIGURE 7 ¢ AEIPOKUENTS' QPPORTUNITY 7D APPLY SODIAL WORK KNOWLEDGE IN PRAGTICE

Whilst opportunity for the application of socfal work knowledge was rated
with the greatest frequency at demarcation 7 by the group as a whole for
both first and present jobs, this was due to the Targer White (Afrikaans)

*  Opportunity is rated on a 7 point scale where point 1 refers to
No Opportunity and point 7 to Great Opportunity. Calculations
disregarded "no responses” and totals were adjusted accordingly
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group who registered modal scores at point 7.

The various mid-point measurements occur with the greatest frequency at
point 5 on the scale 1f both job stases are combined.

On the whole, White (Afrikaans) graduates had greater opportunity to apply
their social work knowledge thsn White (English) graduates, who in turn,
had more opportunity than Bisck graduates in their first, but the same
opportunity in present jabs. No differences existed between the sexes.

6C.5.2.2  Social Work Values

OFPORTUNITY soatE
mEssuRe o a0nstace W Orpocanty Ow—
CENTRAL TENOENCY L | | | | @ ;"FF iy llv

1 2 3 4 s s 7
AN e X
prsant by
wose o %
sreens x
wepian ™ x
steunt x
cusariLes ™ x %
stont * x
Ficdes w30

Prontdab N A3t

FIGUAE B : RESPONDENTS * GFPORTUNITY TO AFPLY SOCIAL WORK VALUES IN PRACTICE

The largest total score is located at point 7 for respondents first jobs
and point 5 for their present jobs and in both instances &7 per cent of
the sample are here placed., Scores are again influenced by the bigger
White (Afrikaans) sub-group whose modal scores are the same as for the
entire group.

Point § carries the greatest frequency regarding the coinciding of the
central tendency measures for first plus present jobs.

Black graduates had Jess opportunity “=a: Whites to apply social work
values, and no difference arose belwean the males and females.

- 5
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6C.5.2.3  Social Work Skiils

wrroRTUNTY SoAte
" oneor o Oppareans peT—
GerTRAY TENDENGY | 07 STATE N ¢ I ' L "
1 2 3 4 5 6 7
ean o x
Pt x
peess o R
prone %
iy e ®
stvane 8
QUARTILES i x x
- ® X
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N
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FIGURE 8 : RESPONDENTS’ GPPORTUNITY YO AFPLY SOCIAL WORK SKILLS i PRACTIF

Whitst the mean, median and mode generally correspond at point & on the
opportunity scale, greater dispersion appears with a more detailed apalysis
of the sub-groups in the study.

The Black group experienced Yess cpportunity than the rest to apply their
social work skills. 1In their first and present jobs such opportunity was
at gradations 4 and § respectively with mid-point measures coinciding for
each job stage. Ho other differences occurred between the sub-groups.

Thus far, on the variables of rknouledge, value and skill the 8Tacks have
had least opportunity to apply these in practice. However, it will be
recalled that Black respondents were the group that ware least likely
to obtain a job of their choice.

Although fewer males than females were in jobs of their cholce, no differ-

ences oceurred b-r.an males and females in their social work skill
practice opport. .ies.

S
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6C.5.2.~ Social Casework

orvonTuNITY sEALE
neasune oF wom sTase e vparoiy [e—
EENTRAL TEHDENGY s | I | | 1 ]
1 2 3 4 5 &8 7
wean e ®
o ®
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MEDIAN st x
ot %
QUARYILES Iheat x b4
[ % x

sitsoh Mo 148
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FIGURE 1D : RESPONOENTS * 0PPORTUNITY TO PRACTISE SOCIAL CASEWORK

Opportunity to practice sociai casewerk was both great and stable with no
variation between first and present jobs. Whiist the mean calculated to
point 6 on the scale, point 7 in fact carries the greatest frequency of
central tendency measures. Not only do the mode and median fall here,
but also the third quartile.

Sixty-five per cent of the sample were located at point 7, and 83 per cent
at gradations 6 plus 7 in their first jobs. Regarding their present jobs,
point 7 applied to sixty per cent and points 6 plus 7 to 78 per cent of
this sample. MNoteworthy differences between the sub-groups did not arise,
and social casework s one facet of social work practice where oppartun-
ities are the same, and plentiful for all new practitioners.
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6C.5.2.5  Social Group Work

OPPARTUNITY S6AL”

easune oF 408 sTAGE Wo Opportsniy Graws Gpporsanty
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FIGURE 11 ¢ PP \CTISE SOCIAL

For 36 per cent of the sample in their first jubs, and 28 per cent in
their preseat jobs, no opportunity existed to practice social group work.
Gradation t carried the mode for all sub-groups in their first jobs, but
the spread for piesent job: was bi-modal, at points 1 and 2.

At both job stages the first quartile was at demarcation 1. It would
thus appear that none, or very little group work was practised in spite
of the mean being at peint 3. Taking the foregoing, social group work
could be rated at points 1 and ¢ on the opportunity scale.

No cifferences were obvious between the various sub-groups, whose scores
mwirrored the group as a whole,
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6£.5.2.6 Community Work

OFPOATUNITY SCALE.
MEATURE DF 408 sTAGE o Dppoctuniry Grest Oppmriunity
CENTRAL TERDENCY N 1 | N L | \
1 2 3 4 5 6 7
MEAx et ®
arsnt »
mooE et x x
prasnt ®
HEDIAN e X
prowat ®
QuaRTILES fn ® %
sromnt ® *®
Fiob 8147
Pmntlen N 13
FIGURE 12 ¢ PPORTUNITY ¥ WORK

The practice of community work, like group work was also minimal. For
the first jobs the scale reflected high responses at points t and 2,
accounting for over fifty per cent of respondents in each of the sub-groups.

In their present jobs respondents’ opportunity for community work was
slightly greater as seen by the first quartile. However community work
osportunity could still only be rated at demarcations 1 and 2 by the end
of the first year of practice. HNone of the sub-groups deviated from this
pattern.

*
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6C.5.2.7 Preventive Social Work

"CPrGRTONITY SOALE
weasune of so8 37808 gy Cren ospanusiy
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FIGURE 13 ¢ PPORTUNITY wonk

Gpportunity vor the group as a whole to practise preventive social work
was evenly distributed across the 7 point scale with reference to first
Jobs, The rating is clearly at gradation 4, and the quartiles are
balanced symmetrically.

The opportunity rating for present jobs was less clear cut, with the mode
at point 2 and the median and mean at 4.

Globally however, the demarcation 4 can be taken as the point of reference
for preventive social work practice and opportunity can be considered as
fair.

With regard to the population groups, the central tendency measures were
scattered across the scale. Using the frequency of these measures and
combining the two job stages, White {English) graduates rate their oppor-
tunity at point 3 as do the Blacks, but the White (Afrikaans} group is

at point 5.

At both job stages females are at point 4 and males move from this measure-
went to 5 in their present jobs.

Preventive social work is often achieved via the social group work and
community work methods, and yet opportunity to practice these was less than
for preventive work.

N TN
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Preventive Social Work
e
OFFRRTUNITY SCALE
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FIGURE 13 1 OPPORTUNITY WORK

Opportunity for the grour as a whole to practise preventive social work
was evenly distributed across the 7 point Scale with reference to rirst
Jobs. The rating is clearly at gradation 4, and the quartiles are
balanced symmetrically.

The opportunity rating for present jobs was jess clear cut, with the mode
at point 2 and the median and mean at 4.

Globally however, the demarcation 4 can be taken as the point of reference
for preventive social work practice a; d opportunity can be considered as
fair,

With regard to the population groups, the central tendency measures were
scattered across the scale. Using the frequency of these measures and
combining the two job stages, White (English) graduates rate their oppor-
tunity at point 3 as do the Biacks, but the White {Afrikaans) group is
at point 5.

At both job stages females are at point 4 and males move from this measure-
ment to § in their present jobs.

Preventive social work is often achieved via the social group work and
community work methods, and yet opportunity to practice these was less than
for preventive work.

T
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6C.5.2.8 Practice Opportunities - A Conclusion

Standards of performance need to be adapted to specific agency circum-
stances. Hendricks maintains that unless this is done we are in danger
of becoming unrealistic as to what to expect from a social worker as he
operates in a particular job in a particular agency with a particular
social purpose (122, p.392). Extending this, unless agencies adapt their
“social purpose” to meet community condi.ions, “he hiatus between
university teaching objectives, agency objectives and community needs will
expand to ensnare dissatisfied practitioners.

in spite of the current economic climate where manpower is at a premium,
the aforegiven results show that the expensive casework method is still
dominant and group work and community work Iie relatively fallow in the
practice of all the population groups. These latter methods would be the
most conducive to meeting the urgent mandate of developing services and
people amongst the Black {and Brown} communities in particular. As the
Black group indicated they had Tess opportunity to use their knowledge,
values and skitls, the writer vrisks postulating that the casework which
is so automatically employed may be mora patchwork than professional
treatment.

The various measures of central tendency used in presenting the results
showed up differences in opportunity in each practice compunent, as well
as between these measurements for first and present jobs, but no sweep-
ing generalizations can be made. Despite this the writer ventures the
statement that no or minimal differences occurred “stween practice
opportunities for first and present jobs when noint measurement
was considered individually.

6C.6 JERMINATING SOCIAL WORK EMPLOYMENT

As 75 per cent of the respondents previously indicated that globally in
their first jobs they were receiving personai satisfaction from their work,
it follows that the number of voluntary terminations on account of job
dissatisfaction should not exceed 25 per cent. The Figure for all termina-
tions of first jobs was in fact nineteen per cent.




6C.6.1 Reasons for Termination
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Not surprisingly terminations were highest among tha Black (25 per cent) and
male (33 per cent) sub-groups as less determination in choice of job was
also highest for these two groups, and they registered ibe lowest figures in

Table XII {page 97}

males - 60 per cent).

with regard to deriving feelings of personal satisfac-
tion from their work (Blacks - 31 per cent;

TABLE XIV : RESPONDENTS’ REASONS FOR HAVING TERMINATED THEIR FIAST SOCIAL WORK JOBS
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From the 29 graduates who terminated their first social work jobs, an
average of 4,9 veasuns was given by each. The diffarence between males
and females was striking in this regard. Whilst females terminated for
five ar six reasons (5,6) males 1isted only one or two {1,4).

Differences gccurved between the sub-groups too. The White (English)
graduates provided in toto move reasons than the other population groups,
and averaged 11,4 reasons per person compared with 3,4 per White
{Afrikaans) respondent. The one Brown graduate had four reasons for
terminating, and whilst four lack respondents left their first jobs none
furnished reasons for doing so. One wonders whether this is not in-
fluenced by cuitural factors whereby English speaking persons may perhaps
tend to be more questioning and critical of systems that affect them than
the Afrikaans community: and the Blacks with so Tittle power to influence
change appear to have almost ceased to challenge via questions and
criticism.

No response was also received from the three graduates who terminated a
second social work job.* TolTen in the United States of Americe alsc

noted a reluctance in respondents to give the underiying reasons for
terminating employment. He found that of the many, who for example, listed
having obtained a "better job" as the major reason, the majority also
expressed considereble dizsatisfaction with supervision. Furthermore. the
"better job" did not include a better salary and in some instances a drop
in salary eccurred,

Insufficient supportive facilities in work was experienced by 34 per cent
of the graduates who terminated their jobs, and this ftem received the
highest response in Table XIV appearing on pege 116.

Spencer in the United Kingdom believes that support is an important key to
other erganizational problems such as standards, efficiency, communication,
innovation, decision-making, committed staff and the exercise of power
(291, p.4). She further isolates anxiety and stress about the work as
beirg detrimental to standards and over time unrelieved anxiety, she
suggests, weakens the worker‘s commitment to his work, organization and

*  3ge Table VI, p.83




118,

profession, and she expects “turnover, both departmental and professional,
to be related ta the level of support provision” (291, p.6}.

In the present study, aithough nineteen graduates obtained another past
in social work,* only eight (42 per cent) lefi their employment having
been offered such a job.

A point of note is that 22 graduates held locum tenens posts {nineteen in
their first jobs), but either no contracts had yet expired, or else
respondents did not complete this item accurately as it showed no response.

Whilst Tolien, Kadushin and McKendrick (367, p.14; 138, p.21; 186)

found that marriage and associated domestic commitments were a majoy cause
of women's mability or defection from tha field, in the present study this
did not feature strongly and {s possibly due to there being only 22 per
cent married persons in the December sample, of whom eighteen were females.
When McKendrick telescoped his study and examwined first jobs only, he too
found reasons for termination to he less family oriented, and more related
to job dissatisfaction (186, p.319).

In the present study, White {Afrikaans) females offered more domestic
veasons for terminating than did White {English) respondents, and further-
more, the reason of marriage supercedad pregnancy and child care.

Men have been found to terminate for reasons of better jobs, salary and
advancement opportunities (307, p.14), and although the two latter reasons
did receive mention in Table XIV {page 116}, it was with minimal response.

Whilst 28 per cent of the respondents found their work frustrating, only
faourtean per cent indicated it was exhausting and depressing. In
Wasserman's study these factors were found %o be very powerful forces
attributing to 67 per cent leaving the organization which had exerted
itseif to recruit new professionals (335, p.100).

In conclusion, the factors that previously infiltrated discussion as being
inter-relat  and instrumentsl in promoting or detracting from work I

% See Table VI, p.83
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satisfaction did in fact collect the highest responses as causes of
resignation:

insufficient supportive facilities in work (34 per cent)
work not personaily satisfying (31 per cent)
. Tlimited opportunity for personal development {28 per cent}
unable to practise in accordance with own standards (28 per cent)

. work frustrating (28 per cent)

6C.7 UNIVERSITY TRAINING EVALUATED VIS-A-VIS PRACTICE

The sub-section, "Social Work Practice” examined the opportunities respond-
ents were afforded to apply in practice what they had studied at university.
The present sub-section looks at graduates' opinions of how their courses
of social work education could have been modified to better equip them

for practice.

6C.7.1 Course vodifications

As will be seen from Table XV on page 120, five areas emerged in which more
than fifty per cent of respondents considered improvement was necessary.

More knowledge of practical difficulties confronting social workers was
responded to by 65 per cent of respondents. Whilst it might be assumed
that this should be forthcoming in field instruction, the protection of
students and selectivity of work assigned may act contrarily.

Theory increases were recolwondsc in background knowledge such as legal
knowledge (63 per cent),knowledge of specialized settings {55 per cent)
and of court procedure (53 per cent). 'egal knowledge and court procedure
is relevant to the child -nd family welfare and statutory settings, in
which three-quarters of the respondents were employed: and perhaps in-
sufficient specialized knowledge deters respondents from entering more
specialized first jobs. This discussion also relates to the Facility of
in-service training, which was received by &3 per cent of respondents and
desired by 35 per cent.* It is during in-service training that knowledge

*  See Table XIT, p.97 and XIII, p. 101
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pert..ining to specific facets of a work situation may be acquired, and
stould be formally taught. A university education has as one objective
the imparting of broad generalized knowledge and does not purport to
train for practice on-a-job, as only a }imited amount of content can be
included in the social work curricuium which must also incorporate a
study of sociology and psychology.

TABLE XV : OPINIONS TO THEHR TRAINING COURSES
TO BETTER EQUIR A GRADUATE FOR PRACTICE
POPULATION GROUP
sipooat] o | To7AL
o e o gtk | g ) |t 4
CONTENT AND NATURE € . .. WORY. COURSE 10 [

READEADEBEE HNEIEN Nl
(o mortfication ore caconaty ) < ~Jotoe fujo] «f <HoJorlo|o Hojo
Soro knowegs of spee'sbusd sttings 2l efofes bofumfoiolfujoln o s
Mors mociou \nowdga olufr{ofefof - oyafn (a flwn
Piors fogl wnowtcy wlofe oo sjo ollolafe e fla)e
Mara knamledgo of count srocadura wiw oo folojo|nlle|afn|nfn]s
Moo knowiedge of tha variows cultaet in Soush Aftca s2) et fiotao fonjasfor |ao]fos|ml a0 (s Has|as
Mora knawadge of the daylodey ikt pettormas by st workars  § 20 | 51 fas 1ao Jow b o don [20 Jd oo [ead me [ar flae|as
Hara ke pracic) ity controning tosief workers  [f 26 (64 faa 86 1o (o faz faa ) st (2] ae lae Hhor s
Mora knowacse of Somemunty revcurent 7] aalas oo fro[safoa aodhosfafon (e flus|as
dmicstaton 14 (38 b6 |2s for [4afoe [aoffon|ar] et s oo |
Mors knowede of N o stecy chis i organizalers 2t on faa [ 20 Jos [asjor | a0 flosfarfee a7 fleston
Wate saaswerk Sacey oefraforfondorfaefor | floa|zofua [0 §fsrin
Moto augervined Cambgrk fild Intruitics o)z for o Joojoofoa fan]losjmafe |m £
Lot upervied cassmgr e insrvction ot [oaforior for foof —f ~[¥orforfor for [fosfoz
o froun wick thaory o | s e fos |ahor foo kil nafan Jue §faefne
Hore suparvised gavp, work il ratrstion 15| 3 fon faz foa (e foz jaa Hosfw| e faa fhor |
Loty wpariod g, work Tt ratrction ot foafoa|os foz |13 ot {20 fhoafafos fos Jfor fon
Horo gammurity woek hosey it foa {20 fon fosfor [aoffosfonfow {22 {fov|2
Mo sapeeied Setmundy work fiekd imroction vrfas foo foados josfoafeaffoaian)aion JHuc o
Cors nupavied gommuny work fald inmruction | wQoajeafoafiof -] ~fHoafafoaton {Jou|os
Hioro incividust vtorghrdhcsions wih universtyicotoge sutt mswbors [ 161 58 27 {00 Jor [aa o [ea }foefaafas joa [{eafos
Lous ot tuiaidocunmans with unwerityfcotogo watt marntars [ = | - |« f <oz [10f < - fpe2iofot for [foafo
Horo (K0vp wtorstdsccions Wik wkarsitooilegs ol omambors 1 a0 f2a {27 Joo fanfoz ] Hosfealafar HHeolm
Lets group Wtoduitiscusions with unhersityfcologe sl marirs “f - for | for Joaf | ~f] -{ ~foeior [foz|or
Here contack ieh tudants of other ditpiney 23| far |4 Jou |mmjoe (e fosyar| e |ar Jpoa|as
Groatar uia of rle-pay during caroom eung wla]or | o fostafoz|enffoeforres|as fHea e

Hory axgeritrea i ryport witog | atlse 0o faafon j20 [loa|ar] o2 [ Jfae
shriance & bl specking 1) a0 | a6 J20 Yoo fan]oa [ flos ) ma] o0 i
TOTAL RESPONSES a6 w07 |95 {17 Jier Joor | a3 foon | § 122 {maf visslaor | frossiesz

N OF REGPONDENTS * » ) © | 16 1% Y

toatin troquancis colelatod

More supervised community work field instruction would have been welcomed
by 57 per cent of the responents. The sub-section “Social Work Practice"
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showed that this method was the one least utilized in practice.

More supervised group work field instruction was wanted by 41 per cent
of respondents, and 28 per cent wanted more supervised casework field
instruction.

Taking the opportunity new graduates had to practice all three direct
methods, both community work and group work were minimal, The question
therefore arises whether this was due to agency restraints or practition-
ers' hesit=ncy to seek out and utilize opportunities for possible reasons
such as insufficient training, lack of confidence and little encouragement
to practice.

Whilst responses were less for the assaciated theory, the same order of
emphasie prevailed. This means that by and large, respondents considered
that they had been relatively well equipped in the theory of social work
methodology, but they felt they had been Tess well equipped in opportunity
to practice theory during field instruction. It would hence appear that field
instruction needs modification - efther move field instruction and/or a more
equable experience in the three direct practice methods.

No decrease in any aspect of the course was favoured by more than five per
cent of respondents. This fmplies thzt respondents perceive course content
%o be relevant as it stands. The requests were for "more", and be it
breadth or depth of coverage, inclusion is bound to the variabje of time
which inter alia dictates course structures.

The greatest difference between the White {English) and White (Afrikaans)
groups was 56 per cent of the former and 26 per cent of the latter re-
questing move knowledge of how to effect change in organizations. This
supports an eariier assumption that members of the English speaking
community may be more critical of and change-oriented regarding systems
they need to negotiate.

The request for more supervised community work fiald instruction came from
mare White (Afrikaans) graduates (64 per cent) than White (English) or
Black graduates (44 and 38 per cent respectively); and nineteen per cent
of the Blacks wanted Tess community work field instruction. Rlacks, more
so than Whites, felt more casawork theory and field instruction was

i
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necessary. Possibly Black students are being trained to work in areas of
need where cormunity work is most apposite, yet their practice is in
casework which may not only be inappropriate, but it is also the method
they feel least equipped to practice.

Fewer Blacks than Whites wanted more legal knowledge {38:67 per cent) and
the greatest difference that arose between the opinions of the White and
Black respondents was “th regard to knowledge of court procedure. Only
six per cent of the Bl. -, and sixty per cent of the Whites wanted more
of this, which suggests chat field instruction for Black students involved
statutory work, but report wriling which is usually excessive in statutory
situations, was responded to by 56 per cent of the Blacks and 20 per cent
of the Whites {especially the White (English)) wanting more experience in
this activity.

Whilst generally students wanted move legal knowledge and knowledge of
specialized settings, this request was frow more females than males.

Group work and community work are likely to be consonant with male
characteristics, and as fewer males than females wanted extra supervised
group work and community work field instruction, the writer surmises that
male students may have been able to secure experience in these methods
during field instruction. Furthermore, twenty per c¢ant of the males and
two per cent of the females would have been satisfied with less super-
vised community work field instruction.

A greater percentage of males than females wanted less individual and
more group discussions with university/college staff members which hints
at possible discomfort for the males in 2 one-to-one situation. To cen-
tinue this theme of exposure and visibility, move females were of the
opinion that there should be greater use of role-play during classroom
learning (43:27 per cent); more experience in public speaking (50133 per
cent); and more contact with students of other discipiines (47:27 per
cent).

6C.7.2  Preparedness for Social Work Practice

As a means of checking respondents' assessments of the extent to which
individual aspects of their training courses had prepared them for
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practice, they were asked to make an overall assessment of how iheir
total education in social work had ejuipped them for practice as tiey
had experienced it. The means used was a 7 peint scale, where peint t
was “Did not equip me for social work practice" and point 7 was “Equipped
me very wall for social work practice".

For both first and present jobs, the mean, median and modal ratings
coincided at point &, which indicates that respondents considered them-
selves relatively well equipped for practice, and this supports the find-
ings revealed in Table XV.

With the exception of the White (Afrikaans) group who rated their pre-
paredness at point 6 at the time of their first job only, alf other
ratings were at point 5.

6C.8 PROFESSIONAL ALLEGIANCE

The nature of prufessions was considered in Chapter Four, and the network
of formal and informal s .ructures creating a specific professional sub-
culture to which members subscribe was reviewed. This sub-section attends
to three such formal avenues through which the new social work graduate
can demonstrate his commitment to his profession.

6C.B.%  Application for Social Worker Registeation

Application for registration as a social worker in terms of the National
Welfare Act, No.79 of 1965 had been made by 142 or 95 per cent of the
respondents by July 1976. At July, three of the seven unregistered social
workers were Black, and two at December.

6C.8.2  Application for Membership to a Social Workers' Association

At July 1976, 59 of the respondents {39 per cent) had applied to a social
workers ' association for membership and by December, 57 or 41 per cent of
the reduced sample had done so.

At July, White (Afrikaans) graduates were more 1ikely to have applied to

Join a professional association (48 per cent) than White (English) or
Black graduates (26 per cent and 38 per cent respectivi’y).

- Pty
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Whilst the figure for the White (English) respondents had not increased
by December, it had dropped to 44 per cent for the White (Afrikaans)
sub-group which had decreased in number. From July to December the Blacks
doubled their applications and were proportionately the biggest group

{75 per cent) seeking membership of a professional association.

More females than maltes (41:27 per cent) applied for membership by July,
and an additional six per cent of the males and one per cent of the
females did so by December

6C.8.3  Journal Subscriptions

The total group figures regarding subscriptions to a professional social
work journal are similar to those that emerged for application to a social
workers® association. At July 1976, 57 respondents (38 per cent) had
subscribed to a social work journal and by December 55 (40 per cent) had
don: so.

Within the population groups figures at July were again similar on these
two variables for the White (English} and White (Afrikaans) group (i.e.
28 per cent and 47 per cent respectively), but only thirteen per cent of
the Blacks had subscribed to a journal.

At December however, Jjournal subscriptions had increased to 33 per cent
for the White (English) and 25 per ceni for the Black graduates, and owing
to the reduced White {Afrikaans) sample a decrease to 46 per cent was
recorded.

Between July and December subscriptions from males increased from thirteen
to twenty per cent; and from the females these rose from 41 to 42 per cent.

The results show that Tess than fiFty per cent of the total sample had
subscribad to a professional social work journal, and those who had were
mainly White (Afrikaans) and female. It would thus appear that only a

small percentage of the sample were continuing their professional reading,
Judging from this, and from the fact that only eighteen per cent of respond-
ents had adequate Tibrary facilitfes in the agency, and 32 per cent had
access to Titerature independently of the agency (Table XII, page 97).

T3
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In a paper written by two former students, each mentions {and generalizes
to colleagues as well), that although it is their intention to continue
with reading and studying, this does not happen (98, pp.4, 7).

6C.8.4 Professional Identification

Professional identification remained constant over the two time phases of
the study. Measured on a 7 point scale where poiut 1 referred to low
identification with the social work profession, and point 7, high ident-
ification, the modal and median ratings of respondents were point 6 which
indicates that respondents generally identified relatively strongly with
the profession.

Similarly, the rating of all the sub-groups was at point &, with the
exception of the White (English) who were located at point 5.

Registration as a sccial worker is a pre-requisite for a subsidized post,
whareas membership of a professional association and the acquisition of
Journals carries no compulsion. These two Jatter areas of professional
1ife are probably the mest indicative of the amount of allegiance social
workers have towards the profession. They are two areas that demand that
members commit themselves actively (or at least mobilize themseives
initially) and "do", whereas their self-ratings of their professiona
identification is only a matter of what they say they do.

6C.9 HYPOTHETICAL AND FUTURISTIC ISSUES

The hopes, the expectaiiuns, the impulsive verbalizations that torment and
stimylate people, especially youth, should be afforded respect for the
sincerity in which they are conceived. The fantasy world is the window to
ambition and progress and to quote from Andrea del Sarto of Browning:

“...Ah, but a man's reach should exceed his grasp,
Or what's a Heaven for?"

This sub-section covers hypothetically that which had previously been
regarded as fact. Its concern is with issues creating satisfaction and
dissatisfaction in any social work job, and interestingly discrepancies
occur between what was found to be influential in the actual werk adjust-
ment and what respondents' fantasies of the situatjon are. Such fantasies
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and fears can themselves be motivators influencing adjustment, and should
be taken cognizance of. Tollen for example, writes of the fear of being
fired being a reason for termination and he conciudes that "“if we are try-
ing to get the ‘truth' regarding turnover from agency records, we shall be
sadly disappointed® (307, p.14}.

6C.9.1  Satisfaction in Any Social Work Empioyment

At six months and then a year after qualifying, respondents ranked in order
of importance the five factors they considered the mest infiuential in
producing satisfaction in any sacial work job.

Questionnaire I produced 619 responses to this item for 150 graduates.
Thirty-two Jifferent factors emerged, and interspersed amongst the five
ranks 111 permutations occurred.

A year after qualifying, 139 graduates replied to the item with 573
responses. A total of thirty variables was determined and 110 permytations.

The calculations Lefow are derived by weighting the ranks and multiplying
the frequency of responses under each factor to produce a raw score.

TAELE XVI : ESPONDENTS™ RANKING OF WORK SATISFACTION PRIGRITIES
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Over the time period the major factors identified remained the same, and
the order of importance correlated for the first three ranks, with the
tast two being reversed,
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and fears can themselves be motivators infiuencing adjustment, and should

be taken cognizance of.

Tolten for exampie, writes of the fear of being

fired being a reason for termination and he conciudes that "if we are try-
ing to get the 'truth' regarding turnover from agency records, we shall be

sadly disappointed® (307, p.14).

6C.9.1

Satisfaction in Any Social Work Employment

At six months and then a year after qualifying, respondents ranked in order
of importance the five factors they considered the most influential in
producing satisfaction in any social work job

Questionnaire 1 produced 619 responses to this item for 150 graduates.
Thirty-two different factors emerged, and interspersed amongst the five

ranks 111 permutations occurred.

A year after qualifying, 139 graduates replied to the item with 573
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The calculations below are derived by weighting the ranks and multipiying
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For the first ranked item, the raw score is higher for the second half of
the year. This means that the frequency of responses {from a reduced
sample} was increased which suggests greater certainty about this factor.

In comparing the top five factors which Ted respondents to accept their
first ard present jobs, and those they considered would give work satis-
faction, disparities emerge. Interesting work with the promise of personal
satisfaction, and favourable working conditions are the only two that co-
incide with the ranked factors. They were respended tv by 58 per cent and
41 per cent of respondents in their first jobs; and by 42 per cent of
vespondents for both items in their present jobs.

In McKendrick's study, the premium for work satisfaction was likewise
placed on interesting work with the promise of personal satisfaction, and
second was the agency's service being of value to the community (186) which
at no stage made much impression in the present study.

Dissecting the results into the population group components, interesting
work witn the promise of personal satisfaction only applied as a top
priority in the first job to the small Brown group; however for the present
Job stage, the Whites also ranked it first.

The first rank at July for the White (Afrikaans) group was high quality
supervision, and the White (English) and Black respondents wanted favour-
able working conditions. This item sppeared in first rank for the Blacks
at the present job stage too

The item with the highest frequency for first job acceptance did not
correspond with the top hypothetical satisfier for any of the population
groups.

Whilst the order of the ranks differed the items nominated as satisfiers
by all the population gruups corresponded with that of the total group with
two exceptions: oOpportunity for personal development was ranked fourth by
the White {English) at the 1irst job stage; and for the latter job stage,
the Blacks panked satisfactory salary second.

Good supervision was vanked first at July by the females as & priority
satisFiar, whereas the waies nominated interesting work with the pramise

3
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of personai satisfaction. This Jatter item reappeared in first rank for
both sexes at a year after gqualifying.

In fourth rank at the latter job stage, satisfactory salary was nominated
by the males. Other items selected for ranking for the males and females
corresponded with those of the total group.

Whilst a consistent core of factors emerged that could produce satisfac~
tion in any social work job, variation occurred in the different sub~
groups' rankings of these. The jtem that did occur in first rank with the
greatest frequency was interesting work with the promise of personal satis-
faction. This item however was not also the prime veason for actual job
acceptance.

6C.9.2 Dissatisfaction with Any Social Work Emoloyment

At the two designated time periods of the study, respondents were asked to
rank in order of importance the five factors they considered the most in-
fluential in creating dissatisfaction with any social work job.

From a total of 604 responses, 32 factors were recorded, and distributed
amongst the five ranks, 124 arrangements emerged.

This item in the secund questionnaire carried 543 responses spread over
28 variables and 111 permutations were counted.

Using the same procedure in determining the factars~in-rank and scores
that infiuenced job satisfaction, these were determined for job dissatis-
faction.

It wi11 be seen from Taoble XVIT on page 129, that as with the factors
beleved to produce job satisfaction, very 1ittle variation occurred over

a six month gap for factors evoking work dissatisfaction. Where initially
no supervision caused diseontention, inadequate supervision received mention
at the later date.

Unmanageable worklcad not only received the same rank on both occasions,
but was distanced from the second rank by a sizeable intervaly and the
range of scores for bath time periods was virtually the same

W
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For the total sample, of the factors identified as causing work dissatis-
faction, only one rates amongst the top five reasons given by respondents
for terminating their employment. To 31 per cent, their work was not
personally satisfying.

Al the popuiation groups regarded unmanageable workioad as the prime
dissatisfier at both job stages. Generally, the same factors emerged,
although the vanks differed in the nominatiaons of all the population groups.
The White (English) and Black groups also 1isted low salariesy and the
Blacks included no recegnition as "gualified social workers”, this being an
extremely importunt determinant of work satisfaction (164, p.104).

Whilst the males at first imagined a low salary would be the prime dis-
satisfier, a year after qualifying, they regarded an unmanageable workload
as top priority for dissatisfaction. This factor was rated first by the
females at both job stages. No other striking differences occurred
between the males and females, or between them and the total group.

Overall then, unmanageable workload was seen as the prime dissati{sfier
by 811 the sub-groups in the study, but this was not the main reason
given by respondents in actual Job termination.
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6C.9.3 Foreseeable Plans
TABLE XVIl : 3ESPONDENTS' FORSEEABLE PLANS UNTIL MID — 1977
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From Table XVIII it can be calculated that 98 respondents intended to
remain in their nresent jobs (71 per cent of the sample}); and 32

(23 par cent) were considering a change; with twelve of them {9 per cent)
defecting from the profession,

A total of 37 per cent of the respondents intended to study further, and
this figure includes 75 per cent of the Black and Brown groups.

Table XVIII again reiterates the Black group's dissatisfaction with their
work situation. Fifty per cent will continue in their Jjobs in spite of
dissatisfaction. White respondents on the other hand will remain in their
present emplovment largely because they are satisfied with their jobs.

More White {English) than Black graduates intended leaving South Africa,
and no White {Afrikaans) respondents were considering this.

A difference arose betwecn the Black and White graduates with regard to
their intentions to raise a family. Twenty-five per cent of the Blacks
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compared with nine per cent of the Whites were considering this.

More females than males were satisfied with their work situations
(66:27 per cent) and intended to remain therein, and forty per cent
of the males compared with fifteen per cent of the females will remain
in their jobs in spite of being dissatisfied. It was previously
established that males had bursary commitments to repay and this may
be the reason that immediate termination was not being considered.

Thirty-eight per cent of the females and & third of the males had plans
to study further within the following six months, and this could be
interpreted as encouraging. However, this is possibly more idealistic
than realistic, as judging from the results pertaining to library
facilities and journal subscriptions, few graduates had thus far chown

i demic interest. Nevertheless the idea, with encouragement
and support from management, could be fransformed into action. Ideal-
ism could be merely distant realism.

6C.10 FURTHER COMMENTS

Both questionnaires carry a space in which respondents were invited to
make further comments related to their work experiences. Analysis of
these comments revealed that respondents had merely repeated aspects
already responded to in the questionnaire, and therefore none were
extracted for separate presentation.
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6D SECTION D

SELECTED DATA PERTAINING TO MEMBERS OF THE CONSULTATION
GROUP

60.1 SAMPLE

Whilst the group comprised fifteen members,* results are drawn from the
questionnaires of fourteen White (English) females. The one male member
of the group did not complete a questicnnaive.

This sub~-sampie comprises nine per cent of the July and ten per cent of
the December samples, and is ten per cent and eleven per cent of the
females for July and December respectively.

60.2  EMPLOYMENT COMMENCED AND TERMINATED

ATT the members of the group had commenced employment by March, and in
the course of 1976 seven posts were terminated, one of which was a
locum tenens position.** Four raspondents recorded having commenced a
second social work job, One respondent had a third post, and two did
not rasume further employment.

Hence, nineteen posts were held by fourteen persons which is 1.4 per
person and 0,3 higher than the figure of 1,1 attributed to the sntire
vorking sample where 150 graduates filled 171 posts,¥**

In the consultation group, six persons (43 per cent) terminated their
first jobs, compared with 28 (19 per cent) in the tota) sample; and over
the course of the year seven terminations were recc ~ded for this sub-sample
{50 per cent) compared with 32 {21 per cent) in the composite group

* QI and QII of the member who withdrew after the tenth session are
included for analysis - see p.62

hid Whilst data pertaining to this post was responded to in the
questionniires, the specific category identifying this as a reason
for termination was not completed

k% See 6C.3.1
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After terminating their empioyment, two members in this sub-sawple
(14 per cent) did not commence another job; whereas eleven members of
the total group (7 per cent) defected from the profession,

The results therefare reveal that overall, the consultation group showed
a greater degree of occupational mobility and wastage than the sample as
a whole,

The hypothesis that a relationship exists between participation in group
consultation sessions and the duratfon of practice is thus supported,

but in the negative form. Group consultation did not serve to reduce
Job turnover and perhaps accelerated it. Possible reasons will be sought
in the discussion that follows,

80.3 FIELDS OF PRAUTICE AND CHOICE

In their first jobs, eight respondents (57 per cent) were in the chiTd
and family welfare field, which is less than for the total sawple of
65 per cent,*®

Ten respondents at July and eleven at December (71 per cent and 79 per
cent respectively) were in jabs of their choice. These figures are
similar to those of the total sample, and yet a graster turnover in jobs
occurred in this sub-sample.

60.4 FACTORS INFLUENCING JOB ACCRPTANCE

Factors that Tad vespondents to accept their jobs were simiiar to those
influencing the total sample.

The items receiving the highest response rate for first job acceptance
are given on page 134, in comparison of rating and percentage for the
entire group.**

*  See 6C.3.5
** See 6C.4.3

*q
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After terminating thefy employment, two members in this sub-sampie
(14 per cent) did not commence another job; whereas eleven members of
the total group (7 per cent) defected from the profsssion.

The results therefore reveal that overall, the consultation group showed
a greater degree of occupational mobility and wastage than the sample as
a whole.

The hypothesis that a relationship exists between participation ir group
consultation sessions and the duration of practice is thus supported,

but in the negative form. Group consuitation did not serve to reduce

Job turnover and perhaps accelerated . Possible reasons will be sought
in the discussion that follows.

6D.3 FIELDS OF PRACTICE AND CHOICE

In their first jobs, eight respondents (57 per cent) were in the child
and family welfare field, which is less than for the total sample of
65 per cent.*

Ten respondents at July and eleven at December (71 per cent and 79 per
cent respectively) were in jobs of their choice. These figutes are
similar to those of the total sample, and yet a greater turnover in jobs
occurred in this sub-sample.

6D.4 FACTORS INFLUENCTNG JOB ACCEPTANCE

Factors that ted respondents to accept their jobs were similar to those
influencing the totel sample.

The {tems .=-siving the highest response rate for first job acceptance
are given on page 134, in comparison of rating and percentage for the
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*  See 6C
**  See 6C
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Interestingly, in the piltot study conducted by Taback on a highly com~
parable group in terms of being new graduates from the same university
which the consultation group wembers attended, the respondents in her
study also offered intarest in a specific field of social work as the
major reason for first job acceptance (298, p.12), as did new graduates
in McKendrick’s sub-sample (186).

The respunses of the four members who ti ¢ reasons for present job
acceptance were too varied to attempt any meaningful cemparison with the
Targer group.

6D.§ THE WORK EXPERIENCE

60.5.1  Supportive Facilities Received

Unlike the pattern which evolved for the total sample,* members of the
consultation group received more supportive facilities as final year
students than as graduates in both their first ard present jobs.

Both formal and informal contact with other social workers particularly
outside the agency (which could include the consultation group) were
supportive facilities receiving high responses.

As students, all group members indicates having had a manageable workload,
whereas 1in their working careers this applied to only haif. Probiems of
work marsgement and organization were verbalized during the consultation
group experience by statements such as the following:

*  See 6C.5.1.1
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“As a student everything is structured for you and the
pressures are having to meet the deadlines. Now you
have deadlines plus having to structure almost limit-
less tasks in the context of Timited time and with
inadequate external resources, and the fear of deplet-
ing internal resources."

Although more supports were acknowledged in the present as opposed to
the first job, members of the consultation group sub-sample did ex-
perience a reduction in supports in the transition from university to
employment. In spite of thefr participation in the consultation group
this jar of “abandonment” could account for the initial work adjustment
being more problematic as measured by the resulting terminations which
were more than for the total sample.

Wasserman found that jobs are terminated with much ambivalence (335,
p.99) and this is one explanation this writer can offer to explain the
following anomaly: In the total group 75 per cent were deriving person-
al satisfaction in their first jobs, and nineteen per cent terminated.
In the consultatien group, personal satisfaction from work applied to

79 per cent but 43 per cent terminated.

Although McKendrick showed that persons terminated employment for reasons
other than personal dissatisfaction (186), this particular sample did
express less domestic and more work related reasons for resigning.

Another explanation for the discrepancy of satisfaction and turnover
arises from the consultation group experience. Members were enabled to
develop heightened self-awareness and were able to be discerning about
what they wanted from their work and what they could realistically ex-
pect to achieve from their jobs, and they were hence forced to examine
what they intended to do about reconciling the differences. And so, in
spite of present satisfaction, termination may have resulted as the
necessary transitional step towards attaining greater personal satis-
faction in other employment

In both the total sample and consultation group, 71 per cent were deriving
perscnal satisfaction in their present jobs.

. “&&/tmf”
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60.5.2  Supportive Facilities Desired

In the first six months of their working careers, the need for recogni-
tion by persons in authority was felt by 71 per cent of respondents and
only 21 per cent were in receipt of this. Similarly, the need to see
changes in the agency as a resuit of their work was also expressed by
71 per cent of respondents and experienced by 29 per cent.

As the year progressed and confidence developed, 57 per cent recorded
receiving recognition from authority and fifty per cent desired it still
further. Fifty per cent saw changes in their agency as a result of their
work but possibly not sufficient as 64 per cent still indicated they would
have 1iked to experience such change.

The supports received were shown to increase over the year, and the
supports this sub-group would Iike to have had, not only decreased with
time, but at no stage exceeded the supports actually received. This
implies that a dearth of supports was not the precipitant of the stac-
catoed adjustment (as per the terminations) and furthermore this sub-
sample did have the additional resource of the research consultation
group as compared with a marked majority in the larger sample.

Termination should therefore not be regarded de facto as a function of
poor adjustment and may well serve to indicate a positive adaptation to
a negative work situation, or to a potentially better work situation.

60.5.3 Social Work Practice

In the application of social work knowledge, values ¢nd skills, varia-

tion between the first and next six months was minimal. On a 7 point
scale whare point f refers to No Opportunity and point 7 to Great Opportun-
ity, members' opportunity to apply these particular practice components was
located mainly at point 5. For the total sample, the points 6,5,6 applied
respectively.*

Casework practice received a mean at point 6 (first jeb) and point §
{present job); a mode of 7 at both job stages; and both medians were
at point 5.

*  See 6C.5.2,1/2/3
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For the total sample peint 7 had the greatest frequency of central
tendency measures* and it appears that opportunity for social casework
was less for the consuitation group than for the sample as a whole.

Opportunity to practice group work and community work was scattered
zcross the scale for both job stages and there was variation between the
job stages. No point predominated on the scale.

Preventive social work opportunity for both job stages received a mean
at point 3, a median at Z, and a mode for the first job at 1 and present
Job at point 2. Opportunity for preventive social work was less for

this sub-group than for the total sample where point 4 emerged as dominant.**

Overall, it can be summarized that members of the consultation group had
less opportunity to apply social work knowledge and skills, and practise
casework and preventive social work than the sampie as a whole; and they
had the same opportunity for vaiue application. The range of scatter for
group work and community work practice suggests that some of these
respondents had mare opportunity to practise these methods than the sample
as a whole.

Whilst an answer to this sub-group's high termination rate may be rooted
in the actua) practice dimension of their work experience, no striking
dissimilarities between the two comparative samples have been unearthed.

6D.6 REASONS FOR TERMINATING SOCIAL WORK EMPLOYMENT

Six respondents gave 42 reasons for terminating their first social work
jobs, and 67 per cent indicated that their work was not persanally satis-
fying, and that it was frustrating.

The reasons having the second highest response rate (50 per cent) were:
no supervision offered; insufficient supportive facilities in work; and
an inability to practise social work in accordance with own standards.

*  See 6C.
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These factors mirror the main reasons (but not in the arder) provided by
the normative sample.*

The issue uf no supervision was the only one of the reasons for terminat-
ing that later reappeared in the ranked dissatisfiers for the first six
months .

BD.7 UNIVERSIY TRAINING EVALUATED VIS-Ai-YIS PRACTICE

6D.7.1  Coyrse Modifications

As with the total sample, this sub-sample also responded with the greatest
frequency (79 per cent) to the item requesting more knowledge of the prac~
tical difficulties confronting social workers. Taback *cc found this need
to be the major one - but termed it "more administrative knawledge"

(298, p.24).

The items drawing the next highest response i.e. fram ten members (71 per
cent) were:

. more knowledge of court procedurs
more knowledge of the day-to-day tasks performed by social workers
more knowledge of how to effect change in organizations

more contact with students of other disciplines

Ore respondent {7 per cent) requested less supervised casework and group
work field instruction; and three (21 per cent) requested more. Six
(43 per cent) wanted more community work field instructian.

More theery of the practice methods was asked for in the order of
community work {21 per cent}; casework {14 per cent) and group work
{7 per cent}.

In spite of the greater consensus in requesting more supervised community
work field instruction, this sub-sample perceived less modifications being

*  See 6C.6.1
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necessary to a)l the methods courses {theory and field instruction) than
was the case for the compesite sample.*

Interestingly 43 per cent of the consultation group recommended more
individual and group tutorials/discussions with university staff members.
This is antipathetic to the one theory being advanced that the abundance
of support received by this group as students has been at variance with
subsequent work adjustment. On the other hand what the respondents want
may not be what they realize they need.

Their request for this resource may alternatively be Tinked to the value
they were deriving from the group consultation experience.

6D.7.2  Preparedness for Social Work Practice

The consultation group's assessment of how equipped they regarded them-
selves for practice, corresponds with that of the total sample** at point
5 on the 7 point scale where point 1 was "Did not Equip me for social work
practice" and point 7 was "Equipped me very well for social work practice”,
The mean, median and mode for the first and present jobs all coincide at
this point.

60.8 PROFESSIONAL ALLEGIANCE

At July, thirteen respondents or 93 per cent nad applied for registration
as a social worker, in terms of the Natjonal Weifare Act, No.79, 1965,
and by December {00 per cent had done sa.

Membership to a social workers' association had been applied for by four
respondents {29 per cent) at July and December which {s less than the low
figure (39 to 41 per cent) for the group as a whole,***

Journal subscriptions had been sought by seven group members (50 per cent)
at July and eight (57 per cent) at December, which is greater than the
figure (38 to 44 per cent) for the tota) group.¥¥*

*E%  See 6C.
*exk See 6C,
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On a 7 paint scale ranging from low {point 1) to high {point 7)

professional identification group members' scores at July and December
were:

CENTRAL TENDENCY MEASURER ot July ] at Dacember

Mean 06 [
Moda o ]
Median 05 ]
Quartiles 05108 | o04:08

Point £ occurs with the greatest freguency for the central tendency
measurements, and is one demarcation below the composite sample.*

Whilst this sub-group rates their professianal identification Tower than
the novm, they have showh more commitment to continue with their academic
reading, but less gregariousness towards colleagues via professional
associations.

60,9 HYPOTHETICAL AN FUTURISTIC ISSUES

60.9.1 Satisfaction in Any Social Work Employment

Top priority for work satisfaction at six months and a year after qualify-
ing was the same for the consultation group and the total sample**
(interesting work with the pramfse of personal satisfaction}). In Taback's
study 100 per cent of respondents regarded this item as essential for
work satisfaction and ranked it as the most important (298, p.18).

Furthermore, correspondence exists in the consultation group designating
this ttem as first in rank, and first chojce in job acceptance.

Although some of the same items emerged for ranking for both the larger
sample and the consultation gronp, differences also appeared: satisfac~
tory salary, unranked by the total group received second ranking in the

‘ﬁt»*“awi&f“
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tatter job stage from the consultation group; and for both career
stages, opportunity for personal development was seen as a satisfier by
the consultation group, but unmentioned by the total sampie.

It is on this very issue of opportunity for personal developmert that
the differences between this sub-group and the larger sample appear to
rest.

€D.9.2 Dissatisfaction with Any Social Work Employment

Whitst a clear first for the total group,* unmanageable workload featured
in third and second rank for the two job stages respectively for the con-
sultation group,

No opportunity for personal development, was unmentioned by the total
sample, but was ranked first at six months, and fourth at a year after
qualifying, by the group members.

In second rank, at six months was, no scope for change in agency, but
this item did not re-appear when dissatisfiers were ranked at the later
stage.

A year after qualifying, low salary was ranked fifth - another item un-
mentioned by the total group

60,9.3 Foreseeable Plans

In spite of 71 per cent of this sample deriving personal satisfaction from
their work, more negativism towards the work sftuation prevailed than was
the case in the total sample.** .This may be attributable to the previously
mentioned postulation voncerning increased self-awareness.

Fewer respondents (36 per cent compaied with 53 per cent of the normative
group) were satisfied with their current work situation, and three indicated
dissatisfaction (21 per cent versus 18 per cent). Furthermore, more

* See 6
** See 6
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{29 per cent versus 14 per cent) intended to change their jobs for another
in social work; and fourteen per cent compared with nine per cent had
designs on jobs out of the field. This intended turnover applies to 43
per cent of this sample as compared to 23 per cent of the total group.

Two respondents (14 per cent) intended to ieave Secuth Africa compared to
nine (6 per cent) in the larger group.

Fifty per cent of respondents recorded their intentions to study further
which is a higher number than for the total sample (37 per cent) but
more in keeping with efforts made to acquire journals and maintain their
academic education thus giving substance to possible fantasies.

Y
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CHAPTER SEVEN
THE CONSULTATION GROUP :

PRESENTATION AND DISCUSSION
OF FINDINGS

7.1 TRANSITIONS IN THE WORK ARENA

Careers hava bean described in terms of a sequence of boundary passages
in which the individual moves up (across hierarchical boundaries), around
{across functional boundaries) or more centrally into the organization
{acrass inclusion boundaries). The actual crossing is depepdent on the
ihaividual's voluntary decision te move or refrain from doing so in con=
Junction with the organization's decision to encourage or prohibit it.
Any of these contingencies which may amount to his being supported,
blocked or pushed in his moving or staying, may create strain, This
strain may be exacerbated in the move itself where the crossing of
boundaries demands that new behaviours be Tearned {117).

Adams sees two paths open for buffering stress and hence alleviating strain:

i} Developing supportive working relationships, where one is helped by
others to focus; test veality; find intimacy, self-worth and per-
spective; and to take responsibility. The best recommended way is
to talk it all out ~ with feeling,

ii) Examining organizational dynamics found to be stressors, and in order
to alleviate strain, changes must be made to reduce ambiguities,

balance workloads, and develop good working relationships (%, pp.52-83).

The transition therefore is unrt only dependent on the individual but on the
chassis organizations. Hopson and Adams describe any transition as being
dependent upon:

=
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i ) Pre-transitional body, organization, group, culture and so on
{in the present case it is the university)
i1 )} Post-transitional body, organization, group, cu'ture and so on

(such as the employing organization)
i11) The mover (i.e. the new social work graduate}
They say that whilst work is required on all three fronts, the firsi two

are more difficult to influence and it is easier for helping agents to
concentrate on the mover (130, p.22).

Throughout this study too, the mover has been the central focus, and this

sub-section describes him in the transition of adjustment from student to
practitioner, as gleaned from the cons:.itation group experience in process.

72 GROUP_CONSULTATION

Not unlike supervision, consultation is a helping and educational process i.e,

growth process. The consultant transmits technical knowledge in facilitat-
ing the problem-defining and problem-solving processes in which members of
the group participate in interaction with each other and the consultant.
Unlike in supervision, the consultant has no administrative authority over
the consultees, nor does any accountability persist amongst them and they
are free to implement or ignore suggestions that arise. For this reason,
members can feel more freedom to express feelings without fear of
jeopardising their jobs, and can engage relatively uninhibitedly in the
group experience which is in itself the most important contributor to
change {90, p.121). The success of the change process Lippitt et al
attribute to client fiexibility where the changes that are indicated cen b2
recognised via the information that is provided, and the effective response
patterns can then be created {169, p.63).

Consultation via a group setting has prevailed for some years. It has even
been considered the most valuable of consultation programses, but the need
for evaluation of the consultation effort has been called for (247, p.12)
as well as a comprebensive theoretical model, or conceptualization of the
method, which is curvently lacking (147, p.63).

This sub-section endeavours to describe the inter-play of group cansultation,

T
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social group work methodelogy, and the new gracuate social worker in his
adjustment to the work situation. It is a qualitative and guantitative
recording of the process and outcome of the consultation group experience.

7.3 RESEARCH PERSPECTIVE

The consultation group has elsewhere* been described as a demonstration
project. Owing to the absence of a control group, a cause-effect or
dependency relationship can not be established with confidence. However,
effecuiveness is described, but the Timitation hulds that stimuli other
than, or in conjunction with the interventive technique of the group
experience may be responsible for changes that occurred. Caution must be
further exercised in adopting or rejecting a specific technique in social
work as it is difficult to separate the effect of a technique from the
effectiveness of the professional person in employing the technique

(355, p.268).

Characteristics of . group situation also influence the validity of its
use as a source of data collection. Maas and Polansky suggest that one
advantage is that the danger of the researcher or nbserver influencing the
“leld is 1ikely to be le¢s than in a casework setting as respordents feel
less conspicuous (172, 8}, On the other hand, limitations regarding
the collection of data are more severe. Recording is more difficult
because of the complexities of the interpersonal interactions. Whilst tape
recordings increase the validity of the record (282, p.119) lhe microphone
is a visible reminder to members of the rescarch-observation situation.
Simultaneous talking and activity results in muffled recordings; and
quieter voices are often recorded indistinctly; and visual clues are
always lost (172, p.141).

In spite of such limitations, ti. tape recorder was used as one means of
collecting information about the group sessions in the study.

7.4 ANALYSIS OF GROUP SESSIONS: RESEARCHER PERCEPTIONS

Each of the twenty group sessions was tape recorded, and a verbatim recerd

*  See p.5%
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transcribed.

From the records the following analyses were made of the researcher's
perceptions of the group:

i

content categorization;
ii ) researcher-member{s) participation;
ii1) gains* to members; and

iv ) a summary compiled

Questionnaires which were administered to the group members afier each
session in order to provide the researcher with feedback to fa:ilitate
evajuation of, and future planning for the group, also served as a re-
search tool, and these were analysed to assess members' pecceptions of
the group.

Each of the above will be discussed separately after a note or content
analysis and its validity and reliability in the present study.

7.4.1  Content Analysis

Conteht analysis hns been defined by Berelson as “a research technique
for the objective, systamat!s, and quantitative description of the
manifest content of communication” (Berelson in 278, p.335). The
analysis proceeds under certain controls that render it systematic and
objective. This means that:

“ (1) The categories of analysis used to classifv the
content are clearly and explicitly definéd 'so
that other individual~ can apply them to the
same content to verify the conclusjons:

{2) the amalyst is not free to select and report
merely what strikes him as interesting but must
methodically classify all the relevant material
in his sample;

(23) some quantitative procedure is used in order tn
provide a measure of the importance and emphasis
in the material of the various ideas found and
to permit comparison with other samples of
material.® (278, p.336).

* gafne of reality-orientation, release, support and self-reappraisal
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SelTtiz et al. stress that quantification is always a more precise pro-
cedure than qualitative description or exploration (278, p.337), and
Shyne draws the distinction between everyday content analysis and content
analysis that satisfies the tenets of research. The latter emphasizes

the farmulation and definition of classifications and rating scales;
sampling of the documents; and testing the reliability of the judge-
ments made {281, pp.118-119) by different analysts or by the same analyst
at different times (282, p.124}.

The correlation is regarded as a measure of relative and not absolute
agreement and generalizing about the level of agreement is not possible

as it is an arbitrary decision dependent on the purpose of the study and
the use to be made af the data. A guide is nevertheless given by Shyne

in that where the percentage of agreement is less than 75 or 80, the use
of the items is questionable (281, p.121). The arbitrariness of the
methodnlogy is again evidenced in the reconciling of discrepancies between
Jjudgements, Shyna says that the method of choice is determined usually by
the predilections of the investigator and the feasibility of the method
{281, p.122).

7.4.1.1  Content Analysis: Validity and Reliability of the Record Analyses

The analysis of the uroup recerds was done solely by the researcher for the
purposes of maintainirc the entrusted ronfidentiatity of the group. The
Following procedure encued:

Al twenty group records were utilized. The researcher first studied in
jetafl five records at random and perused the other fifteen in order to
construct the eleven content item categories (see pages 148-149). She
then systematically marked off in each record as themes of discussion
changed.

She separately recorded what appeared to be the appropriate content item
for each demarcation; the researcher-member(s) participation; and
gains to members. Each analysis was totalled for each group session.

One month later the process was repeated and the intra-judgument correla-
tion computed. Content {tems were matched item for item and the follewing
formuia appliied:
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% Correlation = Discrepancy between items x 100 - 100
otal content items

A1l other variables were matched according to the total occurrences and
subjected to the sawe formula.

This formula which uses the denominator of total judgements, but that first
converts discrepancies to agreement, closely matches that of the nercent-
age-agreement score computed by the formula {266, p.173):

- Number of agreements
8 Agreement = Dtal number of acts judged

The overall correlation over the seven variables was 93 per cent. Agree-
ment on the content items was 86 per cent; and on researcher and group
participation 95 per cent and 98 per cent respectively. The correlation
for the gains was 93 per cent on average and detailed is:

reality-orientation 91 per cent
release 91 per cent
support 95 per cent
self-reappraisal 94 per cent

Influenced by this high correlation the researcher and a consuitant agreed
that Table XIX could be a compound of the two analyses compiled by alternat-
ing the results of the first and second content amalyses over the twenty
sessions.

7.4.1.2 (i) Categorization of Content

From the twenty group records, it was determined that the content of the
group discussions revolved around eleven categories or content items:

A Group structure for example:
composition, purpose, contract, requirements and practical arrangements

B Group-functioning for exampie:
members® interaction, feeliw; ., evaluation of the group, and group
dynamics
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C Group in relation to the external environment for example:
employing agency's knowledge of and reaction to the group,
confidentiality

D  Previous group sessions for example:
feedback, recapitulation, general continuity

E  Future group sessions for example:
plarning content, orientation

£  Agency~objective focus with the emphasis on the person in the work
situation for example:
agency structure, functioning, orientation; description of client
work, team work, inter-organizational contacts, nature of work,
physical structure and facilities (i.e. accommedation and so forth)

G Agency-subjective focus with the emphasis on the persan in the
work situation for example:
subjective reaction to agency structure and functioning including
relationships with management, supervisor and colleagues; the "self"
incorporating personality, feelings, and attitudes as related to
work

H Training for example:
how equipped membars considered themselves for social work practice
{and other careers) from theory and field instruction experience;
continuing education; transition from student to practitioner

{  Relationship between theory and practice including outcome for
example:
disillusionment, chailenge of the rrofession, despondency,
malpractice issues

J  Supportive facilities and the need for and outcome of supportive
facilities for example:
supervision, staff meetings, recogrition, feadback

K Termination of employment for example:
serious (as onposed to loose threats and wishful o-scussion),
consideration of resigning or being fired

Although it was possible to identify eieven principal content items, dis-
crete content areas did not emerge and overiaps did occur. In these
instances the researcher classified the content item in the category she
cansidered most appropriate
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In determining content, each content item continued until there was a
complete change of theme. Hemce one content item would continue in
spite of different members contributing from different view points or
experiences.

Table XIX which commences on page 158 indicates the number of themes
covered petr group session, but not the Tength or depth of the discussions.

7.4,2  (if) Researcher-member(s) Participation

For each content item that was determined, an analysis was made as to
whether the researcher, and/or a member(s) of the group participated by
either initiating and/cr responding to the discussion.

This analysis did net include a frequency tally or detailed account of
the interaction, but only registered participation or no participation.

Furthermore, a1l participation recorded was actively verbal, which, although
appropriate to a task-oriented discussion group, does forsake the many
non-verbal and para-verbal behaviours that did occur.

7.4.3  {ii1) Gains to Members - the Researcher's Perceptions

As described earlier the researcher's orientation in the group sessions
was modelled on that of Emanuel Tropp (318).

Tropp advocates that group members differentially achieve certain gains
from engagement in the group. These gains are in four areas:

Reality-orientation: this focuses on the facts of the situation in terms
of objective reality; or how members perceive sach other, their own
similarities and differences, their resources and their reactions
Release: this involves the expression or unburdening of positive and
negative emotions

Support: this concerns members strengthening or wncouraging one another
through identification and sharing of experiences with the resultant en-
hancing of self-worth

Self-reappraisal: this relates to members reviewing their circumstances
and developing new insights and perspectives (318, p.220}.
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In analysing the gains, the occurrence and not the frequency or intensity
was recorded, hence each content item can be viewed in terms of whether
a1l or any of the types of gains were achieved, by any number of group
members.

Hence Table XIX commencing on page {58 would be read {in part) for example as:

CONTENT ITEM 1 suppoctive facllie B 03 oovurancos
{ Ressarcher's Percoptions : ) NI1%
researcher participation 03 100
member(s) parsicipation o)
guins : reiease 02 3 67
support ale
caality-orlentetion o bz
saft-rezphrolsal 2le

On the three different occasions that supportive facilities were discussed,
the researcher participated every time and a/the member/members only twive.
From these three discussions a/member(s) gained release, support and self-
reappraisal twice {67 per cent of the time} and reality-orientation once
only.

7.4.4 (v} Summary*
Space dous not permit more than a brief summary of the group sessiotis.
Whilst they are presented alongside the quantitative analyses of the group,

thay contain only the most important material of the group and are not a
complete qualitative account running parallel with the quantitative,

i
|
7.5 ANALYSIS OF GROUP SESSIONS: MEMBERS' PERCEPTIONS (

7.5.1 Gains_to Members - the Group's Perceptions
The assessment of the group could be both positive and negative, and as 1B
gains, almost by definition are positive; anly these have been considered

in computing group members' evaluations of the group. ' j

With reference to the questionnaire®* the gains are categorized as:

*  In the summaries the res~archer vefers to herself as "the copsultant”
**  See Appendix M - blue paper ¢




= Sausun s P ww

152.

reality-orientation: 8 1, 7,17

. release: B 3, 5
support: 813, 15
self-reappraisal: B 11, 19

In each group session, the Targest response recorded for each of the four
types of gains was chosen for presentation in the results following:

7.5.1.1 Reality-orientation
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oumauTion

]

T2 3 6 1 b 7 a8 10 1o R oM BTN
anor aessons

FIOURE 144 ASBBASHENT

In her leadership of the group, the worker attempted to adhere to the
reality dimension of issues wherever feasible. It hence follows that a
high level of reality should exist from the eariiest sessions, and this
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was perceived by members as well. In 65 per cent of the group sessions,
over ninety per cent of the members recognized the reality-orientation
gaini and this is particularly strong towards the last groups where for
four consecutive sessions reality was gained by 100 per cent of members.

7.5.1.2  Release
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FIGURE 18 = CAOUF MEMSERS * ASSESSMENT OF RELEALE GAINED.

The percentage of respondents gaining release is on all occasions less
shan the number gaining s realistic ac<essment of an fssue. The researcn-
er views this as positive as it rei- 28 the working purpose of the group

1n session 17, where release was gained by 8% per cent of respondents,
100 per cent also recorded a reality-orientation gain, In session 20,
where members regressed to gripes and "moans" and where the lowest number

. ‘A* o g ®
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gained reality {46 per cent) the lowest number surprisingly aiso gained
release (27 per cent). The resuTts indicate that release does not exclude
reality-orientation.

7.5.1.3  Support
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FIGURE 1 : GROUF MENAENG' ASSESSMENT OF SUFPGRT GANED

Like release, support does not occur at variance to reality, and the %
writer suggests it may even promote the reality-orientation.

With the exception of Sessions 14, 15 and 20, reality-orientation exceeded
support. These same three sessions were also the sessions at which
reality-orfentation figures were at their Jowest.

On seven occasions reaiity-orientation and support percentages coincided,
and on five of these occasions, this was at 100 per cent.

ey
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7.5.1.4 Self-reappraisal
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FIGURE 17 qaneD

The percentage of members who had opportunity to develop self-awareness
in the group often coincided with the mumber who recorded the group as
worthwhile. Both these items formed the self-reappraisal gains and in
all cases the percentage who recorded the group as being worthwhile was
the highest Pigure and hence the constituent of the bar dfagram.

In all the group sessions at Teast seventy per cent of the members gained
self-reappraisal and regarded the group as worthwhile.
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7.5.1.5 Net Gains
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When the obtained figures for each of the four gains were summated and a
mean taken, a net gain figure was produced for each session as per Figure
18. The ovarall pattern of the diagram does not differ greatly from the
previous ones pertaining to each gain specifically.

Of the pessible gains that could accrue {n a session the lowest percentage
that did was fifty and the highest 95 per cent. In sixteen sessions more
than seventy per cent of the possible gains that could be achieved, were
achieved.
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7.6 THE GROUP - QUANTITATIVELY AND QUALITATIVELY

The Table* which follows is a quantitative and qualitative represent-
ation of the group sessions based on the previous explanations and
discussions.

item variable indisates that a content {tem was not discussed

during a specific group session, and the corresponding vertical
column hence contsing no dash. Where a dash does qocup it in-
dicates the non-occurence of participation or a gain related to

; * In the construction of the table, a dash {-) alongside a content
] a content ftem.
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1.7 THE GROUP IN PERSPECTIVE

7.7.1  Participants' Participation

In al1 sessicns, the researcher and member(s) participation per content
item was high, but only in session 9 did the researcher's exceed the
group's by one response {10 per cent).

7.7.2  Gains

Bains per content item are given in Table XIX with reference to the re-
searcher's perceptions, but no overall figure is caiculated. This is
supplied rather by the group members themselves and Figure 18 on page 156
reflects the average net gain per session. It can be noted that in each
series of gains per session, reality-orientation and self-reappraisal
were usually higher than the release and support, and gains did not occur
in mutually exclusive combinations.
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7.7.3 Movement of the Group

Much has been written on the various stages in transitional experiences.
Eariier,* transition and self-esteem were examined; Cnldstein {dentifies
the change experiences as progressing through an induction, core and
terminal phase (90); and Lippitt et al's. paradigm comprises seven Jdiffer-
ing stages:

1. Development of a need for change

£stablishment of a consulting relationship

Clarification of the problem

Examination of alternative solutions and goals

Transformation of intentions inte actual change efforts

& o e w o

Generatization and stabilization of a new ievel of functioning or
group structure

7, Achieving a terminal relationship with the consultant or defining a
different type of continuity relationship (169, p.122; 168, p.283).

In several instances the phases as pertaining to the different models
can be identified in the research group. However, in attempting to
corset the group into any particular model, unique characteristics will
be cbscured, and for this reason, the writer chooses to merely describe
in condensed form what the summaries and quantitative iilustrations
have already portrayed.

Reality-orientation was present from the earliest sessions and permeated
throughout the group process. The leval of material discussed altered
over the time period and became increasingly more sophisticated.

Initially sessions were characterized by members, with the apparent need
for release, presenting factual descriptions of work situations and prob-
Tems, Gradually mere cathartic verbalizations gave way to the develop-
ment of the capacity to work at these issues and view situations multi-
dimeisionaily, taking into account factors such as a member's own role in a
situation and the mutual infiuence of new practitioner and work situation.

*  See p.12
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The need for projection Jessened as members recognized and accepted their
' own lack of skiil.

Support, whilst prevalent throughout the series of sessions, with time
assumed a more confronting tone anchored to reality.

Although self-reappraisal emerged as 2 highly significant gain for members,
its depth was interestingly diversitied. The researcher postulates that
members® ability to derive seif-awareness from 2 group session is directly
related to the extent the individual desires this and is willing to seek
it out. This means that the more an individual was able to gain from the
group was indeed dependent on what he was prepared to invest in it.

A successful process of consultation ends with three kinds of Jearnings

according to Lippitt et al. (169):

1. More adequate coping with the problems that initiated the consulting
process: -

In spite of a high rate of job turnover, members did adjust to their
work situations and became increasingly able to appraise their environ-
ments and their needs fn fnteraction, and to develop the appropriate
behaviours of attem-*ing to effect change where it was realistic or
else accommodating to he circumstances,

2. More adsquate functioning in clarifying futuce problems as they emerge
and to make appropriate decisfons about seeking outside help when
needed:~

Towards the latter sessions, the group members indicated more autonomous
functioning in their work situations, They continved to utilize other
group members, but in the capacity of resource persons, and they con-
cluded the series of sessions by attempting to stabilize change by
structuring another type of group experience.

3. Llearning of new procedures and new types of organization to maintain

oneself in a healthy state of changeability in adapting to changing
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conditions and in utilizing potentialities for creative functioning
and productivity:-

The latter group sessions reflected that members had become increas-
ingly productive in their work and were displaying signs that they
bad graduated beyond beginning competence,
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CHAPTER EIGHT

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

This study was conceived in the wave of current manpower stress in South
Africa and addresses itself to the social work profession. Services to
clients are generally rendered by the younger members of the profession
because scarce experienced practitioners are syphoned into administra-

tive posts with the result that the status of the profession in the
community has been stunted, Aggravating this or because of it, practition-
ers render sporadic service sometimes devoid of full commitment and the
retention of professional social workers, particularly new graduates is a
tenuous issue. Many accusations have been filed regarding the incidence of
turnover in the profession and defection from it, but few have been
empirically tested,

The present study has as its central concern the new social work graduate
in the year {mmediately following qualification. Attention is extended to
issues emanating from this central Jocale and these include the transition
from university to employment, and the actual work situation.

8.1 AIMS

The main aims of the study briefly restated, were:

1. To quantify the work patterns, occupational mobility and wastage
amongst new social worx graduates.

~

To examine the work experiences of beginning social workers in their

first year of practice.

3. To identify factors that produce work satisfaction and dissatisfaction
for novice social workers.

4. To test the hypothesis that a rela'i-uship exists between participation

in graup consultation sessions ana wi-. retention in practice of social

workers in the year following qualification.




167,

6. To assess whether participation in group consultation Is a gainful
experience for novice social workers.

8.2 THEMES

A nutoe of interconnected themes permeate the study and intersect at the
point of work satisfaction.

The first interweaving topic is that of transition.. This subject is

viewed against the backdrop of support systems that can mediate the stresses
and strains inherent in any transition and so maximize the growth opportun~
ity that is presumed to accompany every transition, and which has its
tentacles in the higher order needs of persanal growth and development.

The second theme is that of individual needs which are nourished or
thwarted in the work situation, particularly higher order needs calling
for self-actualization, autonomy and self-esteem.

Thirdly, the nature of the social work profession and the structure,
organization and functioning of its work force is examined with respect to
the factors that contribute to maintzining the individual's needs in
healthy buoyancy or bruising them badly so that work satisfaction, product-
ivity, and turnover is affected.

Support networks, as operative in pre-~ and post-transitional systems, are
examined for their role in the graduate's transitional experience, their
effect on his need realization and consequent adjustment to work.

8.3 RESEARCH DESIGN

In order to pursue the aims of the study the research design had as its
major features:

1. Two questionnaires which were sent to all new social work graduates in
South Africa v jualified at the end of 1975 and who agreed to partici-
pate 1in the 1+ arch. In keeping with the longitudinal nature of the
vesearch, the first questionnaire was mailed after graduates had been
out of university for approximately six months; and the second, after
a year.
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The questionnaires were designed to ascertain whether graduates were
in employment; and if sc, to coliect data on their employmeni ex-
periences after approximately six months and then a year in the figld.

For purposes of analysis descriptive statistics were extracted from
the questionnaires.

r

A group was established by the researcher where fifteen new social

work graduates participated in twenty, fortnightly consuitation
sessions. After each session members completed a questionnaire which
served to provide feedback on the group; and constituted a research
tool for measuring gains to members. Verbatim records were writien
from tape recordings of each session, and a content analysis of all
records was the research technique applied to quantify the researcher's
perceptions of the data.

8.4 RESEARCH FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

In accordance with the first aim of the study, the results revealasd that
the percentage of new graduates who had never entered social work empioy-
ment was high, but turnover within and defection from the profession is
comparatively less alarming.

Owing to the ten per cent (22 persons) panel loss from a sampie of 214 new
graduates, data is summarized here as it relates to the smalier Cecember
sample of respondents as seen against the number comprising the initial
sample at July.

During 1976, 25 per cent {53 persons) were known to have never entered the
social work practice arena, the main reason being they had continued to
study, and the next reason was because they had sold their skills vutside
the profession. Black graduates were deflected from social work practice,
as they could not obtain satisfactory posts.

A turnover of fourteen per cent occurred within the field as 150 social
workers held 171 social work posts. The Ffrequency of terminations was

highest for the first social work post where 29 terminations were registered.

A further three new graduates {2 per cent} terminated a second pust. Hence
32 terminations occurred which is a 21 per cent incidence. For first jobs
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the turnover amongst males was higher than Tor the females, but it was
largely contained within the social work profession.

Of the 32 terminations, eleven social workers (of whom ten were females),
did not assume another social work post after Teaving the previous one,
which constitutes a seven per cent defection rate.

Summating the 25 per cent who had never practised, the five per cent who
subsaquently defecied and one per cent {3 new graduates) who were practis-
ing outside of South Africa, the minimum wastage at December 1976 was 31
per cent, and was expected to rise to 42 per cent by July 1977 (waiving any
re-entry statisties).

McKendrick showed that the greatest cccupational mebility was in the age
group 20-24 years {186, p.284). The moda) age group in the present study
is 20-22 years and relative satisfaction with work has reigned, but indica-
tions (the mid-1377 predictions} are that occupational wastage and mobility
were likely to increase. This suggests that the crucial peried for another
research study may be the second year after gualification. It would also
be appropriate to pursue graduates who had never practised or who ceased

to practise in ordar to ascertain the number who re-enter the profession.

Whiist the continuation of academic studies should not be discouraged,
employing bodies could provide bursaries and create part-time posts so that
post-graduate siudents can contribute simultaneously to social work service,
The Auret Committee recommended that persons who are inactive in the pro-
fession either after completing their studies or during their career, should
be subject to provisional registration until they demonstrate fulfilment

of practice requirements (256, p.65). This could act as a deterrent to
persons considering obtaining employment out of sacial work or not practis-
ing in the profession for whatever reason.

An examination of the work experiences of the beginning social worker which
is the second aim of the study indicated that:

1. In their first jobs, 85 per cent of all the graduates (but only half of
the Blacks) were in jobs of their choice, and the field of choice for
most was that of child and family welfare, many seeking out this field
in an attempt to gain broad general experience.

. ‘tﬁ&./'.: . e
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2. Thirteen per ceri of all posts held were on a locum tenens basis;
and three per cent of all posts were part-time.

1 3. A deplorable disparity exists between salaries paid to the different
population groups, especially between the Whites and Blacks, and
rectification is called for.

4. Opportunity to gain broad general experience in sociz] work was the

most influential factor in first job acceptance, and opportunity for
personal development in present job acceptance. Generally jobs were
chosen for their potential to meet higher order needs and other reasons
included interesting work that gave promise of personal satisfaction,
and high regard for the quality of work by agency personnel (this last
factor being influential for present but not first job acceptance).

For the Black and Brown populatice groups additional factors to the
above influenced job acceptance .nd these were of more practical
consideration. Black graduates had bursary contracts to fulfil, and
were restricted in choice by the number of posts available; and Brown
graduates were concerned abaut the agency location for trave) purposes.

5. Supervision and consultation systems were the major formal supportive
faciTities available to final year social work students. Whilst these
continued to be available to new practitioners they were diluted.
Other facilities came into play and much reliance for support shifted
to colleagues both in and out of the employing organization and it
occurred both formally and informally. The network of support systems
for practitioners was in total greater than that which existed for
respondents as students, and furthermore, as the year advanced, a
parallel expansfon or stabilization of the support network took place.

6. Graduates' demands for more supportive tacilities were minimal, but
discontent reigned with regard to Tibrary facilities in the agencies
being inadequate.

The results showed that respondents were satisfied with the
(quantitative) supporis available to them and possibly they had even
more than they desired,

A study on the quality of supports in various combinations and

perputations could prove useful in determining priorities in devising
comprehensive support systems. It is suspected that more administrat-
ively~focused than personal development-orientated supervision {s the

) PO
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2, Thirteen per cent of &17 posts held were on a Jocum tenens basis;
and three per cent of all posts were part-time.

3. A deplorable disparity exists between salaries paid to the differznt
population groups, especially between the Whites and Blacks, and
rectification is called for.

4. Opportunity to gain broad general experdience in social work was the
most influential factor in first job acceptance, and opportunity for K
persoral development in present job acceptance. Generally Jobs were
chosen for their potential to meet higher order needs and other reasons
included interesting work that gave promise of personal satisfaction,
and high regard for the quality of work by agency persomnel (this last
factor being influential for present but not first job acceptance).

For the Black and Brown population groups additional facters to the
above influenced job acceptance and these were of more practical
consideration. Black graduates had bursary contracts to fulfil, and
were restricted in choice by the number of posts available; and Brown
graduates were concerned about the agency location for travel purposes.

5. Supervision and consultation systems were the major formal supportive
facilities available to final year social work students. Whilst these
continued to be available to new practitioners they were diluted.
Other facilities came into play and much reliance for support shifted
to colleagues both in and ocut of the employing organization and it
accurved both formally and informally. The netvork of support systems
for practitioners was in tota) greater than that which existed for
respondents as students, and furthermore, as the year advanced, a
parallel expansion or stabiiization of the support network took place.

6. Gradustes' demands for more supportive facilities were minimal, but
discontent reigned with regard to library facilities in the agencies
being inadequate.

The results showed that respondents were satisfied with the
(quantitative) supports available to them and pessibly they had even
more than they desired.

A study on the quality of supports in various combinations and
permutations could prove useful in determining priorities in devising
comprehensive support systems. It is suspected that more administrat-
ively~focused t.an personal development-orientated supervision is the
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norm, and it is recommended that employing organizations strive to
introduce consultation inte staff development programmes.

Working conditions were regarded as favourable by 79 per cent and
76 per cent of resp~~..ts in their first and present jobs respect-
ively, but for the B ip in their first jobs favourable work-
ing conditions appli- cer cent, and fifty per cent in their
present jobs.

In keeping with the thesis that the availability of supportive
facilities contributes to work satisfaction, 75 per cent of respond-
ents in their first jobs and 71 per cent in their present jobs
indicated they were deriving personal satisfaction from thair work;
and 71 per cent intended to remain in their present employment until
at least mid-1977. In this particular group, eighteen per cent
recorded they were dissatisfied with their jobs and 53 per cent
indicated satisfaction. On the whole, fewer Blacks than Whites, and
fewer males than females were deriving personal satisfaction from
their work.

Nineteen per cent of the sample terminated their first jobs, and
although this tigure includes Biack practitioners, none of the
Tatter revealed the reasons underiying their decision. From the
other groups it was ascertained that insufficient supportive facil~
ities was a major contributing factor. Other reasons were those that
mitigated against satisfying higher order needs such as Timited
opportunities for personal development; an inabiiity to practice

in accordance with own standards; work being not personally satisfy-
ing: and work being frustrating.

Interesting work that gave promise of personal satisfaction, and
opportunity for personal development were factors highly influential
in the acceptance of the first job and in accepting a second social
work post. Their absence in work situations was a potent cause of
resignation.

In future studies comparing each individual's reason: for job
acceptance-termination-acceptance could prove to be useful in examining
500 mobility.

- In measuring the fallowing social work constituents on a scale ranging

fram point 1 (No Opportunity}, to point 7 (Great Qpportunity), the
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point with the greatest frequency of central tendency - which could
be either the mean, mode or median ~ emerged as:

social work knowledge 13
sacial work values 5
social work skills 6
socfal casework 7
social group work tite2
compunity work tfto2
preventive social work : 4

No or minimal differences in opportunity existed for first and
present jobs.

Black respondents had less opportunity than Whites to apply in
practice their social work knowledge, values and skills; and all the
population groups had equal opportunity for direct practice, albeit
minimal for group work and community work. The implications are that
although respondents received a gemeric social work treining, this is
not utilized differentially in meeting community needs.

12. On a 7 point scale measuring how equipped graduates considered them-
selves for practice with peint 1 indicating "not equipped” and point
7 indicating “very well equipped®, point 5 was focal and revealed a
wore than fair feeling of preparedness. Respondents would however
have Jiked to have entered the field armed with more knowledge of the
practical difficultias confronting social workers. Other cuggestions

for wodifying the social work course at university cen’ “ntro-
ducing more supervised field insteuction in the order . iy
work, group work and casework. More of the associated ti. wRS

also requested but with less viger, and the greater plea was for Tegal
knowledge and knowledge of specialized settings and court proceduve.
This does ring true seeing that most graduates were practising in
child and family welfare, and statutory settings.

Practice demands are for more community work and group work which in
addition to their own intrinsic value, serve as antidotes to Timited

Ml&/",:;ff:?m




173,

manpower. Universities need to enhance training in these areas so
that graduates will seek out and utilize opportunities where needs
beckon even if beyond the confines of traditional welfare agencies.
This view has been supported by the Auret Committee which endorsed
alterations to the present subsidy scheme for social workers'
salaries so that appropriate recognition could be given to social
group work and community work activities (256, p.50). Black grad-
uates on the other hand, did not recommend more community work and
group work in their university courses, but casework, and this may
be becayse it is the practice method demanded of them.

The Titerature stresses social work's function as being amangst the
poor. This should be spelled out for South African conditions by
universities and sacial welfare organizations: as well as the role
of White, Black and Brown social workers and the contribution of
each within our complex and segregated society.

13, In assessing their professional identification, respondents’ ratings
were concentrated at point 6 an the 7 point scale ranging from no
professional identification (point 1) to high professional identifi-
cation {point 7). Registration as a social worker had been applied
for by 95 per cent of the sample, but professional allegiance was
less in the areas of professional 1ife carrying litile pressure and
no compulsion such as making application to a social workers®
association for membershin; or subscribing to journals. Forty per
cent of the sample had been motivated in both these areas and this
did not include more than two-thirds of the males; and plans to
study further were held by 37 per cent of the sample, of whom 75
per cent ware from the Black and Brown population groups.

LegisTation that is to be enacted* ¢o replace the National Welfare
Act, No.79 of 1965 (215), will provide for the existence of a social
work council which has the potential to enhance the image of the
profession and socia) workers' identification with it. In terms of
Tegislation, the Council or Social Workers® Association should strive
towards underwriting a code of ethics, and encouraging effective
personnel policies and practices. These can help stabilize work

* Sggﬁequently enacted (30 June 1978) but not yet enforced (84; 216;
285}

.
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adjustment, personnet retention and services to clients.

The third aim of the study was met largely via the second aim, but
further embraced hypothetical issues. Respondents were requested to
rank the factors that they considered produce satisfaction and dis-
satisfaction in any sociat work job.

Work dissatisfaction was envisaged as being created by absences of and
deficiencies in the very same factors that promoted work satisfaction.

Interesting work with the promise of nersonal satisfaction was ranked
first as a satisfier in any social work job and featured strongly in actual
Job acceptance and actual termination. However, in 1is negative form it
occupied the fourth rank as a hypothetica) dissatisfier.

#hilst insufficient supportive facilities was the primary reason for job
termination, it did not feature as such in the 1ist of ranked potential
dissatisfiers. Top of this Tist was unmenageabie workload, which in turn
made 1ittle impact amongst the actual reasons for job termination.

Hence a discrepancy existed between what respondents had experienced in the
work situation and what they imagined wou'd cause work satisfaction or
dissatisfaction.

The extravagant wielding of suppositions by management, practitioners,
educators, planners and so on, unfortunately serves not only to create
impressfons about a situation but often provides the erronecus impetus
for planning and programme implementation. The Findings of the present
research study should help to strengthen the necessity for urging
empirical research as the basis for planning.

The fourth aim tested the hypothesis of a relationship existing between
participation in group consultation sessions and the duration of practice.
The hypothesis was supported but in its negative form: A higher percentage
of job turn-over and derection occurred amongst members of the consultation
group as compared with the normative sample.

Two explanations were offered for these findings:

éﬁ s ,g&’*
s 2
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i) Members of the consultation group were in receipt of more forma)
supperts as students, thawn as practitioners in spite of the edd-
itional resource of the consultation group. It {s pastulated that
in the transition te work this decrease in support caused them to
feel abandoned, and n attempting to regain equilibrium, they were
floundering in their work adjustment and they may have terminated
Jjobs prematurely.

The consultation group itself awakened and stimulated self~awareness
and members were helped to identify what they wanted in their work
situations, what they could realistically expect to achieve and how
they were going ta recancils the difference. In the face of group
support for their decisions, a larger percentage than in the composite
group may have developed confidence to terminate empioyment which was
viewed as the appropriate step in seeking work satisfaction.

i

The fifth aim as to whether the consuitation group served any positive
purpose was established from the quantified results, and the researcher's
qualitative evaluations of the group sessions,

In 11 the group sessions at Teast 75 per cent of the members assessed the
group as worthwhile, and this was based on the extent to which they gained
reality-orientation, ralease, support and self-reappraisal.

In sixteen sessions (80 per cent), more than seventy per cent of the above-
named gains that could be achieved were achieved,

Members® qualitative evaluations of the group experience wera essentially
positive but certain changes in structure and functioning were recommended:*

1. The size of the group should be about seven members, and sessions
of an hour in length should be held weekly to aid continuity and
promote depth of interaction. Ten months duration was regarded as
satisfactory provided that it is punctuated by periodic evaluations
of the fime and purpose components of the contract. Stocktaking of
accomplishments in the Vight of the changing needs of members should
also be ongoing.

* In 1877, seven graduates who qualified at the end of 1976, approached
the writer to Tead a consultation group for which she was remunerated.
Some of the recommendations arising from the 1976 consultation group
were effectively implemented the following year

- houetn




2. Paying of fees to the consultant reinforces members' commitment,
increases their demands and heightens productivity. It is a pre-
requisite that the group leader (consuitant) be independently
based of any of the employing agencies in order to promote members'
security and facilita*e the uninhibited sharing of information.

w

Tropp's model (318} is an appropriate framework against which to
order experiences, but the consultant's personal orientation and
group members’ needs should also be considered. This writer's
preference is a structural-functional consideration of organizations,
as the host for practice and into which Lippitt et al's. diagnostic
orientation fits snugly. They advocate concern with power dis-
tribution; the mobitization of energy; and communication (169,
pp.23-49).

4, The axle of the consultation is the accommodation of the new grad-
uate To his employing organization via change in both or either,

8.5 INDICATIONS FOR FUTURE RESEARCH

The fledgling social worker in his First year of practice has been the
focus of this study. Freezing attention at the end of the First year
could have concealed important areas that pertain to work adjustment in
the early career of the social worker, and a study fallowing-up the
second year after university would provide further insights into work
satisfaction and dissatisfaction. Such a research study could also
incorporate the graduates who had never practised, and those who left
soctal work and who may have re-entered practice.

Turnover within the field could be examined from the stance of an indiv-
idual's expectations of himseit, nhis aciual newds and the employing
organization's role in influencing his work experiences. This could
include the reasons an individual accepts a job, terminates this job and
accepts another, and whether a precur<nry relationship operates in the
Joh-acceptance-termination cycle.

The whole area of supports could be further investigated where various

supportive facilities could be extracted and examined to ascertain what
specific needs they satisfy either individually or in combination with

other supports. It may then be pussible to develap various sub-systems
of supports knowing exactly what function each system could perform,
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and match these to the needs of particular employees.

Whilst the writer has highlighted a few specific areas that could prove

to be exciting and valuable social work research, many more studies

could be designed incorporating the three essential ingredients: the individual
social work employee, the employing organization, and their common objective.
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| y of the Wi , Joh burg
School ot Soshai Work

1 Jan Smuts Averwe, Johannesburg, 200t, South Alrica
Telephone 39-4011  Telegrams ‘Universily' Telex 8-7330 SA

telephono ext 278 or 8224
your teference
our reference

date 24 September 1975

Colleagues at training centres will recall our communications of late 1974
which cemented our mutual interest in social welfare manpower research.

In the interim Departments of Social Work have became invoived in the
phase retating "o recruitment and selection of students at undergraduate
Tevel {remember Brian McKendrick's visit earlier this year) and early
drop-outs (those pink cards that keep rolling ini).

A third aspect relates to the adventures and work experiences of the new
social work graduate and our Miss Irene Comaroff will be handling this
part in heir investigation of "Social Workers and Their Work Situation:
The Year Following Upon Quali«ication". Briefly the aims of the’ study
are as follows:

1 To examine the work experiences of newly qualified social workers;

2 To delineate factors that promote work satisfaction and motivation,
that mitigate against it, and that cause work dissatisfaction;

To establish the extent to which social workers defect {drop out)
from the social work profession within the first year following
upon quatifying;

w

s

To conclude with recommendations relating to:

i) the role of universities in the preparation of students
towards assisting them to cope as beginning social workers;

ii)  the role of employing bodies towards assisting the beginning
worker to remain in practice as a social worker.

For purposes of this study 1% will be necessary to make contact with

1975 final year students and to invite them to participate as respondents.
Those persons who agree to do so will be asked to supply their 1976
addresses to our Miss Comaroff.

It is not our intention tu impose additional work on our colleagues: each
student will be sent a brief explanatory memorandum incorperating an

‘A@ e
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REPLY FORM

T0:  THE DIRECTOR AND HEAD FROA:
SCHOOL OF SOCIAL WORK
UNIVERSITY OF THE
WITWATERSRAND
JOHANNESBURG

SURVEY ON THE §7 CTION AND TRAINING

OF SOCIAL WORK M “WER IN SOUTK AFRICA -
SUB~STUDY ON "SOL. . WORKERS AND

THEIR WORK SlTUATION THE YEAR FOLLOWING
UPON QUALIFICATION"

In response to your letter concerning the sub-study on the work
experiences of social workers in the year following upon
qualification our response is as follows:

{Please tick the square opposite your answer.)

We are prepared to distribute copies of your letter
to all final year undergraduate social work students.
Please send us, copies of the letter, and
address the parcel to

Please mail letters directly to our final year
undergraduate social work students, A 1ist of names
and addresses is attached for this purpose.

SIGNATURE DATE

PN |
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University of the Wi d, Joh burg ]
Schaol of Soclal Work
1 Jen Smuts Avenue. Johannesburg, 2001, Soulh Africa \/

Telaphone 334011 Telograms ‘Univershy' Telex 8-7330 SA

twaphons ext 278 or 8224
yaur referonce
our ceference

date 15 October 1975

Dear

RE: SURVEY ON THE SELECTION AND TRAINING OF SOCIAL WORK MANPOWER I
SOUTH AFRICA - SUB-STUDY ON “SOCTAL WORKERS AND THEIR WORK SITUATION
THE YEAR FOLLOWING UPON QUALIFICATION"

Thank you for your readiness to participate in the above study.

I enclose herewith copies {as specified by

of the letter which is please to be distributed to all your final year
social work students frrespective of whether they intend practising next
year or not. Please note that a stamped self-addressed postcard is attached
to each letter enabling the students to return their responses to me
individually.

An extra copy of the correspondence is enclosed for the information of
your department.

Your willing cooperation is greatly appreciated.

Yours sincerely,

Irene Comaroff (Miss)
Manpower Research Unit

Tores
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Uni ity of the Wi and, Joh burg

School of Soctal Work

1 Jan Smuls Avenue, Johannesburg, 2001, South Africa
Telephone 39-4011  Telegrams 'University' Telex 8-7330 SA

tolephone ext 278 or 8224
Your reference
our reference

date 15 October 1975

Dear

RE: SURVEY ON THE SELECTION AND TRAINING OF SOCIAL WORK MANPOWER I
ICA ~ TUDY ON "SOCIAL WORKERS AND THEIR WORK SITUATION
THE YEAR FOLLOWING UPON QUALTFICATION®

Thank you for your readiness to participate in the above study.

I enclose herewith copies (as specified by ]
of the letter which is please ta be distributed to ail your final year
socia) work students irrespective of whether they intend practising next
year or not. Please note that a stamped self-addressed postcard is attached
to each letter enabling the students to return their responses to me
individually.

An extra copy of the correspondence is enclosed for the information of
your department.

Your willing cooperation is greatly appreciated.

Yours sincerely,

Irene Comaroff {Miss)
Manpower Research Unit

&M wa
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U - 4 doh b
y of thx nd, 9
Schoa) ot Social Work
1 Jan Smuts Avenue, Johannesburg, 2001, South Africa v

Telephone 39-4011  Talegrams ‘University  Telex 8-7330 SA

tolephane axt 278 or 8224
your reference
our reference

date 18 October 1975

Dear

RE: SURVEY ON THE SELECTION AND TRAINING OF SOCTAL WORK MANPOWER IN
SOUTH AFRICA ~ SUB-STUDY DN “SOCIAL WORKERS AND THEIR WORK
SITUATION: THE YEAR FOLLOWING UPON QUALIFICATION"

Thank you for your readiness to participate in the above study, and for
having indicated your willingness to distribute copies of my letter to

all your final year social work students.

Unfurtunately administrative difficulties reared as a major obstacle and

I do apprec‘la*e your further co-operation in response to my telephene cail,
in forwarding to me a Tist of the names and addresses of your students.

1 apologise for any inconvenience.

1 have posted a letter and stamped self-addressed postcard to each student
and hope to have the replies rolling in soon!

For your information I enclose a copy of the correspondence which I had
with the students.

With best wishes,

Yours sincerely,

Irene Comaroff (Miss)

Manpower Research Unit

Proee
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Uni ity of the Wi d, Jof burg

School of Social Work

1 Jan Smuts Avenue, Johannesburg. £ 301, South Atrica
Tefophone 36-4011  Telagrams anersity’  Telex 8-733D SA

tolephone ext 178 or 8224
your reterarce
our refarence

date 7 October 1975

Dear

RE: RESEARCH STUDY - “SOCIAL WORKERS AND THEIR WORK SITUATION:
THE YEAR FOLLOWING UPON QUALIFICATION®

I write to you at the brink of your entry into the fiald of pr‘act\ce from
the arena of education and training. Currently in South Africa the
subject of social work manpower is under investigation in the hope of
highlighting issues for the attention of both educational and employing
institutions, I am a member of this researck unit and my specific field
of interest is the transition period from student to practitioner.

At the present time, we have little empirical knavﬂedge about newly
qualified social workers and their work situations. In order to gain
insight into this area, a research programme will be introduced next
year to study the work experiences of beginning social workers such as
yourself.

The study has been designed to include all persons {except UNISA students)
who qualify as social Workers in South Africa at the end of 1975,
irrespective Of where they will be 1iving, or whether or not they will

be practising social work during 1976,

Participation in the study will involve the complietion of two brief
questicnnawes. The first will be posted to respondents in June 1976, and
the second in December 1976.

In addition to completing the questionnaires, those beginning social workers
who will be practising in Johannesburg may, if they so wish, parhmpate in
a fortnightly “consultation group" which I shall lead and which wi1l be
focused upon the work experiences of the members. Discussions are envisaged
to relate to the employing organization of members, to clients and to the
members themselves.

This cansultation group will be limited to the first twenty applicants.
It is propased that the group will meet fortnightly for an hour in duration,
and extend over the period from Januzry 1976 to December 1976,

i
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2

The purpose of this letter to you is therefore to request you to agree to
participate in the study; and to complete the anclosad stamped, self-~
addressed postcard and return it to me as soon as possibie. In so doing
please regard the term "contact address® on the postcard as referring to
any address from June 1976 onwards where mail can reach you directly (e.g.
place of residence); or any address which can be relied upon to have
maii forwarded to you (g.g. home of a relative or close friend who is
likely to be in contact with you irrespective of where you are).

1 assure you that al} information received from all individual participants
will be treated confidentially.

Very best wishes for your forthceming examinations.

Yours sincerely,

Irene Comaroff (Miss)
Resgarch Horker

P
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L y of the Wi d, g
School of Social Work
i Juin Strats Averue, Johannesburg, 2001, South Atrica v

Telephore 35-4011  Telagrems University Telex 8:7330 SA

telephann ext 278 of 8224
yaur referenice
our reference

date 7 Oktober 1975

Geagte

! NAVORSINGSTUDIE - MAATSKAPLIKE WERKERS EN HULLE WERKSITUASIE;
DIE JAAR VOLGENDE OP VOLTOOIING"

Ek skryf aan u waar u op die vooraand stasn van u toetrede tot die praktyk.
. Die onderwerp maatskaplike werk mannekrag word tans in Suid Afrika onderscek
i met die hoop om belangrike aspekte te beklemtoon vir aandag deur beide
. opvoedkundige en indiensneming instansies. Ek is n 11d van hierdie
B navorsingeenheid en my besondere belangsteliing is die tydperk van
i oorskakeling vanaf student na die praktyk.

B Op die huidige tydstip beskik ons oor weinig empiriese kennis aangaande die

i pas gekwalifiseerde maatskaplike werkers en hulle werksituasies. Ten einde
insig te verkry op hierdie gebied sal % navorsingsprogram volgende jaar
ingelui word om die werkondervindinge van beginners socs uself to bestudeer.

Die ontwerp van die studie betrek alle persone (behalwe UNISA studente) wat
in Suid Afrika aan die einds van 1975 as maatskap?ike werkers sal kwalifiseer,
ongeag waar huil. mag woon, en of hulle maatskaplike werk gedurende 1976 sal
beaefen al dan nie

Oeelname aan hierdie studie sal die voltooling van twee kort vraelyste beheis.
Die eerste sal gadurende Junie 976 san respondente gepos word en die tweede
gedurende Desember 1976.

Bykomend tet dig vo)tamng van die vraglyste mag danrdie beyinners in
maatskapTike werk, wie in Johannesburg sal praktisee , en wie so sou verkies,
by m twee—week'lxkse besprakmgsgmep onder my leiding aansluit waartydens

op die werkondervindinge vaiv die lede gekonsentreer sal word, Die vooruitsig
is om hierdie besprekings in verband te bring met die indiensnemende
organisasies, kliénte en die lede self.

R RS

Hierdie besprekingsgroep is beperk tot die eerste twintig aansoeke. Die
voorstel s dat hierdie groep elke veertion dae vir een uur Tark oor die
tydperk Januarie 1976 tot Desember 1976 sal ontmoet.

-
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Die doel van hierdie skrywe is dan om u te versoek om aan die studie deel
te neem; die ingeslote gefrankeerde, geadresseerde poskaart te voltooi en
5o gou moontiik aan my terug te stuur. Die ftem ,kontak adres" op die
poskaart verwys na die adres vanaf Junie 1976 waar pos u direk kan bereik
(bv. huisadres) of femand wat u kan vertrou om pos na u aan fe stuur

{bv. adres van f familie 1id of vriend).

Ek wil u die versekering gee dat alle inligting van individuele deelnemers
as streng vertroulik behandel sal word.

Ek wens u alle sukses toe met die komende eksamens.

Die uwe,

Irene Comaroff (Mej)
Navarsingswerkster

&
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LNIVERSTTY:

DO Y0U WISH TO PARTICIPATR I8 THE STUDY?
ESS U OH DEEL TE NEEM AAN DIE STUDIE?

CT ADDRESS" POR 19761
62

"GOTA
JSONTAK, ADRES" VIR 1971

TELEPHOGE MIMBER:
TELEFOOY NOMAER:

Tas L

§o
WEE

MISS IRENE COMAROFF
SCHOOL OF SOCIAL WORK (RESEARCH UNXT)
UNIVERSITY OF THE WITWATERSRAND
JAN SMITS AVENUE
JOHANNESBURG

SISH TO B CONSIDERSD FOR MEWEERSHIP OF il CONSULTATION GRODP?
12 KONSULFASYE CHOEP, QUKKHEG 15 WORD?

UNCERTATH
ONSERER

2001
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University of the Wi Joh g

‘School of Soclat Work

4 Jan Smuts Avenus, Johannesburg, 2001, South Alfrica
Tolaphone 394011 Telaqrama University Telax 87330 SA

telaphane ext 8232 or 8224

your raterence

ous reference

dte 16 February 1976

Dear

RE: RESEARCH STUDY -~ “SOCIAL WORKERS AND THEIR WORK SITUATION:
THE YEAR FOLLOWING UPON QUALIFICATION"

Towards the end of 1976 a1l final year social work students in South
Africa received a copy of the attached Tetter and postcard. i

Although 2 large number of repifes have been received, I am naturally
attempting to obtain as high a response rate as possible to ensure
the compieteness of the study. Hence the purpose of this letter.

T have not yet received a returned “"yeiiow card" from you and I would
greatly appreciate 1t if you would post the enclosed card to me
irrespective of whether or not you wiil be practising social work
this year or where you will be residing.

Unfortunately applications fur the consultation group are closed, but
a waiting 1ist {s operative, vo should you wish to join the consult-
ation group please indicate this.

Thanking you in anticipation for your co-operation.

Yours sincerely,

Irene Comaroff (Miss)
Soctal Work Manpower Research Programme

«
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University of the Wi o, Job burg
Sciast of Sockal Wark
1 Jan Smuts Avenue, Johannesburg, 2001, South Africa V

Telaphone 36~4011  Telagrams ‘University'  Telex 87330 SA

{ telephone ext 8232 of 8224
Your reference
1 aur referance
i date 18 Febrvarie 1976
i
1 Geagte
i NAVORS INGSTUDIE ~ ..MAATSKAPLIKE WERKERS EN HULLE WERKSITUASIE:

E JAAR VOLGENDE OP VOLTDOIING VAN STUDIE™

Teen die einde van 1975, is aan al die finale jaar waatskaplike
i werk studente in Suid Afrika, n afskrif van die aangehegte brief
N en poskaart gestuur.

' 'n Groot aantal antwoorde is reeds ontvang, Die doel van hierdie
skrywe is om u vriendelike samewerking te vra fn die daarstelling
van $0 ' hoogs moontlike antwoord syfer, aanges\en die volledig-
heid van die bogencemde studie daarvan afhanklik is.

Die ugeel kaart” is nog nie van v ontvang nie, Dit sal opreg
waardeer word as u die ingeslote kaart aan my kan terugstuur, afgesien
daarvan of u as maatskaplike werker gaan praktiseer of waar u woon.

Aansoeke om aan die konsulfasie groep deel te neem is reeds gesluit.
Indien u graag by hierdie groep wil aansluit, sal n aanduiding
hiervan verwalkom word, aangesien M waglys vir dié doel saam-
gestel is.

Byvoorbaat dank vir u samewerking.

Die we,

Irene Comaroff (Mej) .
Maatskaplike Werk Mannekragnavorsingsprogram |

™
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! y of the Wi ]

School of Social Work

1 Jan Smuts Avenue, Johannasburg, 2001, South Afrien v
Telephone 35-4011  Telegrams ‘Univorsily’ Tolex 8-7300 SA

teiophone axt 8232 or 8224
yaur reterance
our refersnce

date 20 January 1976

Dear

RE: SURVEY ON THE SELECTION AND TRAINING OF SOCIAL WORK MANPOWER
IN SOUTH AFRICA - SUB-STUDY ON "SOCIAL WORKERS AND THETR WORK
SITUATION: THE YEAR FOLLOWING UPON QUALIFICATION®

During 1975 you kindly responded o my request to ce-operate in the
above named study, and forwarded to me an address list of your final
Year social work students.

For your information, of the names of students that appeared
on the list have responided to my Tetter. It is my intention

to appeal again to the rest.

As my concern is with all the social workers in South Africa who
qualified in 1975, I wouTd appreciate it if you would inform me of
any student/s that failed to qualify last year so that I may omit
them from my study.

A separate answer form is attached to facilitate your reply, as well
as a stamped self addressed envelope

Many thanks for all your co-operation.

Yours sinceraly,

Irene Comaroff (Miss)
Social Work Manpower Research Programme

e U St "y
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Miss 1 Comaroff

School of Social Work (Manpower Research Programme)
University of the Witwatersrand

1 dan Smyts Avenuve

Johannesburg

Dear Miss Comaroff,

In response to your recent jetter concerning the manpower sub-study
on “Social Workers and Their Work Situation: The Year Following
Upon Qualification", the following {nformation applies: (please
complete refevant answer below)

the members of the final year social work class in 1975,
aH the students quaiified.

3
Of the members of the final year social work class

failed TCQUALIFY tn 1975. The name/s and address/es of the & S{udent/s
is/are as follows:

Yours sincerely,

SIGNATURE DATE

A"«./mz ag¥

e |




APPEMDIX & (if) 125,

Uni ity of the Wi , Joh buig y
Sehos! of Soctal We |

1 dan Smuts Avenus, Johannesburg, 2001, South Africa v
Telaphene

394011 Telagrams ‘University’ Telex 87330 SA

telophone ext 8232 or 8224

your reference
our fefasance
dats 20 daruary 1976
i
. Dear
i RE: SURVEY ON THE SELECTION AND TRAINING OF SOCIAL WORK MANPOWER
5 IN SOUTH AFRICA - SUB-STUDY ON “SOCIAL WORKERS AND THEIR WORK
i SITUATION: THE YEAR FOLLOWING UPON QUAL{FICATION®

During October 1975 you kindly responded te my request to distribute
letters to your final year sociz] work students in connection with
the above named study.

- At the time you requested that I supply you with copies for
H distripution. I have had replies from stidents. Their names
are iisted on the attached page.

1 would like to attempt to elicit responses from the other
students by writing to them personally. I would therefore greatly
appreciate it if you would provide me with their names and addresses.

In the event of you having originally estipated the number of copies
of letters you required, please could you give me the figure of the
number of students who qualified with an undergraduate social werk
degres/diploma in 1975

1 would also appreciate the names of any students who fuiled to
qualify so that they way be omitted from my 1ist of graduates and
hence the study.

A separate answer form is attached to facilitate your reply, as weil
as & stamped self-addressed envelope,

Many thenks for all your co-operation.

Yours sincerely,

Irene Comaroff (Miss)
Sacial Work Manpower Research Programme

bovg 2e¢
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Niss I Comaroff

Schoel of Sacial Work {Manpower Research Programme)
University of the Witwatersrand

1 Jan Smyts Avenue

Johanneshurg

Dear Miss Comaroff,

In respense to vour recent tTetter concerning the manpower subwstudy on

"Social Workers and Their Work Situation: The Year Folicwing Upon

Qualification", the following information applies:

1. The number of students who quatified as social workers at the end
of 1975 was .

2. There was/were {number) s“udent/s who did not qualify. His/her/
their name/s and addréss/es is/are as follows: (if applicable)

3. The names and addresses of the students who have not yet responded
to vour letter requesting their participation in your study are:

Yours sincerely,

SIGNATURE DATE




= e 2 e T

APPENDIX ¢ 194,

University of the Witwatersrand, Johunnesburg
Schoot of Socisl Work

4 Jan Smuts Avenus, Johannesburg, 2001, South Africa
Telephane 354017 Telegrams ‘Unwersity’ Talex 87330 SA

telophone axt 8232 or 8224 i
your referonce
our refarenice

o0 29 March 1978

Dear

RE: SURVEY ON THE SELECTION AND TRAINING OF SOCTAL HORK MANPWER n
SQUTH AFRICA ~ SUB~STUOY ON “SQCIAL WORKERS AND THE
SITUATION: THE YEAR FOLLOWING UPON QUALIFICATXON"

1 write to thank you for your helpful and detailed replies to my “January
Tetter® in which I requested additional information concerning your
1975 final-year socia) work students, i

Your generous participation in this study has thus far ¢nabled me to
compile a record of the number of social work students who qualified
Tast year, as well as those who failed to do so, and for this I thank
you warmly.

Yaurs sincerely,

Irene Comaroff (Miss)
Socia] Work Manpower Research Programme
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Uni ity of the Wi b
Schoat of Soctat Work
1 Jan Smuts Avenus, Johannesburg, 2001, South Atrica v
TYelephone 35-4011 Telegrams "Unlversity' Telex -7330 SA
Home telephone: 41-1238%

teluphane exi 8232 or 8224

your returenca

our reference

date 20 January 1976

Dear

RE:  CONSULTATION GROUP AS PART OF RESEARCH STUDY ON: SOCIAL WORKERS AND
THEIR WORK SITUATION: THE YEAR FOLLOWING UPON QUALIFICATION

Thank you for having returned your "yel]uw card” to me and for having
indicated your willingness to co-operate in the above named study.

I note you are interested in participating in the consultation group
which I shall be ieading, and yoi have been selected as a member of
the group.

Unfortunately 1 have been unable to telephone you to discuss the group.
The group will meet once every fortnight, at Wits and will commence
during mid February. I am currently conducting a brief survey as to
what days and times will suit the majority of members,

1 would appreciate it if you would return the enclosed answer form to
me as sogn as possible. A stamped self addressed envelope is included
for your convenience,

I shall communicate with you at a later date to inform you of the final
#rrangements for the group.

Yours sincersly,

Irene Comaraff (Miss)
Social Work Manpower Research Programme




Miss Irene Comaroff

School of Sociai Work {Manpower Research Programme}
1 Jdan Smuts Avenue

Johannesburg

Dear Irene,

A. I amstil} inter:sced in being PLEASE TICK A OR B
a member of your consultation
! group
i B. I amno longer interested in
B being a member of your
consuttation group

(IF YOU HAYE ANSWERED A PLEASE COMPLETE THE REMAINDER OF THIS FORM)

f i €. 1 am employed by the following organization:
i NAME:

ADDRESS:
-5 TELEPHONE:

0. T am residing at the following addresss

TELEPHONE :

E. I am abje to attend the consultation group on al' or any of the
following days: (tick as many as apply

Saturdays 2,00 - 3.15pm

4 Tuesdays 5.15 - 6.30pm
Wednesdays 5.15 - 6.30pm

_ Yours sincerely,
STGNATURE DATE
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Uni ity of the Wi d, Jot bu:g
Sehool of Social Hork -
1 Jan Smuts Avenue, Johannesburg, 2001, South Alrice \/

Teiephona 38~4011 Teleqtams ‘Unwersity  Telex 8-7330 SA

lelephane ext 8232 or 8224
your reterance
our efarence

date 1 July 1976

Dear

Thank you for having returned your yellow postcard to me 1n connection
with the study: Social Workers and Their Work Situation: The Year
STt e ane Thetr Jovk simerien: The Tear

Following Upon QuaTiTication.

The original letter written in October 1975 contained a request to you
to participate in the study by completing one questionnaire mailed mid
1976 and another in December 1976. I further explained that all secial
workers who qualified at the end of 1975 / beginning of 1976 would be
included in the study. It follaws that your participation is valued
even if you are not practising, employed but not as a social worker,
or if you are practising in the field of social work either in South
Africa or abroad.

1 would greatly appreciate it if you will complete the enciosed questionnaire
which will take less than half an hour of your time. Detailed instructions
appear an the decument itself.

In December 1976 I shall again be inviting you to contribute to the final
phase of the study by completing the last questionnaire. T hope I shall

be able to count on vour continued participation.

Many thanks indeed for a1l your co~operation thus far.

Yours sincerely,

Irene Comaroff (Miss
Social Work Mangower Research Project
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ity of the Wil PR burg
School of Social Work
1 Jan Smuts Avenue. Johanneshurg, 2001, South Alrica \/

“telaphone 59-4011  Teiegeams ‘University’ Telax 8-7330 SA

telephona ext 8232 of 8224
your reforenca
aur referance
date 1 Jutie 1976

Geagte

Dankie dat u die geel poskaart in verband met die studi

HWerkers/Werksters en hul Werksituasie: Die Jaar Wat Volg Op g

agn my teruggestuur ket

In my oorspronklike brief wat ek aan u in Oktober 1975 geskryf het, het

ek ¢ genader om aan die studie deel te neem deur die voltooiing vam
vraelyste waarvan een in midde] 1976 en een in Desember 1576 aan u gepos
sou word, Ek het verder verdujdelik dat dit beoog word om alie maatskaplike
werkers/werksters wat aan die einde van {975 of die begin van 1976
gekwalifiseer het, in die studie in te stuit, Dit beteken dat u deelname
waardeer word al is u tans werkloos; of in diens as h nie-maatskaplike
werker/werkster; of indien u in Suid-Afrika of buite die grense van die
Republiek, maatskaplike werk becefen.

Ek sal dit hoog op prys stel indien u die ingesiote vraelys kan volteoi.
Dit sal slegs  halfuur van u tyd in beslag neem. Volledige aanwysings
verskyn op die dokument.

In Desember 1976 sal ek u weer nader om my aok met die finale fase van
die navorsing behutpsaam te wees, deur nog n vraelys vir voltoniing aan
u te stuur. Ek hoop dat ek op u voortgesette deelname sal kan staatmaak.
Baie dankie vir al u samewerking tot dusvér.

Die uwe,

Irene Comaroff {Mej.)

Maatskaplike Werk Mannekragnavorsir sprojek

,A&XKMM .
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SOCIAL VORKERS MO THEIR NORK SITUATION:
THE YEAR FOLLONING UPDK QUALTFICATIOH

A “iugy conducted under the quspfces af the

Hanpover Rusasrch Praject 9f the Stheol of Social yark,
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AMEND WI 150,

' QUESTIONNAIRE !

3
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1. (st exchal vork Jo5 sas the Job of e chofe,
2.0, 1St cah work Job was tay the Job af ny chotce.
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Enowledge of community resavvces,

knowtedse of agency daintstration.

Knowledge of how g @Ffect change tn arganizatians.

org cassiork thears.
“ore supervised cosewark Fleld fostroction.
ross supervisad cisomek fiehd astructinn.

e group work theory.
Hore superised grium ark field fastruction,
Loss superrised group work Fleld instrvcsion.

Usre gomunity wark theory.
Hore super.sed coomuntty sork fretd dnstruction.
trss supcrvised gommnity werl Fleld fnstruction.

tore fndividuat tutortals/discussion, with amiversity/college staff meohers.
“oss fndrytdual batorlals/dtscusslons » th unlversity/collags staff meabers.

Hare group tutorsals/dtscusstons with universisy/college StFY nesbers.
ta55 groap tatarials/discasyions with university/coltege staff meabers.

7. Mare contact with studests of other dfsciphaos.
2. Graoter use of vole-play during classrogm learning,

Pars eapeeioncs @ repart weitt,
L. ore exoerience 1 pbTEc Sgeakisa,
1. ter iplewse seecity)s

110 731> belnw, LEASS rate thn doree o whiCh you foel your GniversttyfCollee education in suctal
ik tas - utign T va Tor 46558) YOPK DRACLY. % O SAYG experiencet 1t
lark 30 % <& the apgraneiate PnE €0 the sute)

; 14 ot equip me for equinnid me very vell
ot xork practica for soctal vork gracties
| [’ . R .
l 2 3 s s ) ’

. Havs g aprttad 1o the NotionsT elfere Soerd for rogistration oo 1 sctel vorker? (Rark paly poe):
P oes
e




FLEASE RO MO WRITE o
TS CoUm

e m

Y. Since quatifying 3¢ 2 sacfal worker, have you appHed to 3 Soctal orkers® Assactation for neutership?

2, Stnee quatitying 55 2 sacial vorker, have you subscribed Lo any professiona} socfal work Jourmal?
(hark oaly aur)

A8, D the 7 point scila brlon, ploase rate the degree to ehich gou Feel pou Tdentify with the socta] work
profession as a whole, aking Jnta account that yous opinfon 15 dnfluenced by your work experiance, other
Suttat workers, faage of the professian, comunity attikudes, ete,

(Hark an X ot the appropriste point un the scatel

Law et Festion with High 1denttFlcation ¥ith
the soctat wark profession the soctal work profession
i . L ' L L 1
l H 1 1 5 5 7

8. Plesse use the space below for any othen coments you say have concerning your experience fn your Fiesk Job
25 9 soctal worker,

VIAKC Y0 FOR YOUR SONTRIBTION TO THIS STUDY,
F0R YOUR CONVENILICE A STAED, ADDRESSED ERVELOPE
15 EMCLOSED I WHITH TG RETURY Y0UR COWLETZD
QUESTIONMAIRE.
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MARTSRAPLIKE MERKERS/MERKSTERS EN RUL WERKSITUASIE:
OIE JAMR VAT YOLG 0P KNALIFISERIHG

Havarsing word underneem onder baskerwing van dfe
Hannekragoavorsingsprajek van ¢e Skool vir Neatskapifke Werk,
Unfverstteft van die Wibwatersvand, Jan Smutsiaan 1,
aohasnesbirg

APPRNDIA Wi 209,

VRAELYS !

ARHYSINGS ¥IR DIE VOLTOOLING VAN WIERDLE YARELYS.

Hierdse wraelys 120t Gie Klen val op die serste verksandervinding van dlegene WAt aan die efnde
en 1975 7 beqin van 1976 as saatskaplike verkers/warksters geioalifitece het, of hulle ay
tskapl ke werkersfurrksters in dlens 18 of ofe,

 hytrue 201 wierdte stuale 321 help on Cia faktore te beklentaon Wat die saLskapl ike varker/
werkster aan i begin van k) Toopbane betnvloed, Ble ebneresultite sal beskixbasr gestel
word aan Praktisyne, Untversitatte, Stastadepartomente, Voltynsiiggane en ander verwants
oepmsacies,

Wios suseblief openartly ep eerlik aet u antwoords by die volkooting vin hterdte vroelys,

Alle 118160 ot van responente veekry Wi, Sa 35 3VTRNG vertroul ik behandel word en n
Fingte ik urent 521 gragptandense Sangedul word o die fdentifiasrtng ven entge fndividy utt

to skarel.

Bemtoasd mk gsseTint ik erdan volgens d1c aRWySInas. U vord amtersat On alke yrasg
asdaatiq Mo 1o ters vourdat o sabdoed. Boantwoord deur " krubs (X b Prek 1 die
weratoagp ruvite, 188 aebliel daargp St sukerd vae 51egs oen antvoand kan 4R, tereylu 0
Leans yersgib vord 07 Jwvest 35 woE You boagassing 15 Sah te dul”s

Bt 5al u ates

s m T fur noem an hierdie wracys te voltaoS,
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KART. } A, Hoam van Respondant:
MIET BSSERLIEF (IE [N
HIEROTE KOLON TP NiZ 1. Ve

2. Vaormeme

b o, fke.

B fsadres:

fpvotkingsgroenr (vt slegt sen aan)
3. gantoe

2 etast

3. Kisurttng

2 Hlanke

57 0. Goderdo op 1 amarte 1976:
—

] € Hoetikstaat op | danurfe 19762 (0ot slags gen asn}
1. Gngetroud

.2 Gotroud

T3 Geskel

A vervreent

5. adoee/davanotr

3 F. fmetibstaat 0p T Junie 1976: (Dot sleos gey asn)
T Ongetrond
Geteet
Geskel
Vervreeas
Wetaer/Yowerair

n W et b inders 00 1 duste 19767 (23 slogs een san)
s
2 e

21518

Dot 10 noom van die raad/dTpluma 3en Kat aan b ocackan 15 oA voltoaTing van u studfes aan die ainde van 1976 /
vegtn van 1976

¥

Out e anem van die Untuersitast / Xobluge aan wst v grasd / diplona 5t u tosgeken hot:




a1,
oSt 2

) 3L B Dt die minioum veorgeskeane studfetydperk vir dio groad/alons aen:
HOET RSEBLEF N aar

0 NERDIE. rotoM
e

Anwes .

Indten v rog 100t 55 'n saatskap}ike verkerkserkstar. bn dlens was ate, yaliool dun assebliaf
slogs yraag L en staur u wraslys terug 1n die qlfunk!evdq e geadressesrde koevert vat voorsian fs,

Inian u A’ Teatekaplike werker/verkster gepraktdseer bot, staan dan avseblfef vrasg L cor s
beantuoord vradg M en dfe dharop-uolgende wrac.

Sedert. die voltaling van ay Finale Weatskap!fke verkeksawens was ek nog poafl s ‘o mantskaplTke verker/
werkster +n dions nfe on dfe velgenda rode(s}: { DUt dan Sowel 35 vt van tospassing 15 J

18 LK Rt “n baba / kind / Rindars o voor te sorg.
” 1 valtyds *a mutsvrou.

2 £ ws vervagtend,

) 5 mas aitighre dlonsplig varrig.

2 Lk tan 116 n auatskaplike verksrwerkster pos bekos Wit ay geval mie,
2 B is tn lens a5 nle-pastskaplike verker/uerkster,

7 £ Nt ay stadies vaursgestt.

El £ Nt gerets / o et vabanste,

% Ander {spestFiseer asssbitef):

BLAL O,
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BLADSY 4

Dul dfe ste)tng an wak tatrehking het op v gorste matakaplfke werkbitrekking: {0yl stegs gen aan]
T M ecrste mastskantike werkhetrekking ves die van ay efe Seuse,

2. My eerste maatskaplite versbetrekking Wt ate dia von 7y efe keuse ale.

Indten u ¥ra49 2 Morbo beantnoord hat, op YALEer erratn van mestsanTike wark sou u kuuse geval het?
(bu. Kinder-an gesiasurn,  piglatriese, medtese, om, ).

5 u terugétnk sor di faktore Wat u betnviacd het o8 u garste maatskaplike verkbotrekking te aanvasr,
Wetter et 3 fofango dic aanvasrding  van U serste matskaplike werkbatrekking beTnviced? (0ul aan
sowo as wet Ven toppassing 15}

Sorstehandss kamls a0 dia weleymstastansta dour praktyKOpletding.
Boangscalting o *n besondere terrain van mastskaolike werk,

BelangstelTine n dla bssondere retode(s) van saitskeo]ike werk sous torgapts tn die
wedsnainstansis
Intoressanse week e porsponl ke bevrediatag beloaf het.
Hantedrbars werkslading (bv, verk vat doelkreffend deur *n maatskepks verker/erkstar
gedoen kon yord.

Soletnthetdt om in *n Quspestalisaerda tarvein te verk (0¥, verk vet slkohoHate, verstandelik
vertrtgdes. ms.).

Bedeanthutd om breé Vgower odervinding in astskeplike werk op ta doun.

Galaenthetd on a 'n Tnteraissto}ndre span e Werk.

Wk agttng vie dle gehalte van werk 605 toegupds deur die perseneel van dlo welsynsinstanste:

10, Melsyusinstansts so bk status {n dte cemcenskon.

Tl Melsynindtansie se Stens was van werkllkg wonrde v¢ " ofe semsensiap.

T2, Geleanthetd on ta 'n welsyusinstantie te nerk wear meer 25 pan mistskap)ihe erker/werkster
i dfens was.

13, Seleanthetd on 4n "n walayrsinstansie te werk waar sk die enigste matekapHfke werkerjuerkster
in diens was,

M. Sadate vir navorsing.

15, Melsninstanste sseowerking set nder orgaisasies.

16, Seveveruing tutsen personeet fn die welsynstn  inste,

§7.  Samewseking tussen batanlge ersonen] e bestuur in dis welsynsinttansie.

T8, bomewerking bussen betandae persanss] en Gfensdoennda vr(THges n die welsyos fnstanste

Gelnenthatd vir 'n mastskapliks werkor/ueskster oa veranderisg in dip welsymsinstanste t weq

0. Gelosnthntd vir perscanike cnikieling (bv. oRtwlkkeling van elesbassthets, bywning
van Petrika Ranforansie, os.).

2 PtKIetatng von holbtande genaite.

Wnarsioning vir konsultasle  {by. gwieentheld on ny verk et 'n deskingigo te bespreok ust e
adafntctretiowe beter oor my werk Set pla.
7% Vaortgesatte fndicnsopletding word vaorSion,
25, Yoorstening van sammassiusiydoeri.
26, Gunstige dlenveomaardes (bw. mdiese Hdna, Gonstoen, erlaf £ns.).

27, Gunstige wrksoustendlgnede (bv, fankiike dionsure, sie kantoor, sskretaritle m, ens.
2. Valdsende gecaenskapshronne i welsynsiastensie so kilente.
25, Boveedigende sotarts.
30, Nelsgntastansto MEMK boretkbaar vIr vorvo.

2.

33 Verbonde on stafabeurs teruy te betaa)
M. BeskiChunrbatd van sasta Tfterstuur {1 dto welsvrsinstonsie,
35, Vrd toageken tgovalg varker 1o vaorkeur,
3. Spestaliseards ofdeling in wnlsynsbrstansio on alle kristss wnt skiak ontstaan dnsiutsende dte wso u ola
avalle ke hantoer,
Mnder {sposifisers assobiief} ..
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BT AOSEBLIE e Gnderstasnie Tys bevat™n auntal cnderskassnde fasi HEE1te wat Besk(aoaar mag wees aan maatskaplike werkstudente en
ey arafessionele matskapHhe werkers wrkaters.
swr ate
2 a1 456 " Vief dasrita gariee aant
1w inu finle stultafsar st ssatskaplite werkstudens antvang hot
] H vt o antraag het fn 4 gerste verkbetresiing:
g HE Wt v grasg in u serste matskap) ke merkuatrovking sov vou privang hets
T T L
potvang us. onteang 1n | Sou weu
P — inate juar (oerste | ancvany tn
tudent  [setrokking | ecrste
betrekitng
Err’ 1 HaitiAane grakepkiaiding verstof deur parsome) verbonde svn O
el prasagetan veral 1 saseesl orbnte 1 410
et
wms 5.7 tntrvhdue o praktyklelding afsondertfh beban voh wisynsinstansie of
o “erstaf_deur parsones! verbonds aan die
5.t CTLILO Yersar dour persones) yerbende aon dte_niperstiett;
590
i 27 tngividueto konsultable (b bespreking ven werk et ' dsskundige 1At nte
Bt traLime dehder cor 5y verk et ale} YOrSKaF deur persanee verbonde
W v fhte Sonsultaste Yarsiar deyy persopeel verbonds aan dle snlversifalt.
W + 7 fudivtats kawadtasi afsanderl i bekon von welsynsinstansie cf
it it
merz 0, Grogn Moncu 55 verikaf deur potsoncel verbonge gan o
EVP 1. Bgpen o 4qte_verskat_deur persones) verbonie aan dle ifyarsitat,
wom 12, Froep Lomsataste bfsonder ik boken van veTsynfnstasie of
mun T
prw beskiibaar botty gle
ww  met spder maatsiapiity
1, Infarnele kontak et ander meatskup ke werkers erksters ——
EXY o,
W@ 17, faemele kootak vat ander ssstskephika verkereiverksters in welamsinstansie
oy,
ote 16, Tareele kintak et ander roATeKapI ke workers /werksiers wotte g1e
aptcnis (-t X, e of erofestoet
.. svenigt -
LT 7 e
o 52 iy vy
o 1 anteorhans wuessledi2g (v, Yo7k ot dacrEretiend vun "M nsacakan) ke workee!
. doen fan )
o e Tov,_ e hartoor, rveer, teervetina ens, )
@it Frakatecy syseend ve wark {6V, Sekresaridle g, steisel on krisiste e
vanser, ons.).
e " iderstounende_Kormntkeste an senverking Bt kalloges.
vt o7 Trsemning van grostasies S0 parame 0
war STk senwry ot tot porsoi] ke Devredgfag Tes.
e iars yore:  wat toL varlangto Yerapsering n ie ot -
nm A tgoeier
2 Seder fopersTiveor wesoF):
S i s it ey |
W
— L
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HOE ASSERLLLF
HIE 3 AIERE
U SHYF HIE

MRS G

Indien 4, u serste matskap ke werkbeyrekiing opoesd hat, keantwoord dan asseblint vrasg R,

n don ssseblief

fhaten v g 11 9 ebtste motskaglike verktetrekking in giens is, s
VT R qor 1 besnbioand vana¥ vrEag S,

06t a1 @l fakeare waarms hiaronder Veruy word ann et u bainyload et o u o¢ ste maatskeslike verkbetrokkisy
12 loat vaar

Lowm tenenspos voltasi.

Hontrak beitpdis deur varkgaver.

e méor. asntrek] ke werk 1 matskan ke werk,

Badar meer aantreklike wark butte natekaplike verk,

Vertengis 7 reis.

stakte,

Swangorskap,

Daba / et / kinders o8 voor te sorg,

n 0 e o tree.

Ooratasing van eqgencat / eggerute / gesin,

swhsynstinstansto anesrieflik geled ver wervoer,

Yordere studles.

iean praktykleiding sangibled,

Praktykleiding asngebled, magr onvoldoends.

iwenldoends tndteastplefding.

ovaldacnde cnderskeagencn Fosdiefts vir vork (bv, kovsultarte, eskamning van prasto-fas, oms).
Henerkte goleonthede vir bevordering.

e elseee Vir purscanifke antvikbeling (ov. ontulkie) ste-bauisehede, woon odige
sonforsrstes By, ons.)

o s sestsagt e snrkrsjuerkstass p perscel.

Te ves] maatskapHe verkers morkstars o parsanarl,

Lo donks van gehalte vau erk deur da nersaneel won tie welsynsinstanste,
walsnatnstansis bat nle fod status n 52 pemecaskep genfet nis.

Eabeynsinstansie se dians 13 van th waarde vir die gomeanskan,

“atskaplixe workbaroep het ofa hod staus gentat. mie.

Hfe fh $test om maatskantIke wark t2 hecatsn In soresnsteaning et ele standaswds nie,
Wie in staat on aan onrasiistioss veraistes ven die welsynsinstansie to voldom nle.
Goen sameverkendaverhouding pat elleges.

Goan sumwarkende verhoudtag met persons b gesagerostsies.

Geen saneuerkendovertiasting nak wryel11igers,

Te veel erksbosockd.

Te weal tyd et op kentoor deurgabring word,

Drbeyredigende salaris.

Verk verskad nlo pertoon} ke basredlging e,
snpevredigands dlensvoorvasrdas {hv. medicss skera, pensioon, veriof ers.).

toevrodigends werksvooruaares (bv. Tang onbuigsame dhensure, sovsldeende Rantcortaerusting, ans. ).
ek 45 trgstrormnd,

e 15 uitputteod (Fistes en/oF castoncet),

Yerk s tanaerdrashand.

- Tekort. san geneenskagsbronme vir olo KINdnte van die welsynsinstanste.

81 Awar dspesttisar ameblint)

abantearbare werksladiag (v, work vat *n PRatskap tke workerjyerkster tfe doaltrorfand kan Janteer nle).
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a5t 7
WET SSSERLIEE 0 5. O e 7 punt skead wet Wavonder scorssen word, dut asseblief aen haeveel leentheds U gehad het on die
i WisaE KOLOK valgende in u sersrs mRStSKOPHiSE verkbetrekking toe te pesi (Duf sew qet X teencar 41k SebrAke pnt op
SHRIF WIE dia vt}
Gaen Selesntheld Ve Gatsentheid
GELERATICID 03 TOF 1€ PAS: i 1t
e s % s s 7
5 1. Maatskephike verkkennis
w [RpET T Rp—— 3
“ 3. Westskapltie TS T TR RO SN S
o 4 Hastshantka gmattem
. L e
w b Comonskopsuert
@ 7. Voorkomeade seatskaptfke werk [ S S S N N
T, Dul asssuliuf in volgorde ver Belemorikhetd dis ¥OF faklore aun et voloers u eniag 6o betangrikste 16 on u

bevredigtng fa anige mstskepitke verkbetraiking to blsd.

W sl i
6 Es *
AT a
A opnn “
»omm s

Dut asrebliaf 1n volgorde wan balangrikhetd die VYF Faktore aun vat volgens y mendng dfs belangrikste i3 ot v
€0t onteurcdenhe(d fn onlgo matskapl ke werkbstretiing be let,

R U
RIS 3
[CRER TR Lo
m oman s

Bl o
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O vattar wysu, fndien enino, . die Inhoud 2 aand \an u mstskap] ke Werkhursus op Unversiief® / Kallage
 tster toeqerus het vir dha berowy van matskapHike werker/uerkster? (0ut aan saveel itens 3% wat vin
tovpassing 151

1o fee wysiaings vodig ole.

2. Hec" ~emis van guspesiabisserde inscellings (by, maatskap]ihe werk In gevenganisse, kinderhilse,
suspitala, es.)

Heer tediose konnts.

Woer ceaskenals.

Teer kennls van haiprosedures

oer kenms vao varsTiende ulture 1n Suld-Afriki-

Reer komis van dasglikse take wet matskap i ; werkers verri,

Hecr ketis van dle praktiese nroblens vaariee maatskip1Fke workrs/erksLers gokenfranteer word.

Hoer keanis wan seseerskapdrone,

Hanns van pelsyninstans foadatatsurasse
Heer Kennis hoe on wersuderinge 1 orgarisases te weeg to bring.

12 toer gevallewerizeorte.
13, beer gewallawrk prakcskopleidiag onderriq.
M. Winder gevalteuerk praktykoplatding onderviy.

keer grospmer
er groenerk uvncyluyle-dm; onderetg.
Hinder groapuert proksvkogleidtng onderrtg,

.8 teor gepeenstapuepizgrie.
— 1%, Wer gemenskamark praktopletding anderrig.
2. Minder gemcnsiopeeri praktykopledding onderrig.

1 ier tustvidunte oo
o e wavvtaoere met
B e grouy et

2. odar et

Hear kontak et stodente van ander disatplines.

tear sbeubaing o rolesal geurend asaer ol
dervingion in versiagshryiag,

Yor ocartnérg fn wesaraskieriog.

Anser (spestPiseer assoblier)

0p dsa 7 et skeal Wearondar bereken dle aradd waASoR 4 via rening 1S & universitefts/Rallege opletding in
satskap ke wark u bakvaam hat IF maatskapltie Nerkprakiyh 5005 yat v dit andervind Bet. (Gus san met ' X
tecnoar dio punt wat van toepaistng 15 on e skaal)

bt vy nie teagers vl
IeatskapiTke erkpraktyl nfe

Het my goed toegerus vir
amatskaplike wertarektyt

Vet 4 pansonh by 18 Nesiondle WeVsynrasi VIn ragistrasie as *n matskep)ike verkor/verkster gedoen?
(B s1eqs ern aan)

- .
Lo wosw
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Sedert knal§fisering as ‘n asstskaplfke warker/verkstor Lat u sansoek on Tidwaatskap by 'n mastskap) ke
werkarsrerentging gedoen? (hu} segs gen aan
(AN

o oo
Setert kaal$7isering 35 'n sustskop?ike werker/uariatar, het u fagotoken op entgo professionete msatsaplike
Vit 167 (Dut Slegs sen asn)

s

e

Op die 7 punt skasl hferondar bereken asseblief die graad waartoe o uself not dfe esstskaplike xerkhorasp
a5 'n gehee? versenselnta deur I gedogte t hou dat u aening beinvloed word deur u harksandervinding, snder
mastskeplike werkors/werkstars, aeld yan die berosp, ganesnskapsbeald, es, (Uul asn vet n X teancor

dfe punt wat van tospassing 1s vp die skaal)

Lae varsenselwdging out Hod vervenselwtgtag pet
dle matskap ke vearkberoey dte matskapl ike werkboroop
L L L ! ) L L
T 2 3 [ A g 7

Gebrutk ss5eblSef die rufute MeroRSSF Vir eniga vardera komentiar oor 4 ondervindTng 1 u gerste betrekking
25 b maatskaptixe werker/merkster.

BANKIE VIR U YDRAE TOT HIERDIE STUDIE,
IR © GERIEF 15 A QEFRANKEGROE, CENDRESSEERDE KOEVERT MGESLUIT
WMRIK U D VOLTODIOE VRIELYS KAK F0S.




Uni y of the Wi N

Sehwol of Soaisl Work

1 dan $muts Avenue, Johannesburg, 2001, South Atrica
Telephorie 39-4011 Tefegrams ‘University’ Tefex 8-7330 SA

Dear

APPENDIX | (i}

g

taiephone ext 8232 or 8224
your referance
our reference

date 1 December 1876

Thank you for your response in completing the first {yellow) questionnaire
in this study: Social Workers and Their Work Situation; The Year
o Haabor

0ligwing Upon QuaTification.

1 now enclose the second questionnaire which {s also the last! I would
greatly appreciate it if you would give me less than half an hour of
your time to complete this questionnaire and share with me your experience

as a new social work graduate,

As with the first questionnaire, I am again requesting all social workers
who qualified at the end of 1975 / beginning of 1976 to participate in
the study, even §f you are not practising, employed but not as a social
viorker, or 1f you are practising in the field of social work either in

South Africa or abroad.

1 highly value your contribution thus far to this study, and thank you
in anticipation for ysur co-aperation in this final phase of the project.

Yours sincerely,

Irene Comaroff (Miss)
Social Work Manpower Research Project

219.
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APPENDIX | i} 220.

Uni ity of the Wi k

Senaol of Social Work

1 Jan Smuts Avenue, Johannusburg, 2001, South Alrica
Talephone 394011  Taisprams ‘Universlty' Telex 8-7330 SA

tetrphone ext 8232 of 8224
your retersnce
our roference

date 1 Desember 1576

Geagte

Dankie vir u samewerking in die voltooiing van die eerste (geel) vraelys
van die studie: Maatskagh‘ke Werkers/Werksters en Hul Werksituasie:
Die daar Wat Volg Op Rwalifisering.

Hiermee sluit ek die tweede en laaste vraelys in, en sal dit waardeer as ;
u dit sal voltooi, en daardeur v ondervinding as % nuwe gegradueerde in h
die maatskaplike werk met my deel. Die voTtooiing sal minder as % halfuur K
in beslag neem. .

Soos gemeld in die eerste vraelys, versoek ek alle maatskaplike werkers/
werksters wat aan die einde van 1975 / begin 1976 gekwaHhseer het, om
deel te neem in die studie; al is u tans werkloos; of in diens as m
nie-maatskaplike werker/werkster; of indien u 7n Suid-Afrika of buite
die grense van die Republiek, maatskaplike werk beoefen,

U bydrae dusver word hoogs op prys gestel, en ek dank u byvoorbaat vir
u samewerking in die finale fase van die projek.

Die uwe,

Irene Comaroff (Mej)
Mastskaplike Werk Mannekragnavorsingsprojek

:&x/m_&._,ﬂ -~
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SOCTAL WORKERS AHO TMEIR WORK SITUMTION:
THE YEAR FOLLONING UPON QUALIFICATION

A study conducted under the cusplces of thn

Hangoner Fesesrch Profest af vhe Sthuol of Suchal Verk,

untversity of the Witwatersrand, } Jan Smuts Avenve,
ohanaesturg

way
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QUESTIONNAIRE N

LT 10|

SHSTRUCTIONS FOR COMPLETING TASS QUESTIONIATRE

This questiannate focuses on the presaht wark experfonces of thase pertons who aualified as
soeta} vorkors g e und of Y575 } beginning of 1976, Wheyr Moy ara practiying fn the field

of sactal vork o0 sol

Your coxtivation to WIS stude w11t help ¢ highlight factors tat fafluerce socia) orkas
10t anly stages of Lheir carsers, The ond results vill be dade avajlable ta Practitioners,
atyersities, Dopartoents OF State, Wetfare Organizations and other relsvant bodfes,

I covplating thiv questiomsire pleass e open end frank T yaur repiies. ATl faformation
btainnd fraa rosondents ¥t1l be treated fn strict confidance; and n the Tinal docmeat. group
ronds W11 b prasanted Aaklng Tt tapossidle for any faftviduat to be fdentiflad

Sleaso 3150 answer avery questlon in accordance with the fastrictions, 1u are adeised by caad
esch mestion carhully before making your Tespanse, and n answering place a crose (thus:X ) f
tho since provided. Poase note that while certaln questions reguire you to mark Galy nng tet,
othors read "ark s many as apply”s

Plegse note that severs? questicos shich apaeored n the irst (July) questiamaire, reappear

i 15 guestianeniva. (€ 15 6at the (ntention to sest Siscresoncins bn Auvers, bt &0
aseortatn your opinions 4% M5 present stage of your working carcur,

It it take you fess than Ral? an hour to completo this duestiomnatre,

-
F w e
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A 0 vl
i s
ruien

A

a2,
RE 1

o of Respondent:

J sormame

First fanels)

et Miss

4. Matden one({F applicable)

+ Tocenoer 197b:  (Rark only gre)

3. pivornt
A semrarcd
5. Widowd

IHE you Save dy wiildron at 1 Doconber 19761 {Hark oty ore)
oves

now

sTRICTION:

IF you Nave nevty practised %) sorial worker, please cumplate question E anly, and then retura your

Avesrionnaire e cte stnsed, sddvess d envelape providd.

2 Brastisnd 48 2 r» please 541p question £, and answer question F gnords.

Stace Lumpleting oy Fimad sondsl wrk oS, 1 have 1 ap
reuonts): (Rark as mny (Lems as of

1 have 3 baby/ child £ enildran to care for,

1 8 full-tine nousewiva.

5 was prequant,

£ vas fo snderqg milftary tratning.

T could oot obtatn a social Yo%k Bost 0 Y 11kTng
1 bave enterod urploysent outeids of sectal vork.
1 Have suntimied studytng.

1 have boen Lravel nt £ an e lue.

uther (glease spe iy

Pracefsed a6 u social worker for the fotlawing

N
I

as
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"

1w

a3

IRSTRU tOK:

1F ot present you are not eployed as & soctal yorkar, on ave anemgloyed, plezse continue
to complate this auestionnaire, and regard your most recent sectal vork Job as jour
Tprasent* soctal work Job.

Mark the statcaent that appliss <o your prasent socfs) work Jobs (Hsck only one)
e My present sactal wark Job s tha Job of my choce,
My present soclal work Job wis 10k the Job of oy chatce.

1F you markad {tem G2 sbove, Tn whet (118 of social work wauld the Job of your chaice be?
{e.g. eh(1d and tamsly welfare, psychlatric, sedical, etc.)

PLEASE TURN OVER. L ., . . .

2.




SLEASE 00 HOT
w1 TS
o

pSTRICTH00:

1 your present sacs) work Job 1s the sA88 a5 your Fiest socfa) werk job, please SKip question 1 below,

and arsner questian 3§ wards,

1¢ your present s0cis) work fob s differant fron your First soels] work Job, plesst ansver qustion
1 beluw, and the guestions viich fotlow,

Mhen you reflact on the factors that Ted oI to aucept your present sox{al wark fob, Which of the followtay
Features fnflucnced you scceptasce of this present soclel vork Job? (Mark as meny as apply)

3+ First haort kaowledge of agency from F1414 tnstruction,
& "nterested n & spect1c Field of soefa) work.
3. aterested fn the specific oetnod(s) of sactal wirk practisad a agency.
S, Inturasting work Yt gave prasfse of persoral satisfaction.
T 5. Nanaguabe orkiaad 1.2, work WIth which a socfal worker con effectivaly copa).
5. Gppartantty to vark tn 2 "spestalized” T1eld (o.g vork Wlth atcotwlics, nentally dismbled gersous, ete.|
7. Ogportuntty to gain sroad general experignco tn socfal work.
8 ooportunity ta work in on faterdiscipinary tasm,
5. High regard for the quatity of vork by sgency personne].
70, hgency's igh statos tn the comminity.
770, sgeney's service betng of real velua to the comnity.
12, Oopartunity to ork in en agency here wore Uan one Socta worker as enplayed.
13, Ogpartunity 1o vork fn an agency Whare T was the only socis) vorker employed.
. scope for rasearch,
T35, Aauncy coaperation Wit othor cegandzations.
16, Co-peration beivesn SEaff fn the agency.
17, Cavoporation between bld staff and sansgement i the gancy.
38, Camparation between stett and voluntesrs fn the 8y
19, St for a soeiat workor o intratuza shangs fn the agency.
0, Scvun for promotion
21, Opmortunity far personal developaent (2.4, devdlop el (-awareness, atteid vslevant conferances., etc,)
7752, supervtsion knawn to be of hign usH
21, Consultation pravidas (1.2, cpROrtEy o d1scuss ' WIth an expart wha doss ot have adsindstrative
autiority over 1y ¥o
#4, st imsarvics batning provided.
%, Grirntation sreled provided,
o6, Tavrabte service eanditions (6,5, medical a1d, pensson, leave, ate.)
27, Fouourabe xorking conditions (£.2. Flexible working hurs, own office, secretarial atsistance, otc.)
98, Mequte comminlty resources 1O sgency's cHents.
T8 satistactory salery,
7. hancy Teatton comveniat. for tesvel.
W, oaty post swpflable,
s wese post ertaren.
3 cumbted 14 repay study brsary.
. Acess t relovsst 1tterstung 40 sgency.
L3, Vork axstgned 1n accardsnce with verker praf
36 Separats Heiston ta sgency to fandla all crises  ctuto o cses et arupt. suddenly.
V. aibe (phease seesty)s

f
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PLEASE B0 Hor
WRITE 18 THIS
oL

. The T4t Delow cortaing 3 msher of supportive factiities that can be avathable to sootal workers.

Please mavk those facklittes:
{43 watch you have recetved f yaur present secta) wurk Sobi
(1) wafeh Yoo yould Like to have recelved 1n your preseat soctal work jabt

|

.
PASE 5.

have
$n e
state
5

SUPPORTIVE FACTLITIES:

[ #
recatved] would ke to

esent | have recoivad

{work | in presant
octa work
dob

L

Indiyidual supervision provided by agency based porsonel.

2.

Individua) superyision provided by university based persomn

3

el,
Ipdivitual superylston negotlated Indeperdently of asercy or wmiversity:

4, Sreuy aperyision provided by agency based persomel:

superislon provided by university bosed porsonnal

6. Group sypesyisian seqobiated independontly of agency ar WAVErSIEY.

7. Indtvidual consulatton {3.c. discussion of work with an expart vha does not have adainfstra-
tyve authortty swer ny work) provided by anency based persounel

8. indiidua) conguiiation provided by university Sased pevsomel

9. Ingiyides? conutation neqatiatad {ndependently of ssoncy or VRIVers(Ey.

Graus consulbation provided by apercy dased personrul,

Grou consultatton providad by urlversty based porsor

e
irowp coasultation negatiated ndependuntly of agency or oniversiy:

18, Agequate Mbrary facilities avaitadle In sency.

16, Adeguate Hyrary factities avatisble fndependently of sgsncy.

15, inferma) contact with other soctal orkers 4o agency.

¥5,.. Inforna) contact with_other social workers putsids of agency (e-q. frisnde).

17, Forma) contact ¥t gthur, soctal workers $n agency {e., Stare seetings!

18, Foms? contack wilh Gthar Sacli workers outside of agERcy (8.5, 3% comfoventes, meRtings of
profossians) assuctation)

19,_fraentation peried b wtape)

5. figotny Invervics tratring

21, Wamageabls yorkload (f.e. work with which 3 soclal worker can offactivaly topel

%, Approorlata favourabic working conditions [oan office, traNsport. squipsent, etc,

i3, Fractiea] ensiutance with wark (6.9 sscestartsl assistanco, systes to handle erfsls cses i

24, Supportive anmnication and covoperation Wit colleagues:

75, facomitior of, Aghlevenent By persons jn authorss

Z.. The wiek_done doauto to Ceotings of porso) maisfaction

e sk e leadtng to dosired changes {n the agency

‘accondasce wth verker preferenco.

peraty)s

-

ﬂ&“m}j ™
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m,
P &
I
I hove Yerstoated any soclal yin® job, plesse aaswer question ¥,
16 you are 11 voriing in your eirst soctal wark job, please skip question K, 4nd answer question
L omares.
fark 5'1 the fattor(s} Histed bajow that fnflutnced you fi temaioating (sach of) your soctal work Job(s):
soctel ok Jobis}
terminated
REASONS FOR TERKIMATION Tat { 2ud ) 300 | 480
oo § 3ot ] gas { o0
1._iocum tenens post, coneted.
7. Gontract Sarninated by esploger,
y_enploye [

3. Aotrior eare atbeickive jub offared jg social work practice.

3. Amother nore attrackive gob offered qui of socia) work practine

rgnded hollday / travel.

6. Ttiness

7._Pragnancy

. _taby 7 oniid / chtlaren o care fo
9, Warviage,

18, Transfer of hushand / wife / famtiy.

H_Agoncy locattan jreonventent for travel,

o _fur r study,

13 N superyision offered.

1. simervision offered but {ndequate.

15, _iragequite in-soryice tratnteg.

5, iusy(icient suppustive fact11tios 10 tort (8.9, consuiuatian, recognition af achisyenent, sic.|

He_Linited omortanitses for prosution

TG, Lintted opportuntties for personal devalopeent (2.9, develop self awsreness, sttend relevant

P
0. Tou_fe spctal warkers on statr.

20.”_Ton nany sectal vorkers o Staff;

21.._ Lo ronsrd for the qus}ity of the work by agency persomme)..

2, Agency d\d nat have bigh status f the comanty.

23, _Agencys service of me real yolus Lo the comunity.

24.__Soia) vork profession 9% pot have high status.

25, Unahlo to pract{se $ocia) wosk Th sccndance with oun stondards.

6. _Unable to_saet yeraal {stic sxpactavions of sgancy.

vorkiny relationshins with collsagues,

2B Mcasgperative erking Telationships vish persuns In authoriy.

2. orking ralatisnships with volunteers

3. Ton muth teaye] during worklng haurs.

31 1po sk tine confned to otfice,

2. s8lary

31, timanagesble workioad {1, work with which & socfal Worker camnot effectively copa).

30, Jarl.not personaily satisfying.
* sarvice comisicy (e.d, medloal 2id pension. leave, evc.)

451 tory working cond{tons (8.0, 10ngF1aflexible working hours, tnsdequate office
IR

ez,

ssstng {pysicalty a8 7 o emorTiy):
freriy

B
. Lk or

omnity vasaurss (o sseny cTients.

43, Other (piease sl 11y

-
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M tho 7 potok scale bst ., plessa rate oy mch aportunily you have had n your present <cial ork fob to

puty the followngz fark an X ot the spproprfate pofnt on esch scais]

Bgportanity

PHATUKTY 10 ALY

et
Opporturity

R S TG SOV Moy E—
t 2 3 ) g 5 7

1. Sotta) wark wnowledge — BT S |
2. So:1e1 vork values el s s L '
1. Soctel vk skills L L .\ . Lt
4. Socta) casevork IR | -
5. Sncia) group work L PR . T
6. Comumiry work L _a o} 1 1 |
7. Prevencive sortaf ok i L s ' P

Flease vank tn ordee of faportanca the FIVE factars Which you constder the onst facluential 1 oukog you

satssfle fu any social vark Job.

0 1statistied with any cocts) vark

a3 kank 10 order of mpartance the FW[ factars Wifch yoy sonstdar Would be the mest influsntial in maktag

E

PLEASE TURN TVER. ..

«
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ws.
ot 8
0. On the 7 fusnt scate below, plaase rase the dagren to Which You foel your nversity / Colliege edcation in soctsl
work s Squipped you for suctal vark gractice 85 You fave sperfenced b,
PLEAsE o) 1ot
ars an X ot the spprosrista point on the scale)
e s L spproartera po scale}
<o
0id not ety e for Eavipped ae very velt
sectal vark grestice for sachal vark practice
7 [— . . . s
7 2 B 0 s O B
w P, Hova you appiied to the Kationet Nelfare Buard for registrotion as » suctal worker? (Hark onty gne)
Q. Stnce quilifying as 2 ocial warker, hate You appTicd to 3 Sucat Warkers’ Assoctstfon for qemborship?
B
. R Stce quaTttying as 2 socfal werker- have yay subscribed fo any professiomal sacfal work dourmal?
(Bark oaly gne}
T oes
o
S, On che 7 point scale belor, please rate the degree ta xhich Yoy fael you fdentify with the saris) work
professian z5 2 whole, taking Into scsount. that your opinion Ts influenced by your vork axpu ence, other
saciat workers, fmiga of the profession, commnity attitues, etz
Dk 20 X at the apbropriate point o the seale}
Low ideattication with High Ldenttication with
the soctat yark profession the socia) werk grofession
o
v ? 3 0 5 s 7
T Mark 211 the statenents that apply o your ork situation with resard Yo your forsseable plans during
tho nent st months
2z T Sntend to remnin In ay present ob a5 | am satistied with wy work situation.
. T 4ntend 50 rembin in uy present Job (n spits of being dissatisffed with gy work s1tGatton.
## 1 tnbend to abtédn enother soclal work job.
" 1 1atend £0 abtatn 3 fab out oF Soclal WONK.
“ £ do rat Istend te be ta Scuth Mrica,
4 § fntend to maery.
@ T iotend to e & full-vise housontfe,
L 1 tatend b raise a fontly.
0 T To0 1 intend to study furthor,
o T Jo. other (pease specify):

, - }X/*hmm PR
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4, Plesse use the space belon for any ather coments you mRy have foncerning your experfence fo your g
a5 3 soctal varer.

THAHE YOU FOR YOUR CONTRIBUTION T0 YHIS STUDY,
FOR YOUR LONVENIENCE & STANPED, ADDRESSED EAVELOPE
15 ENCLOSED W MHICH TO RETURH YOUR LOMPLETED
QWESTIOMALRE,




apPENOLX HU} 231,

VRAELYS i

HAATSKAPLIKE WERKERS/WERESTERS EN UL VERKSITUASIE:
DIE JAAR UAT VOLG 0P KHALIFISERING

Havarsing vord swdetseen onder beskeratuy vam $4e

o1 van dis Skeol eir o1 ke Herk,
Universiteit van die Witwatersrand, dan Smutstsan §,
donannesburg

ANYSINGS VIR DIE YOLTOOLINS YAk RIERDIE VRAELYS

Htergte waelys Taa ¥ie Klom val op dis tufdige werksonderviading van diegers vat aen dle etnde
van 1975 / begin van 1976 a5 maatskantike varkers/erksters geiwatif{seer het, of hulle as
msatskaplike werkers/uarkstors o dtens s of me.

U kydras tot Mer & studie sal help om die foktore ta beklentoon vt die maatskagh ke verker/

werkstar 2an dfe Bogin © 15 van hul Toopbane befnvived, 01 windresultate sal beskivbisr estel
word aan Prakuisyne, Univorsitefte, Staatscemartenente, Velsynsiigomms en ander vervanta arganisastes.

Veas asseblief openiartig e cerlik met w anbxoorde by dia yoltasting van hierdie vraelys.
#11e taliqing Wit van respondente varkey ward, fal & strang Verteostih bt el verd o8 i

die Finale dokment sal grasptendense aangedil word om e tdentiFisering van entge frdividy ult
e skatel.

Seautuoord ook sssebl isf alke vraaq volgens die asmysings. U ward asngersal om elke vrtag
aandagety deur te Tees voordat y antusord. Caantuoord devr 'n kruts (X) te trei 1n o
voorstende ruinte, Let asseblief diarcp dat sekere wae slags een antwoord kun hE, teswyl 4 fn
andare yersoek word ta , soveel as at van taepassing 45 aan te dul ° .

Lok aseSHat o 64t 40€ vactys v bewat v reeds T e serta yaelys (llte) verskn
. Ote budoling 15 e oa teenstrsdishads 1t te ke e, mao we) 5 0 enkeg 1 verdry op
die tuidige Stadium van u warks)oopbaan.

Dit sa) 4 mindor 45 5 halfume nesn an hiendie vraelys te voltaol,

‘h&/‘n @ -




g

WOED ASSEDLLEF B1E
HIE 18 HIERDIE
KL SKRYF WE

A

e
Buans 1

Haze van Respondent:

AR
2. Yoormm

ERNTONTSN

4. Woofentvan (vaar van toepassing}

Posadres:

Hovatkstaat op ) Desesdar 19761 (001 sTegs en asn)

1. ongetroud
2. Gatroad
. teskol

30 Vervreent

5. Heduuee/vesanaar
Het ¥ Kinders op 1 Deseaber 19767 {0u{ slegs gen aan)

NS MG

1odtan u pog oot as ‘o mastsiapika werkerfverkster o disns yes nle, voltoat dan asseblief

Slegs Vraag € en Stuur u vraelys terug It le gefrankesrda an geadresseerte hoevart vat voorslen fs.

Tndten 4 35 *n matskoplike mrmzwrkste: !eznknxnr het, siaen con assebiier vrasg E oor en
beant

eantoord vrasy F en dte drarcp-volgende

Sedert. die vaTteoting van wy finale naatskaplike werkeksanens was ok nog poofk as *n maatskeplike verker/
warkster 4n diens nie on die volgends vode{s): (bul dan soves? as wat van toapagstng 13)

Ek het 'n Taba / kind / kinders om voor t4 sorg.

B s vottyes 2 prisvras,

e vas varwngtand.

& anss miticire Aoty verrlg.

£ koo e 'n matskapiike verkarfvrkater pos Sekom et . 961 e,
£ 15 10 g1ans 15 etk Ike verker/verter,

. Ander (sposifisesn assebiier)

““
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8 MOET ASSEBLIEF HIE
1 HIEROLE KR

et
i
e .0 e Buins saty 3¢ o ot ek istr g 15 s, O it
H1er vaart mot dfe valtooting van dle vraeiss, en 93 v 4aste Maatskaplike werks
o it e
3
“ G Bt afe stelling aun e bekrakhing et op 4 hutdige maatskaptike werkbetrekting: (D siess gs0 aan)
oo le  huinge msatskopike werkbateekbing vas dfe van my fe heuse
T2 W holdter matsiaptike verkosteakking was e dic van fy o hause e,
. Indien o ton G2 nierbo baantveord het, op Witiar torradn van matshapl ke work sou u keuse gevs] het?
i 1w (bv. Ftasoreen gevinaors, pslgtatefese, sedtese, ers. ).
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MOET ASSERLIET NIE

W HIERDGE KUK

e

s,
aLasy 4

TS 14

Intten u huidige mastskaglie noq diess}fen 15 as u eerste Slasn veaag 1,
Rieronder, oo, en beantwoord vrasg ¢ en dia daaropyolgenda vra.

fndfen u hysgnge mustskaplite verskil van b earsto beantuoord assebliaf
wrasg 1, hueronder, en die GarOpyIgende vrae.

A u terugdink oor dle fakture ¥et u Balnvloed het 0w  hytdige marskaplske verkbetrekking te sanv
wattar Net 25 sodaniy dle asnvaarding van u huidige matskaglfke werkbetrekking beimrloed? (Dot oan
soveel as wat van boegasstng 1)

Earstelandse tennis van dia walsyusinstansie dour proktyopletaing.
Belangstelling in ‘n Sesondera torreln vau mantskapHike wark.

Belangstelling in die besondere sazodais) van neatekaplike werk saot toagepes fn die welsynsinstansie,
Interassante werk et persoonl tky hevrediging dzioof het.

Hant srbire weckstadtng (bv. wack uat dgeltcoffend deur 'n anstskaplike werker/warkster gedoon

40 word.

Geleantheld am fn ‘n gespesisitseende tarrain te Werk (bv. verk aes alksholiste, varstandeltk
“ertraanges, ens.
Geloentheid o trek algemene ondervinding 1n matskaplfko vark op te doan.

Geleantheld o 1 “n faterdissiptindre span te Werk.

Hok agttng vir dfs gehaite van verk so0s toagepss deur die personeel van die wesyasinstansie.

Welsynstaustanste se hod status in dfe gemeenskep.
Hslsymsinstanste se dtens wat van werkiike kaarde vir dis gemeenskap.
Galeenzheld on 10 'n wslsynsinstansle te verk waar meer 23 ean amauskaptike worker/verkster tn dians

eesathoid o 10 0 elspstastnae o eck e K 4 enlgsta satsbpLTKE wker/ckstr T
dtens es.

Rufate vir navorsing,

Nelsyssinstansie sameuerking nat ander organisasier.

Saneverking tussun personee) n dip welsgnsiastansie.

Sanewerking tuskes betaalde personsel en hestuur in die velsymsinstansie.

Samewerting tussen detaalde persontel oo diensdosende vraiTiigus th die welsymsinstanste.
Goteentheid vir ‘n matskapfie verkenfwerkster on verzndsring i die welsynsinstansie te veey
t bring.

Geleenthetd vir bevordoring.
Gelgenthoid vir porsosntlke ntwikieling (bv. ontyikkelng van ele-bawustheid) beoning van
betrokke kosferensies, ons.).

Prastyklotding vas hadstoande gelabte.

Voorsfening vir kensultasto tby. gelaenthedd on my Work met 'n deskundige te bespreok wet nio
adintstratieve beheer ooF My verk het mie).

Yoortgesetts tndtensopletding word voursten.

oorstening van sanpase i0g8tydaart.

Gunstige dlensvoorvaardes (bv, medtosa skoma, pansicen, vortof ens.).

Gunstuge varksomstandihede (b, snskikike dionsere, afe kantosr, sokretarfile tuip, ans.).
ot sommagsrane ir welsynsinstansta se klténte,

Bovecdigande sulart

wisynsinstansie [T—

Entgste pos beskithaar.
Entgete pos asngebled,
Verlondo on stidicbours teruy te betar),

Derkikbasrhetd van gepasts Mcaratur (5 8te selsynsinstanste,

Nerk tuagehen fngovoige werker a0 vearkour.

pestatsgerdn tdet 1 In ssyostnstanste om e1le Wrlsisss wat SR ontetaan fntends die
vin u et govatle te hanteer,
3. Anter {spestftser asseblfuf)
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MOET ASSEBLITF IE
W HIERDIE KOLDH

Ondarstaande 1ys bevat ‘n sants} onderskragende fasilitelte wat beskikbaar mag vees san matskaplfke verkers/vmrketars.

S g Herk assebMer daardie gerieue dant
{4 vat u onbrang hat in u huidige mantskaplika verkbecrekking ;
(M) wat u grasg in u huldie mestskeptite sou v gntuang:

i
ot antvang | at u graag

i sou way
ONERSKRAGENDE FASILITEITE

54 59 I Indjviduele verskaf deur persones) verbonda aan die
w0 6t 2.___iniividuste verskef deur peysongel verbonda s dfe sniversitee,
e B iettvimle Afsonderi tekgn van of wntversieet.
e b Gree sarskat deuy porsoneal verbonds sen e
556 5t verskat deur gersonte! varbends aan dte antversiteit, B
we 6 _trom atsonder)y veten yan of utversisatt,
T, Indivisuele konsulteste (bv. baseroking van ork et *t deskundioe xat nle adndndstration
nn beheer oue o werk et nle) verskaf dour pirionee! yerbonde sen
nn 8. Intividuele karsaltasie verskat deur personee] verbonde sy dia enfveraitatt.
nm 9. Soutvisuele koesultasia afsonderiik bekos yan of mtversstate,
W 10, _Groop jarsulizse versiaf deur sersoneel yerbonds aan die
) 11.__Grass fonsuitast versiaf deur personce) vésbonde aan die unfversdtelt,
o1 12, Grop onsatoste oisonder] ik tokan van of iviversttert,
) 15, Yelow. da bibMotsegarieve heskikoaar fn
1011 14, ¥o) sende nidliuteekgeriewe beskixbaar byite die
wn 5. taformele kontak met ander meytskapl ke in
fafarnale kontak mee ander mastskaplike werkars/verksters tuite die welsynsinstansie
s oy srionsaroriondinne).
7. Fornele kontuk met ander mastskap!ike werkers/werksters in welsynsastensie {bv. persongel~
61 vepsndeciogs). .
18 Forsele tontak net, anter maatskipl ke veckars/erksters buts die welsynstnsanste
AERE] Atw._te konferensies, vergaderlngs of profusignele voreaigings ens.). B
X 3. in ;
@ 20, _ Voortoesetre l’
1. fantasrbaro werkstadiag {bv, vork et dooltréffond deur *n maatskanlika warkeriverkstar
an aedon tan vers).
w2 2., Pasiike ibv. ole kentoor, varyoer, toorusting ns.).
=ty 23, __Proktiese bystand mat work (by, sekrotaridl® hulp, stolse? om krisisse te hantser, ons.).
0 8.8 omunirasfe_en symvoring et follegss.
e ... Ertanning yon gepssastes doge porsons fp qeRe
uw 26, _perk verrds uat to} gersgon) ke sevradiging et
® v 2. Herk yerrig et ot verangde verprdering 1n 4t wels ol
38 54 2., Yerk topqoken in 1st_worksygarkvur,
23, Andor {spesifiseer asseblict)
wa E
wn !

R k;z*:‘""’ ]
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Wik 5 A 16y WIE st
W RIERRI Soust .
St it tnglen ¥ i nge maatskantie verkbetretking opqesk hel, beantward den asseb)fof vrasg K.

tndfen v 20 in v serste maatsicpline, 50 gfens s, staun don sssedllef vraag ¢ aor,

e boantward vanst vrazg L,

K. D a) die fakture vearen hieronder varwys Sory asn siat v SElnylosd het on elkasn ven u peatstantlka t2 gt vaars

Raatsaptise verke
betrekking(s) badindly

@SOS ¥1i ectrimiens e fafe | te

2 [wes Be-
ek [eretd treke| ok
it cing

ting | king | king

A T dsam soneaspes o)tooh.
w8 20 Nontral bekingi seur verkamer,
LIRS %, Ander peer aonirek)ike yerkp qaissapiike k.
PR R 4, Ao meor_santret] ke Jerk QuiLg weatskapihe verk.
W e 6 5. terlongde vokomsts 1 rels:
@ s o §__siakte,
w0 7. Swnapeakap,
7o eada / _wind ., iplies on G veriorg.
Ty V910 humelie e tree,
TTTIEMs + 0« | 0. vorplasson ven aggeret esgenots / sesto;
W angerterik gnled vir vervosr.
o e Vargere.stulies.
w e an b ey Sargebied.
R X a4mshied. saar Snentdaside,
w o oo o poloene i
won o tnvolapende. fasT] a1t iy work (b, oraqTtasta, srienming vy prestastes, ens.).
wE s e 12, operise selventhete vir bauardarina,

W, Soperhus guicenthede vir porsoonlke oncHTRKGTLog (o, OnNTKLe? efe-mmisthetd, woun rodiae

wom e kanferensies 2y, eos.).
o a  a 15, Te min matstapithe op persaneel.
w4 e T, T yerl mearshopiite 98, personeet
a8 .. tae_denke van gebalee vap werk verriq dour Mo persones] van dte
o hat ote 768 stavus in e ampanstap quiat e
s 58 slers 15 yan aln weards vir dfe gemeonship.
W satshaplike wekduroes het oo d status Gentee nis
ot Ma_{n_s2aat o magssiapl e werk o besater i 7ot efe_ygandsarde aie.
n 7 5 v stoot o gan omrgalistlese yereistes vn dle g voldoen e
“n o, et otesss.
i 14 Py et yersons 10
woe » it e lfgers,
koo 30 Te a0) yerishongta.
wowowow Te_vent_ byt muet oy koncope dourgebrlog word,

aw o by

1. Ontantearbers verkalading (bv. werk WL 1h SRESKFT e werkerverkster nia Goelcraffend K1

R vaneer nie).
s W .7 verk serstor nle_ptrsonn b bevrdlgteg pie,
oo {oo. mmoiese Sans, pensisen, Yor1at o]
% 37w B, {bv.. lang arbyfgsane dienzure, vovoldomnds
oA o Kepk fs frasend,
w0 0 8, verk 15 ufrputiand (1Lsien, enjoF srostanesil,
w4 o ek s
EILILRS 0, _Tetort an, i K10 g
w s a1, sder {spmsitiocer assebMary:
@ s o




Batst 7

PRET SESERILE BIE |y gy gie 7 punt skaa) wat hisrondar waarsien ward, duf asseblief aan hoaver) Gelesnthede § geReg hat am dle

v HIERDIE XOL0H volgende 1n u haidige maatskap)fke verkbetrekking toe to pas: (Duf asn met ‘n ¥ teenvor die betrokke punt ap
s e ot
e Geleenthetd Vee! Geleuntheld
GELEENTHEID 04 TOE TE PAS: I N SO SN S B
|l 2 3 4 5 & 7
o . Hantskepiike werkkennis | RPN IR ORI WIS SEVE HE
o 2. taatskaplthe werkwaardos [T S S T ST I |
&6 3. Raatskaulike L 1 i 1 L 1 3
& 4. aatskap)ike gevalleverk ISR TSRS T S S E—
& 5. MhatskapHhe groepwerk f SN I AUV WU SR S §
. 5. Gomagnskapserk [N N S SRS S N i
" 7. Voarkomende mastskaphke verk [OVRT SO S SN U DU I
4
. Bul assesliaf (n volgorde vas betangeizhel die VIF faktore ann vat volgsns u oening die belangrikste 15 oa u i
sevrediging i1 eniga saatskapiiie warkbetrekiing ta bisd. H
noenn W H
B WA 2 N
 [ITEE ¢ 7 ¢ > .
[IRURtRY)
B s W =
K. D asssbitar o volgurde van belsngrkheld die VIF faktars aan wot volgens y mentng dte belangeikste 15 o1 u
tac antevrodsahetd tn enige maetskapltke werkbotrebking 1e ol
R .
nawnn
R 5
B R
o o% % £

WAMTONL ...




HOET ASSELLIEF NIE

IV HIZRDIE ¥OLGK

SHRYF niE

2.

a5y 8

0p dle 7 gunt skasl hieromder bereken die grad xaartoe u van mentng 5 v Upiversiteits/koltege opleiding in
mastskaptka wark  bekvasm het vir mastskap)fke werkpraktyk soas wat u dit ondorvied het. (Dvi aan met ‘n X
teenoor gie wnt wat vau taepasting 15 op die skad

Het oy sl toegorus vir Vet my soud toagarus vir
mstskapl ke werkpraktyk nia mantskap ke verkprakiyk
1 I L L L L i
v 2 3 O s s i

Het u sansoek by tie Hastonala Nolsynrasd vie registraste as ‘n maatskaplike werker/verkster gedoen?
(O shegs gen asn)

»
Nee

o

Sedert kalffisering as 'n matskaptike erkenwerkster, hat v dansoek oa Mdmatskap by 'n mastskopl ke
Werkersveraniging sedoen? {Bu{ stegs en ssn)

1w
2 e

Sedert, ualifiuaring a3 ‘n miatskap ke verkur/uarkttor het u fngeteken op enige srofessionsle msstskaplise
werktydskri? (b0l slegs e aan)

3o
%t

p dtc 7 punt skarl hioroider Sereken assebMer die graad weartoe y uself mat die matskaphike workberaep
5 'n gobeo! voreanselyig deur tn gedagre te hou dat U mentng beTnvlosd werd deve u verksondervinding, ander
matshaptike beed van e beroep, ens. (Duh aan net *a X teenoor

e punt wat van taepsssing 55 op din skeal)

Lae vereensetwiging met ik vereenselulging ot
die mantskaphie werkberozp e maathapl ke verkbaroep
L 1 ! ] 1 i 1
1 ] B € B s 7

ut assestief alle stellings aan vat toapasiik 15 ¢p u heogds planue vir tle volgende ses mande:

£k Doueg oft my hyidips betrekking to behow, omdat ¢k tevrede s met my werksituasie.

G be00g oy huidige bewakking te babou alhaewe] ek ontcvreda £ oty werksttussia.
© teoog an van seacikantike werksbetrakking te veranter,

L hecog 02 'n werksk.crebking utte dre naetskon! s werkeie Sebon.

Y usuog on butts gt Repwb1iok von SuferAfrike to woon.

* e00g 0n o die 1R te trog.

7.1 baoog oo my voltyds ap Mutshousing toe te 18-

W TK boeog gn *n foniHe te begin,

4, 1 beaog on verder te sty

Ander {spesifiscor asseb]faf);

b

I
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Vo Gobrulk assedier die rulite Merondar vir enige verdere koanontaar nor u andervinding In v uidige betrekking
25 % maatskeat fxe erkerjuerkster,
DAKIE VIR © GYORAE TCT R{EBDIE SYOIE.
VIR U GERIEF 15 ‘A GEFRARKEENDE, OEAORESSECROE YOEVERY INDESLULY
WAARIH 1 U VOLTOOTIOE VRAELYS KAW POS.
=
e i
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APPENDIX & 241,

University of the Wi d, Joh =
&choct of Socist Wark
1 Jan Smuts Avanus, Johannesburg, 2001, South Africa v
Telephone 394011 Telegrams ‘Uriversity' Telex 8-7330 SA

telephene ext 8232 or 8224

your ralerence
our reference

date 3 September 1976

Dear

I have not received the questionnaire posted to you for completion in
July, and in case the questionnaire did not reach you, I enclose apother
ane and urge you to kindly complete it and return it to me as soon as
possible.

If you have already completed and returned a questionnaire, pleass complete
the data at the bottom of this page and post it to me ir the stamped,
self-addressed envelope enclosed.

Hoping to receive your reply and thanking you in anticipation.

Yours sincerely,

Trene Comaroff {Miss)
Social Work Manpower Research Project

I have already returned my complete guestionnaire to you: (please print)
SURNAME. FIRST NAME,

MALDEN NAME (i applicable)




TYPENDIX J 242,

y of the Wi d L '
School of Social Work
1 Jan Smuts Avenue, Johannesburg, 2001, South Akica \/

Telephone 384011 Telagrame Universlty’ Telex 8-7330 SA

telophonie ext 8232 or 8224
your retersnce
our raference

date 3 September 1976

Geagte

Ek verneem graag of die vraelys wat Juliemaand aan u gestuur is in
verband met die navorsingstudie, Maatskapiike Werkers/Werksters en hul
Werksituasie: Die Jaar wat Volg Tp Kwalifisering, alreeds deur o
Voltooi 75, of nie. Indien dit u nooit bereik het nie, sTuit ek hiermee
m afskrif in, en u word vriendelik versoek om dit na vo]toonng aan my
terug te stuur.

Indien u alreeds aan my versoek voldoen het, vra ek u om die aangehegte
strokie te volteoi en terug te pos in die geadresseerde gefrankeerde
koevert wat hiermee fugesluit is.

Ek bedank u by voorbaat, en vertrou op u spoedige samewerking.

Die uwe,

Irene Comaroff (Mej)
Maatskaplike Werk Mannekragna orsingsproiek

Ek het alreeds my voltooide vraelys aan u teruggestuur {drukskrif asseblief)

AN VOORNAME

NOOIENSVAN (wear van toepassing)

o




University of the Wi d, Johannesburg

Seoof of Social Work

1 Jan Smuts Avenus, Johannesbrg, 2001, South Atrica
Telephona 89-4011 Telegrams University Telex 87330 SA

telephone ext 8232 or 8224
your refsrence
our refarance

dato

Dear

Thank you for having completed the first questionnaire in this study:
Socia] Workers and Their Work Situation: The Year Following tpon

alification.

I note from your respanse that you had never practised as a social worker
at 1 June 1976, am hence enclosing another copy of the same questionnaire
and vequest you ta kindly complete it with regard to your circumstances

at 1 December 1976,

I would greatly appreciate your sharing this information with me again;
and I thank you warmly in anticipation for your contribution to this
study.

Yours sincerely,

Irene, Comaroff (Miss)

Social Work Manpower Research Project

~




APPENDIX K 244,

University of the Wi d, Jok burg

Sehool of Socisl Wark

1 dan Smyts Avanus, Johannesburg, 2001, South Alrica
Telophona 394011 ams ‘Uslyersity  Telex 8-7300 SA

telephane ext 8232 or 8224
youe reforance

our refarance

date 1 Desember 1976

Geagte

Hiermee bedank ek u vir die voltooiing 1an die serste vraelys in die
navorsingsprojek: Maatskaplike Werkers/Werksters en Hul Werksituasie:
Die Jaar Wat Volg Op Rwalifisering.

Volgens die gegewens verstrek tot 1 Junie 1976, merk ek dat u nie as
maatskaplike werker/werkster in diens s¢=an nie. Dus sluit ek hiermee
nog m afskeif §n van dieselfde vraelys, vir voltooiing om daardeur u
huidige omstandighede to verstrek; d.w.s. tot op T Desember 1976.

U voortgesetis samewerking word waardeer, en ek dank u by voorbaat vir
u bydrae tot die studie.

Die uwe,

Irene Comaroff {Me,
Maatskaplike Werk Mannekragnavorﬂngsgrose




APPENDIX L

ity of the , Joh b

Sehoot of Soclat Werk

1 Jan Smuts Avenus, Johannesburg, 2001, South Alrica
Teiephone 39-4011 Tefenrams ‘Universily’ Telex 8:7330 8A

telephone ex! 8232 or 8224
Your ratorence
our referance

date 5 April 1977

Dear

I have not received the questionnaire in connection with the study:
Socia) Morkers and Their Work Situation: The Year Following Upon
Qualification which was posted to you for completion in December.
Tn Case the questionnaire did not reach you, [ enclose another one
and urge you to kindly complete it and return it to me as soon as
possible.

If you have already compieted and returned a questionnaire, please
complete the data at the bottom of this page and pest it to me in
the stamped, self-addressed envelope enclosed.

Hoping to receive your reply andvthanking you in anticipation.

Yours sincerely,

Irene Comaroff (Miss)

Social Hork Manpower Research Project

1 have already returned my completed questiomnaire to yau: (please print)

SURNAME, FIRST NAME

245.

™
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